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ABSTRACT 
 
High labour turnover and associated costs have been subjects of considerable 
debate in the hospitality industry. Central to this ongoing discussion is 
understanding why hospitality management graduates leave the industry. 
Research studies suggest some answers, such as the nature of work conditions in 
the industry or a lack of career planning by hospitality students. This doctoral 
thesis is concerned with the process of leaving the hospitality industry. It 
explores the interplay between self-efficacy and career inheritance, and its 
influence on career commitment by gaining insights into how hospitality 
management graduates arrived at the decision to leave the hospitality industry. 

In the context of the changing nature of careers, from traditional linear to flexible 
protean, this interdisciplinary research provides insights into the process that 
leads to the individual leaving the hospitality industry. Career commitment, 
conceptualised as a psychological contract between the individual and a chosen 
career, informs this process of leaving, which is further explored using the 
interplay between the concepts of self-efficacy and career inheritance.  

Drawing on life history methodology, which allows for an exploration of unique 
life experiences and an in-depth understanding of academic and career decisions, 
semi-structured interviews were conducted with hospitality management 
graduates no longer employed in the hospitality industry. Underpinning and 
informing data collection and analysis was critical realism, with its unique 
perspective on epistemology as constructed, and ontology as realist yet stratified. 
The interview data were analysed thematically, which involved coding 
participants’ responses into pre-assigned and emergent themes. 

Empirical evidence reveals that the decision to leave the hospitality industry is a 
result of a cumulative power of events. The concept of the leaving process is the 
original theoretical contribution of this thesis, which explains the interaction 
between the three concepts indicated above. It demonstrates that exiting the 
industry is a developmental journey punctuated by significant career turning 
points. The speed of decline in commitment, which is representative of the 
duration of leaving, is dependent on the interaction between career inheritance 
and self-efficacy. Alongside an integrative definition of career, characteristics of 
a career manager and the principles of the legacy of hospitality as further 
research findings, this doctoral thesis concludes by proposing a collaborative 
approach to career management. Limitations of this study are evaluated and 
avenues to further research are also proposed. 
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  CHAPTER ONE: INTRODUCTION
   

CHAPTER ONE: INTRODUCTION  

This doctoral thesis is concerned with the process of leaving the hospitality 

industry. It explores the interplay between self-efficacy and career inheritance, 

and its influence on career commitment by gaining insights into why hospitality 

management graduates leave the hospitality industry and how the decision to 

leave was made. This chapter presents the contextual background of this research 

study and discusses the current state of hospitality careers and education. It also 

presents the aim and objectives of this research, and concludes with summaries 

of each chapter.  

The world we currently inhabit does not keep its shape long enough to allow us 

to become accustomed to it. Its volatile nature challenges us to try and keep up 

with its progress, when at the same time our expectations are also changing. To 

use an illustration by Bauman (2010: 94), “walking is better than sitting, running 

is better than walking, and surfing is better still than running.” Thus as we live 

out our lives in an ever-changing world, we are faced with two longings, to 

continue using Bauman’s (2010) analogy. On the one hand we seek to be part of 

a great whole, to become a member of a group, or to receive social support, yet 

on the other we have a strong desire for individualisation or uniqueness, for 

autonomy, and for self-affirmation. We desire security, when at the same time 

we want to be free to make our own choices. To some extent a career 

incorporates the element of security, whilst also allowing us some degree of 

freedom and independence. Some may seek meaningful careers that benefit 

others around them; others pay more attention to ensuring that their career is 

successful. Success, the meaning of which is relative and subjective, is a result of 

a performance, which reportedly enhances one’s belief in their ability to achieve 
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it (Maddux, 2002). Therefore, aspirations for having a successful career often 

drive many people to follow a particular career path. Thus as employees in the 

21st century work environment, we are required to become lifelong learners, who 

can use sophisticated information technologies, maintain employability, choose 

flexibility over stability, and create their own work-related opportunities. These 

factors are driven by an understanding that career belongs to the person rather 

than the organisation, as occupational prospects are no longer easily definable 

and predictable (Duarte, 2004; Savickas et al., 2009). These challenges have 

recently become evident in the rapidly changing work environment of the 

hospitality industry. As individuals carry out their careers in this industry, they 

soon learn that they have little choice but to self-manage their careers and to 

offer employers their unique knowledge and expertise. In order to do that they 

have to acquire the ability to adapt to changes caused by increased globalisation, 

greater competition, pressure for productivity, changing and blurring of 

industries, positions, jobs, as well as less defined and predictable career 

pathways, to name but a few examples (Weiss et al., 2003; Amundson, 2005; 

Sullivan and Baruch, 2009).  

This research seeks to gain insights about the very challenging issue facing the 

hospitality industry, which is why some hospitality management graduates 

choose to leave the hospitality industry, and how the decision to leave was made 

(the research question of this study). This study, therefore, focuses on the subset 

of society, namely the hospitality industry, as well as on the subset of those 

people who no longer work in the industry. 
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1.1 Research Aim and Objectives 

The aim of this research is to identity the key concepts, whose interaction will 

help to gain insights into why hospitality management graduates leave the 

hospitality industry, and how the decision to leave was made. The five objectives 

of this research are presented below. 

 
Aim:  

To identify key concepts, whose interaction will help to gain insights into 

why hospitality management graduates leave the hospitality industry, and 

how the decision to leave was made. 

Objectives: 

1. To critically review and evaluate the relevant literature in order to 

identify the key concepts whose potential relationship will enable the 

understanding of why hospitality management graduates no longer work 

in the hospitality industry.  

2. To utilise the life history methodology within the context of hospitality 

careers to empirically consider how the identified concepts interact and 

how their interplay helps to gain insight into how the decision to leave 

the hospitality industry was made.  

3. To conduct primary research focusing on hospitality management 

graduates who used to be, but are no longer, employed in the hospitality 

industry. 

4. To understand the process individuals undertake in order to reach the 

decision to leave the hospitality industry.  

5. To inform the hospitality industry and higher education authorities 

about the practical implications of the process of graduates leaving the 

hospitality industry.   

 

It is proposed that the first two objectives of this research will be met through 

secondary research. The purpose of the literature review will be to identity a gap 

in the literature with a view to arriving at the key concepts that will help to 
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answer the research question. The most appropriate and suitable research 

design, which is based on the knowledge of the research methodologies 

acquired by the researcher prior to conducting primary data collection, will be 

outlined in Chapter 3. 

The third and fourth objectives will be met after the collection of primary data, 

through semi-structured in-depth interviews with hospitality management 

graduates no longer employed in the hospitality industry. Finally, the 

implications of the outcomes of this research will be discussed in Chapter 5 of 

this thesis, therefore completing the last research objective. 

 

1.2 The Current State of Hospitality Industry, Education and Careers 

In order to understand why hospitality management graduates decided to leave 

the hospitality industry, firstly consideration must be given to the current state of 

the industry and hospitality careers in the UK, and the origins of higher 

education in hospitality management.  

As the context for primary data collection, the hospitality industry, apart from 

being characterised by its fast-changing and adaptable nature, contributes greatly 

to the economy of the United Kingdom (UK). However, a report by People 1st 

(2014) highlights that approximately 365,000 staff leave the tourism sector every 

year, of which hospitality is a significant part; this accounts for 20% of the 

sector’s total workforce. Furthermore, the difficulty of retaining staff costs the 

industry around £2.7 million a year, which illustrates the severity of this 

prevailing issue (People 1st, 2014; Harmer, 2014). The industry is often 

characterised by its different sub-sectors, and the terminology used can become 

confusing. In particular, tourism, hospitality and leisure are terms used 
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interchangeably to signify one industry. Therefore, for the purposes of this 

research, the hospitality industry is defined to include organisations that 

specialise in operational aspects providing accommodation and/or food and/or 

drink, as well as those which focus on the administrative elements, such as 

reservations departments or hospitality information services (cf. Brotherton, 

1999). 

The challenge the industry is facing in relation to retaining hospitality 

management graduates was a topic critically discussed and debated during the 

annual conference of the Council for Hospitality Management Education 

(CHME) in 2014. Prominent hospitality academics have questioned whether the 

currently available hospitality provision at universities is fit for purpose, as more 

hospitality students are being increasingly targeted by other service sectors, such 

as the banking sector (Walker, 2014).  

The cover feature of “Hospitality: A Magazine for Hospitality Management 

Professionals” in 2014 raised one of the growing concerns that hotel companies 

complain about, i.e. graduates not fitting the industry’s requirements, which 

could be linked to a growing shift away from experiential to theoretical learning 

provided at universities. Lynch (2014) continues this debate by questioning the 

purpose of hospitality higher education and trying to determine whether the 

leakage of hospitality graduates to other industries is indeed a problem that the 

hospitality industry has to resolve. The article concludes with a statement, which 

highlights that “the evident employability of hospitality graduates beyond the 

hospitality sector to an extent should be interpreted as a sign of success” (Lynch, 

2014: 43). In particular, the social status of the hospitality industry and skills it 

offers is being increasingly acknowledged by other industries (Lynch, 2014). 
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Moreover, hospitality graduates tend to be prepared for a more broadly defined 

hospitality industry, and are able to transfer their skills to other industries. This, 

however, further highlights the urgent need to understand how hospitality 

management graduates make the decision to leave the industry in pursuit of other 

career options.  

The nature of employment in the hospitality industry is often characterised as 

casual or seasonal, where employees are employed on a casual basis (Lucas and 

Deery, 2004). This dominant labour supply strategy does imply that individuals 

have little protection in law, are paid the national minimum wage, and are less 

likely to be committed to the organisation or the industry altogether (Davidson et 

al., 2010). In this case, one can talk about power shifting towards hospitality 

businesses that are able to match their staffing requirements only when 

necessary. On the other hand, such a strategy allows young people or students to 

supplement their incomes when they are not interested in full-time careers in the 

hospitality industry (Davidson et al., 2010). This has implications for human 

resource management (HRM) in terms of possible issues with recruitment, 

training and skills development, including unwillingness to invest financial 

resources in employee training (Baum, 2007; Horng and Lin, 2013). 

Furthermore, this “just in time” approach to changing demand for human 

resources makes it challenging for the hospitality industry to establish long-term 

employment relationships (Horng and Lin, 2013: 61). Most businesses in the 

industry fall within small and medium-sized enterprises (SMEs), which has 

further implications for the lack of career development of employees (Horng and 

Lin, 2013). Moreover, known for its high staff turnover, often resulting from 

hard working conditions and unsociable working hours, the hospitality industry 
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in the UK has been facing challenges that impact on difficulties in the 

recruitment and retention of a young, educated workforce (People 1st, 2014). 

Despite all that, the industry continues to be one of the fastest growing industries 

(Foster, 2011), and the 5th largest employer in the UK, employing over 2.4 

million people (British Hospitality Association, 2011; People 1st, 2011). 

Although there has been a considerable growth in the number of hospitality 

undergraduate and graduate programmes at universities across the world (Weber 

and Ladkin, 2008), a clear shortage of staff has been recently forecasted in the 

UK. It has been identified that until 2017, there will be a requirement for an 

additional 200,000 managers to join the hospitality industry’s workforce (Oxford 

Economics, 2010; British Hospitality Association, 2011; Hospitality Guild, 2013; 

People 1st, 2013). The perceptions of low barriers to enter the hospitality 

industry and learn on the job, does not seem to reflect the continuing need of the 

industry for skilled and committed individuals (People 1st, 2013). 

With at least 600 degree level hospitality students graduating every year in the 

UK, and approximately 64 institutions offering higher education undergraduate 

courses in hospitality, the requirement for educated and committed staff 

members should not be an issue (Birkett, 2008; Walmsley, 2011). On a national 

scale, however, the career choices of graduates are quite striking; almost six out 

of ten graduates do not choose to work in the profession for which they studied, 

within 1-2 years of finishing their degree. According to The Chartered Institute 

of Personnel and Development (CIPD), reasons for low attraction rate include 

lack of work-related skills obtained from a degree, choice of a new career path, 

and postponing the start of the career altogether (The Chartered Institute of 

Personnel and Development, 2010).  
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A similar case has also been identified within the hospitality industry. In 2009, 

almost 70% of hospitality graduates went into full-time employment, but only 

20.2% chose catering or retail. Other career options chosen by hospitality 

graduates were in business and finance (10.4%), the clerical/secretarial sector 

(13.5%) and marketing (6.1%) (Foster, 2011). However, having a degree remains 

a valuable investment, with graduates reporting higher average earnings than 

non-graduates (Office for National Statistics, 2012). Taking into consideration 

the above data, the current economic climate shaped by increased tuition fees, 

and signs of rising applications to universities (Harrison, 2014), answers are 

required as to why some hospitality management graduates choose other career 

options. 

Historically, training in the hospitality industry, once referred to as the hotel and 

catering industry, used to take place on the job, through a long and thorough 

practical experience. Individuals who had any formal training, would have 

received it from the only institution in the UK, the Westminster Technical 

College until the 1950s (Airey and Tribe, 2000). The appearance of 

professionalism in the industry, brought about by the formation of the 

Institutional Management Association in 1938 and the Hotel and Catering 

Institute in 1949, the emergence of diploma level awards, and the beginning of 

management training within the industry, set the scene for the subject of 

hospitality in higher education (Medlik and Airey, 1978; Airey and Tribe, 2000). 

Formal courses, with an emphasis on vocational practice, quickly became the 

main route to gain entry into the industry, so that by the late 1970s there was a 

range of degrees and diplomas available to students (Airey and Tribe, 2000). Due 

to a rapid growth of degrees from just a few at the end of the 1970s to 
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approximately 79 courses by 1995/6, “hospitality management education has 

been a buoyant area of education provision growing faster than the average 

growth in enrolments into higher education” (Airey and Tribe, 2000: 280). 

Although initially degree courses had ‘hotel’, ‘catering’ or ‘food’ in their titles, 

‘hospitality’ soon became the connecting word, which indicated placing studies 

in a more conceptual framework, but continuing to have the vocational 

orientation at the core (Airey and Tribe, 2000). This remains the case now, with 

221 degree courses with ‘hospitality’ in their titles, and only 30 courses with the 

word ‘hotel’, according to the 2011 overview (Walmsley, 2011). The nature of 

the hospitality management degree, as both theoretical and operational, has been 

the driving force behind the success of this type of education ever since (Airey 

and Tribe, 2000). More recently, the emphasis has been placed on a hospitality 

workforce, educated to the degree level, who as a result have become more 

aware of contemporary management thought and practice (Jauhari, 2006).  

Although, higher education plays an important role in the development of 

graduates’ employment expectations, it can also discourage hospitality students 

and graduates from entering the industry. Some students have their very first 

experience of the industry only during the course of the degree (Jenkins, 2001; 

O'Leary and Deegan, 2005). Prospective students should therefore be advised 

about employment conditions and opportunities within the industry prior to 

starting the degree. This will help to minimise the gap between perceptions and 

expectations versus the actual reality of the industry (Hing and Lomo, 1997; 

Jenkins, 2001; Collins, 2002; Raybould and Wilkins, 2005; Barron, 2008). 

However, the nature of the hospitality management degree as being both 

theoretical and operational, often lends itself to some confusion amongst 
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students, as operational training is not considered as important or prestigious as 

other components of the degree (Alexander, 2007). Although, hospitality 

management “is a specific subject area designed to promote and resource an 

existing and dynamic industry with (hopefully) liberal minded and forward 

thinking graduates” (Alexander, 2007: 218), some managers feel that a 

hospitality management degree is irrelevant (Collins; 2002; Raybould and 

Wilkins, 2005), as graduates are often overqualified but under experienced for 

management level jobs. 

This research is particularly interested in the perceptions of individuals who 

completed hospitality management degrees but who are no longer employed in 

the hospitality industry. This population is identified as under researched, which 

is a claim substantiated in the literature review chapter. The value of trying to 

understand how individuals make the decision to leave this industry is driven by 

findings which suggest that employees who are committed to their careers are 

more likely to remain in a given type of work, and use their perceptions of 

adequate capabilities to succeed and develop specialised skills and professional 

relationships (Niu, 2010). Moreover, the hospitality industry, which is known for 

its challenges of high staff turnover and low employee retention rate, will benefit 

from this research’s findings by having the opportunity to learn about techniques 

to prevent employees from leaving (Jenkins, 2001; O'Leary and Deegan, 2005; 

Wildes, 2005; Walsh and Taylor, 2007). 

To answer the research question, the researcher proposes a conceptual 

framework consisting of three concepts from different disciplinary backgrounds, 

which emerge as a result of the review of relevant literature. This research 

employs the concepts of career commitment, career inheritance and self-efficacy 
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to gain insights into the process of leaving the industry. These three concepts 

also become a framework for listening to hospitality management graduates’ 

academic and career histories. By exploring the interplay between them, this 

research contributes to the current knowledge on the state of hospitality careers 

and education; it also provides a critical understanding of the subject of careers 

by exploring the careers of former hospitality employees. Sharing life histories 

will not only give these individuals a voice to make their opinions public, but 

will also shed light on the recent challenges faced by the industry, related to 

retaining educated, skilled and knowledgeable employees. Therefore, by drawing 

on concepts from different disciplines, this research aims to contribute to the 

interdisciplinary approaches to contemporary career studies. As Khapova and 

Arthur (2011: 5) urge, “we need to study the links among careers, communities, 

occupations, organisations, industries, and the global knowledge-driven 

economy, thus calling for interdisciplinary inquiry into careers”. This approach 

to understanding careers is particularly necessary, as, with few exceptions, career 

literature reflects disciplinary separation (Lawrence, 2011).  

Before proceeding to the next chapter, the final part of this introduction provides 

a brief overview of the content of the subsequent four chapters. 
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1.3 Chapters’ Summaries 

 
CHAPTER 2: LITERATURE REVIEW 

The literature review chapter begins with a discussion of definitions, theories and 

approaches relevant to the study of careers. Due to a considerable number of 

different ways to categorise career theories, the researcher proposes the 

categorisation by Patton and McMahon (2006), which discusses career theories 

based on their primary focus, meaning the theories of content, process, content 

and process, and the wider explanation theories. The fifth and final approach 

focuses on the central and fundamental role individuals play in constructing their 

careers, which is influenced by the constructivist worldview. This route is chosen 

as the most relevant for the purposes of this research.  

Continuing the career theme, the next section of the literature review chapter 

discusses the concept of career commitment, by firstly exploring what 

commitment is, and then focusing on the three forms of organisational 

commitment – affective, continuance and normative. This section is concluded 

with a discussion of existing research, which confirms a low retention rate of 

hospitality graduates in the hospitality industry. After that the metaphor of career 

as inheritance is explained, which has its theoretical grounding in the theory of 

circumscription, compromise and self-creation. Career inheritance, which is 

considered as resembling the structure, leads the discussion onto the subject of 

structure and agency, with a focus on their changing relationship.  

The debate on structure and agency leads on to the examination of self-efficacy. 

Understood simply as ‘the power of believing I can’, self-efficacy is an 

expression of human agency, and is considered as a significant self-belief, which 

guides individuals’ lives and, most importantly, their career choices. To illustrate 
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the applicability of self-efficacy to career-related choices, relevant research 

examples are discussed. The quantitative approaches used in the discussed 

research examples provide a justification for conducting this study by seeking an 

in-depth understanding of how hospitality management graduates make the 

decision to leave the hospitality industry.  

Having reviewed the relevant literature, the concepts of career commitment, 

career inheritance and self-efficacy are identified as having the potential to 

answer the research question of this study, which is why hospitality management 

graduates leave the hospitality industry and how the decision to leave was made.  

 

CHAPTER 3: RESEARCH DESIGN 

The research follows a unique research philosophy of critical realism, which 

proposes ontological realism and epistemological constructivism as the 

underlying principles to understanding the nature of reality and knowledge, 

respectively. Critical realism underpins and informs data collection and analysis.  

The chosen methodology for this research is life history, which focuses on 

participants’ life stories, with a particular emphasis on their academic and career-

related choices. In total, 17 interviews were conducted with hospitality 

management graduates who were no longer working in the hospitality industry. 

During semi-structured, in-depth interviews, the researcher was able to find out 

more about participants’ past experiences, and significant episodes in their lives. 

The unique, non-quantitative assessment of the three concepts is believed to add 

another original contribution to how they are perceived in relation to academic 

and career-related choices. The purposive sampling technique and participants’ 

recruitment strategy are also discussed. A pilot study was conducted before the 

 13 



  CHAPTER ONE: INTRODUCTION
   

start of data collection, with a view to clarifying any possible issues with the 

interview design. The collected data were analysed for pre-assigned and 

emergent themes grouped into global, organising and basic themes. Participants’ 

profiles and a brief overview of their academic and career histories are also 

presented. Ethical considerations, as well as issues surrounding the subject of 

trustworthiness, are clarified, as well as those pertaining to limitations of the 

chosen research design.  

 

CHAPTER 4: ANALYSIS AND DISCUSSION OF FINDINGS  

The fourth chapter of this thesis focuses on discussing and analysing the research 

findings. The rich data collected during 17 in-depth interviews with hospitality 

management graduates were analysed following thematic data analysis, in order 

to provide evidence from participants’ responses on why they decided to leave 

the hospitality industry.   

This chapter is structured according to the three global themes informed by the 

three major concepts. Each global theme consisted of organising and basic 

themes, which emerged directly from the data (see Figure 6, p. 167).  

The first section of this chapter concentrates on discussing career commitment as 

a developmental process. The second section focuses on career inheritance 

conceptualised as the legacy of hospitality. The third section of the findings 

chapter is concerned with findings pertaining to career managers as self-

efficacious agents of change, who believe in their own capabilities and take 

responsibility for their careers.  

The findings chapter concludes by proposing the leaving process, a construct 

which explains the journey of leaving the hospitality industry and its various 
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elements. This process is considered the key theoretical contribution to 

knowledge by illustrating how career commitment, career inheritance and self-

efficacy interact within the context of hospitality careers.  

 

CHAPTER 5: CONCLUSIONS 

The concluding chapter demonstrates how this research study answered the 

research question. By bringing together three concepts from different 

disciplinary backgrounds, supported by participants’ responses, the concept of 

the leaving process becomes this thesis’ original contribution to knowledge.  

The utilisation of the life history methodology within the context of hospitality 

careers has enabled the process of leaving to emerge from the findings, which is 

discussed in the subsequent section of this chapter. 

Practical recommendations for the management of hospitality businesses are 

proposed including a collaborative approach to career management. The 

implications of the findings are also discussed in relation to the characteristics of 

a career manager, the legacy of hospitality and a holistic definition of a career. 

Finally, limitations and recommendations for future research are proposed, 

including research bias related to retrospective accounts, as well as 

recommending avenues for further research. 
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CHAPTER TWO: LITERATURE REVIEW  

The purpose of this literature review chapter is to critically review the existing 

research on the definitions, theories and approaches relevant to the study of 

careers, which are then explored within the context of hospitality careers. 

This chapter also identifies a gap in the literature, by proposing three key 

concepts from different disciplinary backgrounds, whose possible interaction 

might shed light on the research question of this study, which is why hospitality 

management graduates leave the hospitality industry, and how the decision to 

leave was made.  

 

2.1 Understanding Career: Definitions, Theories and Approaches  

In order to understand how the decision to leave the hospitality industry has 

materialised, it is necessary to identify and establish the conceptual framework of 

this research study, starting with a discussion of the subject of career, including 

its definitions, theories and existing approaches. It has already been proposed 

that we live in an ever-changing world, where a sense of security can be achieved 

by taking ownership of one’s career. However, what the term career means to 

one person or the management of an organisation, might be very different from 

another person’s understanding of this complex term. Therefore, this literature 

review begins with a review of career definitions. 

There is a considerable breadth of career theories that have emerged since the 

early 1900s, beginning with Parsons’ (1909) trait and factor theory which is still 

popular and utilised until this day. However, for the purposes of this research, the 

emphasis is placed on career theories conceptualised within what Patton and 

McMahon (2006) refer to as the constructivist worldview. These theories focus 
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mainly on the role of individuals in constructing their lives and careers. This is 

also in line with a recent shift in organisational research to investigate subjective 

career outcomes, which allows the exploration of a protean approach to careers 

and focuses on the fundamental role of individuals in changing and adapting 

their careers in accordance with the demands of the working environment 

(Higgins et al., 2008). By gaining a better understanding of the different facets of 

the term career, this section of the literature review aims to place this research 

within a broader theoretical context. 

Due to many changes to their working life, employees face many challenges as 

well as opportunities related to their careers (Amundson, 2005). Greater 

competition and pressure for productivity, organisational change, and in 

particular less defined and predictable career pathways, mean that employees 

have to self-manage their careers. Meanwhile, significant demographic shifts, 

increased use of part-time and temporary staff and changes to traditional 

structures of organisations, allow employees to be more flexible and to feel less 

bound to one organisation or employer (Sullivan and Baruch, 2009). However, 

all of the above changes influence how individuals deal with their careers 

(Sullivan and Baruch, 2009). To achieve successful careers, individuals are 

encouraged to self-motivate, and take responsibility for their own career 

development processes (Amundson, 2005), rather than rely on organisational 

career management practices (Sullivan and Baruch, 2009). Employees are also 

encouraged to judge their aspirations for career growth against attitudes towards 

their employing organisation (Weng and McElroy, 2012). This increased need 

for self-reliance, and taking responsibility for the self-management of careers is 

reflected in the current shift towards ‘do-it-yourself’ career management. 
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Individuals are encouraged to behave as free agents, develop and market their 

skills, focus on employability rather than job security, and decide what skills will 

help them to direct and develop their own careers. Thus, individual 

competencies, resilience, and adaptability have become more important than 

organisational commitment (Sullivan and Baruch, 2009); however, this brings 

about a decrease in job security through the blurring of organisational, industry 

and occupational boundaries (Sullivan and Baruch, 2009). To secure 

employment and distinguish themselves from other career-hungry candidates, 

individuals may choose to obtain a university degree in the chosen field. This 

research intends to show how this significant choice in a person’s life may help 

to understand the ‘whys’ and ‘hows’ of career choices of graduates and their 

career commitment intentions. However, what was once considered to be a 

competitive advantage in the job market, is now a requirement. Having a degree 

does not necessarily guarantee job security, but it does suggest an element of 

career dedication and commitment. Therefore, “what needs to be created as 

secure is the individual, and the individual’s knowledge and skill currency, not 

the job” (Patton and McMahon, 2006: 6). This view of career development as 

multi-directional and multi-levelled does not lend itself to consider careers as 

simple and straightforward undertakings (Patton and McMahon, 2006). Instead, 

it suggests that individuals have to take charge of their careers, and have a high 

level of self-belief that their educational and career choices will lead them to 

desired career outcomes.  

 
2.1.1 Definitions of Careers 

There appears to be no agreement on the universal definition of career, which 

prevents us from having a common understanding on this subject and signifies 
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that the existing career definitions are not uniform (Patton and McMahon, 2006; 

Greenhaus et al., 2008). Therefore the aim of this section is to review the existing 

definitions of career, and how their content has changed over time, in order to 

inform this research further.  

It is not only the academic community that grapples with the subject of career. In 

order to examine how individuals portray and interpret careers, Inkson (2004) 

conceptualised the notion of career using nine metaphors. Providing metaphors 

of complex concepts, such as that of a career, allows for the better expression of 

deeper constructs in people’s thinking. The nine metaphors of careers are “career 

as inheritance, cycle, action, fit, journey, roles, relationships, resource, and story” 

(Inkson, 2007: 267). Although some people may explain their career using only 

one metaphor, Inkson (2004; 2007) emphasises that individuals’ careers involve 

elements of all nine dimensions. The career as inheritance will be explained in 

more detail in the next section, as this metaphor has been chosen as one of the 

three key overarching concepts of this research, drawing on the notion that 

careers are inherited from a family into which we were born.  

In the late 20th century, career was understood as a vocation (Blau, 1985; Carson 

and Bedeian, 1994), drawing on the notion that careers were synonymous with 

professionalism – as a form of identification with and involvement in one’s 

profession (Hall, 1976). Traditionally, career was defined as an individual’s 

relationship with the employing organisation in the form of a linear career 

(Sullivan and Baruch, 2009). Therefore, having a career was reflected in a series 

of jobs that individuals had during their lifetime (Greenhaus, 1987). Resembling 

individuals’ relationship with an employing organisation, these linear careers 

were taking place within the context of stable organisational structures (Super, 
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1957; Sullivan and Baruch, 2009), and individuals’ aims were to progress up the 

career ladder within one organisation, mainly to obtain greater extrinsic rewards 

(Rosenbaum, 1979). Although recently there has been a shift away from 

traditional, linear careers characterised also by the length of service in one 

organisation, this is not to say that this career pattern is no longer favoured by 

some employees, but that it continues to be practised in some organisations, 

industries and countries (McDonald et al., 2005; Ballout, 2009; Sullivan and 

Baruch, 2009).  

To incorporate and reflect on the significance of the themes of work and time, 

career has also been defined as “the evolving sequence of a person’s work 

experience over time” (Arthur et al., 1989: 8). In their view, career reflects the 

relationship between people (employees) and providers of work 

(organisations/institutions), and reflects changes in these relationships over time. 

Therefore career, as the binding point in the relationship between work and time, 

is part of everyone’s life, as all those who work have a career (Arthur et al., 

1989: 9). Super (1976) includes pre and post vocational activities in his 

definition of career, including individual and collective life roles. He defines 

career as “the sequence of major positions occupied by a person throughout his 

preoccupational, occupational and postoccupational life; includes work related 

roles such as those of student, employee, and pensioner, together with 

complementary vocational, familial and civil roles.” (Super, 1976: 20) – thus 

having a career that extends beyond a period of occupational life, and includes 

all other positions before and after that period. 

More recent definitions of career shift the emphasis from career as an activity or 

a role, and define it as a path concerned with making direct decisions about one’s 
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working life (Ladkin, 2002), reflected in a series of career moves (Inkson, 2004). 

Career is also perceived as an outcome of structural opportunities, such as the 

size of the industry, organisational structure, and knowledge specificity. 

However, career is strongly dependent on human ability and ambition; these 

characteristics become the determinants of how people make career choices 

within the structural opportunities (Ladkin, 2002; Weber and Ladkin, 2008). 

Thus a career facilitates an individual’s ability and ambition to make choices 

within those structural opportunities, making him/her the driving force behind 

their careers (Weber and Ladkin, 2008). 

Meyer et al. (1993: 540) define the term career as “a planned pattern of work 

from entry into work force to retirement or as involvement in a particular job, 

organisation, occupation, or profession.” This definition indicates that careers are 

planned and span across one’s whole life. However, this perception rejects the 

role of unexpected events or chance factors as contributing to career choices. 

Reflecting the shift towards multidirectional career paths, Baruch and Rosenstein 

(1992: 450) define career as “a process of development of the employee along a 

path of experience and jobs in one or more organizations”.  

On the other hand, Richardson (1993) offers criticism related to defining careers, 

and suggests that career is a limited and an irrelevant concept. Instead, the focus 

should be on how people shape their own meaning of work in their lives. She 

defines work as a human activity that is initiated “for individual success and 

satisfaction, to express achievement and strivings, to earn a living…to further 

ambitions and self-assertions…and to link individuals to a larger social good” 

(Richardson, 1993: 428). In this way, social activity or voluntary work can be 

included as career-related activities, echoing the definition by Arthur et al. 
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(1989). After all, a career is “an everyday term which people use to construct 

their daily lives” (Collin, 1998: 413). Following on from that, Collin and Watts 

(1996) urge researchers to focus on the career as a subjective construct created 

by an individual, rather than considering it as fully objective and uniform. Only 

by conceptualising career as subjective is it possible to gain insight into its 

multidimensional quality, away from a positivist approach, as well as its 

understanding of an individual and the environment as independent variables 

(Collin, 1998).  

Viewing career as developed by an individual on the basis of perceptions and 

attitudes towards that career, is also favoured by Patton and McMahon (2006). 

Career is defined as “the pattern of influences that coexist in an individual’s life 

over time” (Patton and McMahon, 1999: 170). Furthermore, career, considered 

as a collection of “an individual’s work-related and other relevant experiences – 

inside and outside of organisations –”, forms a unique pattern over the 

individual’s life span (Sullivan and Baruch, 2009: 1543). This definition 

recognises physical movements, career interpretations of the individual, career 

alternatives and outcomes, and emphasises that careers can happen irrespective 

of the employing organisation. Therefore, a career is influenced by many 

contextual factors, such as national culture, the economy, the political 

environment, as well as by personal relationships with others (Sullivan and 

Baruch, 2009). This indicates that careers do not occur in a vacuum.  

There are also deeper meanings of careers. Career is not only associated with 

providing income or employment security, but provides an individual with 

occupational meaning, as well as career identity and continuity (Aryee et al., 

1994; Cherian and Jacob, 2013). As explained by Khapova and Arthur (2011: 5) 
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each career is exceptional and different, as well as real in that it evolves through 

a “thorough distinctive combination of circumstances”.   

As discussed above, the vast number of career definitions relate to different 

interpretations of the meaning of career. The existing definitions indicate a lack 

of agreement on a single, universal definition, which points towards the 

multidimensionality of the concept of career, and its subjective nature. 

The discussed definitions also seek to reflect the changing attitudes and 

perceptions of the concept of career and its development over the last 50 years. 

For the purposes of this research, career is understood as a subjective, dynamic 

and developmental process, person specific, that is spread over one’s lifetime and 

marked by constant flexibility and adaptability. Therefore, through a 

constructivist lens, career is perceived as a subjective construct experienced 

differently by individuals, who realise that career success emerges out of their 

own efforts and capabilities (Patton and McMahon, 2006; Gebbels and 

Pantelidis, 2014). Therefore the term career goes beyond work roles and 

encompasses aspects of life holistically (Gebbels and Pantelidis, 2014).  

 

2.1.2 Career Theories  

As previously acknowledged, this research attempts to provide new insights into 

career development theories, by showing the multifaceted and experiential nature 

of making career choices. 

The following section reviews the existing and established career theories. In 

particular, the discussion focuses on career development, which has not only 

received much attention in career theory, but is relevant to the management of 

organisations and individuals (Hall, 2002; Weber and Ladkin, 2008).  
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The concept of career development was first proposed by Ginzberg et al. (1951), 

who identified occupational choice as a developmental process spread over a 

period of time. Initially, the theory assumed that this process was finalised in 

early adulthood. It was later changed to recognise occupational choice as a 

lifelong process of decision-making (Ginzberg, 1972; 1984), which incorporates 

work and life-roles. This ended the assumptions that career development finishes 

after a specific period of time. Thus during one’s life, there are psychological, 

sociological, educational, physical, economic and chance factors, which shape 

the career of an individual (Sears, 1982). 

The ongoing relationship between career and life, and their coexistence, is 

portrayed in the career development definition of Wolfe and Kolb (1980), which 

is the chosen definition of career development for this research. Career 

development incorporates one’s whole life and its different contexts, not just 

occupation. Factors such as environmental pressures and constraints, 

relationships and responsibilities to significant others also have to be included 

and understood as part of one’s career development. Therefore both the self and 

circumstances evolve, change and develop in shared interaction (Wolfe and 

Kolbe, 1980: 1-2). 

The origins and characteristics of traditional developmental career theories are 

identified by Sullivan et al. (1998). Industrial sociologists, such as Miller and 

Form (1951) propose that factors related to social class, for example parents’ 

occupation, determine occupational attainment (Sullivan et al., 1998). Their work 

adjustment linear model presents five periods in one’s life: preparatory, initial, 

trial, stable, and retirement; it also outlines the process of adapting to one’s 

working culture, and indicates important decision points alongside one’s career 
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path. The second career theory discussed by Sullivan et al. (1998) is the life-span 

approach by Super (1957), which recognises the choice of an occupation as a 

lengthy process that maximises self-expression. The first stage – exploration – is 

a period of self-examination, such as going to school and learning about potential 

career options. The second stage – establishment – is a period of finding 

employment. Maintenance – the third stage – involves remaining in a chosen 

position and self-development. The last stage – the disengagement – marks the 

end of one’s career and begins a retirement period (Super, 1957; Sullivan, 1999). 

These linear career approaches suggest that people move through their careers 

chronologically and recycle through stages when major career experiences occur 

(Super, 1957). Also, during the process of career decision-making, individuals 

make choices that are relevant to them at particular times in their lives. This 

linear approach also suggests that “making vocational choices is not a one off, 

rational decision making event, but that for many there is a more intuitive, 

developing awareness of self and the world of work” (Shottin, 2010: 59). This 

view suggests that careers cannot be fully planned, as seems to be proposed in 

linear career approaches, as the development of one’s career and oneself happens 

simultaneously.  

Driver (1982) is one of the first scholars to differentiate, in his career theory, the 

traditional linear career paths from the non-traditional career paths of transitory 

and spiral (Sullivan et al., 1998). The transitory element involves lateral 

movements between jobs without any focus on enhancing a career. On the other 

hand, the spiral career path is characterised by establishing a career in a given 

field for a specific time, and moving to another field. This action suggests self-

development as the primary motivator. Further investigations determined that 
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individuals do not tend to follow linear career paths (Sullivan et al., 1998), but 

instead adopt protean careers, characterised by flexibility and adaptability, which 

focus on personal self-development rather than commitment to a certain job 

(Goulet and Singh, 2002). 

Patton and McMahon (2006), having concluded that there is no agreement on 

categorising career theories, offer a different classification approach to that of 

Sullivan et al. (1998). They suggest four main theoretical routes, i.e. theories of 

content, process, content and process, and wider explanations, as well as adding 

the fifth route of constructivist approaches. By outlining different career theories, 

Patton and McMahon (2006) aimed to provide a rationale for the development of 

a systems theory framework (STF) for career development, which is an 

overarching framework for depicting career development as a dynamic process 

positioned in the fifth route (Patton and McMahon, 1999).  

 

Theories of Content 

Theories of content indicate and focus on influences intrinsic to the individual’s 

career development, such as interests and values, or on those that emanate from 

one’s environment (Patton and McMahon, 2006). Examples include trait and 

factor theory by Parsons (1909), which states that people perform best in 

occupations that match their abilities, and career results from one’s self-

knowledge and knowledge of the working environment; Holland’s (1959; 1973; 

1992) typological theory illustrates a person-environment perceptive, which 

indicates that people look for environments that will allow them to exercise their 

skills and abilities. This has led to the development of the R.I.A.S.E.C. 

(Realistic, Investigative, Artistic, Social, Enterprising, Conventional) personality 
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typology, as well as McCrae and John’s (1992) five-factor theory, also known as 

the Big Five, which includes five personality traits: Extraversion, Agreeableness, 

Conscientiousness, Neuroticism, and Openness to Experience. 

 

Theories of Process 

Theories of process focus on accounts of change and interaction over time, as 

well as the decision-making processes of individuals (Patton and McMahon, 

2006). Examples include Ginzberg et al.’s (1951) developmental theory, which 

claims that a career choice is a long process from childhood to early adulthood, 

categorised into fantasy, tentative and realistic stages; Super’s (1980) life-span 

(the process of career development) and life-space (different social positions and 

roles) approach; Gottfredson’s (1981; 2002) theory of circumscription, 

compromise and self-creation which is discussed in the following chapter; and 

the individualistic approach of Miller-Tiedeman and Tiedeman (1990) as well as 

Miller-Tiedeman (1999), which states that “events are experienced by the 

individual who in turn derives meaning from them” (Patton and McMahon, 

2006: 66). Significant for this research is the assumption that the language one 

uses shows the process of advancing in a career, and acts as a mirror of the self 

(Miller-Tiedeman and Tiedeman, 1990). Furthermore, two perspectives have 

been identified – personal reality and common reality – as ways in which 

individuals describe their careers (Miller-Tiedeman and Tiedeman, 1990). 

Briefly, common reality refers to what others expect a person to do, whilst 

personal reality refers to having an understanding that one’s life choices result 

from inner knowledge. Individuals should be encouraged to develop their 
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personal reality as a way of achieving empowerment and a level of control of 

major life choices.  

 

Theories of Content and Process 

Patton and McMahon (2006) also distinguish between theories, which focus on 

both the content and process of career development, and these include those 

based on social learning theory, for example Mitchell and Krumboltz’s (1990; 

1996) social learning theory of career decision-making, which explains how 

people become employed in a variety of occupations by acknowledging four 

categories of factor influencing the career decision-making process – genetic 

endowment and special abilities, environmental conditions and events, learning 

experiences and task approach skills, and the social cognitive career theory 

(SCCT) (Lent et al., 1996a; 2002a; Lent, 2005), which is discussed in more detail 

in the following section. They explain this recent shift by claiming that theorists 

have recognised a need for considering both content (characteristics of the 

individual and the context) and process (their development and the interaction 

between them) theories within career development.  

 

Wider Explanation Theories  

The fourth theoretical route of career theories, called wider explanations, comes 

as an answer to criticism that career theories lack focus on the career 

development of women and racial and ethnic groups, and other minority groups 

such as lesbians and gay men (Patton and McMahon, 2006). For example, 

theories explaining women’s career development by Hackett and Betz (1981), or 
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Betz (2005), and Ragins’ (2004) identity-based theory of lesbian, gay and 

bisexual careers are included in this categorisation. 

 

Constructivist Routes: Their Relevance to Career Research  

The final route emerged as a result of the influence of the constructivist 

worldview, which positions individuals as central to and fundamental in 

constructing their lives and careers (Patton and McMahon, 2006). These theories 

include the STF (McMahon and Patton, 1995; Patton and McMahon, 1999) and 

chaos theory, which state that lack of order, or a non-linear change can positively 

contribute to new career patterns (Pryor and Bright, 2003). 

The STF of career development has become a popular tool in understanding 

career development in recent years. Developed in the field of career counselling, 

this overarching framework emphasises that individual and contextual variables 

have to be connected in light of many complex and interconnected systems 

within and between the career development processes (McMahon, 2005; Patton 

and McMahon, 2006). Gender, interests, age, abilities, personality and sexual 

orientation are considered significant influences at the individual level within 

this framework. At the broader contextual level there are social and 

environmental influences such as family, community groups, employment 

market trends, the media, or geographical location (McMahon, 2005). This 

theoretical route is an integrative model, which uniquely contributes to 

vocational theory (Song and Chon, 2012), and focuses solely on the development 

of the individual within the context of career (Lent et al., 2002a). 

Three processes define the dynamic interaction between the various systems: 

recursiveness, meaning the recurring interaction between systems, and the 
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openness of systems to external influences; change over time, which 

demonstrates that change to one part of the system impacts on the whole system; 

and chance, or influences such as accidents or illness, which cannot be fully 

planned or predicted, but which impact on the career development of an 

individual (McMahon, 2005). Thus the development of one’s career is not a 

linear process, but rather is circular and influenced by the concept of time. The 

past, present and future all play an integral role in this framework (McMahon, 

2005). 

This research study anticipates a contribution to the constructivist route of career 

theories by examining and making sense of the interaction between self-efficacy, 

career inheritance, and career commitment. These three constructs form a 

conceptual framework, which will help to gain insight into why some hospitality 

management graduates leave the hospitality industry. Understanding career from 

a constructivist perspective signifies considering it as a subjective experience, 

and therefore the power of personal agency is emphasised (Peavy, 1992; 2004). 

Moreover, in this research the knowledge of the world is considered as being 

socially constructed. Therefore constructionism, although distinct in its focus, is 

linked to constructivism, whereby the latter is concerned with cognitive 

processes and how individuals perceive and engage with the world around them 

(Young and Collin, 2004). It is the individuals who actively construct knowledge 

through interactions with each other, and through their own thinking and 

processing of information (Savickas, 2000; Patton and McMahon, 2006). 

Likewise, the constructivist perspective is employed in the life history 

methodology. 
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Due to changes related to economic instability, traditional career planning is no 

longer at the forefront. Individuals have to become proactive in developing 

strategies that will help to progress their careers, and be clear about what career 

success means to them. This form of self-empowerment enables them to manage 

their careers and career related activities, as well as construct a meaningful 

position within the work context (Amundson, 2005). “Constructivism therefore 

views the person as an open system, constantly interacting with the environment, 

seeking stability through ongoing change” (Patton and McMahon, 2006: 15). On 

the other hand, positivism assumes that behaviour is observable, measurable and 

linear, and that individuals can be studied separately from their environments 

(Brown, 2002). In this case, the emphasis is placed on objectivity over 

subjectivity, and facts over feelings (Patton and McMahon, 2006). Although it is 

necessary to acknowledge the opposite approach to constructivism, positivism 

does not bear any reflection on how this research perceives the phenomenon of 

career. The constructivist worldview can be further examined by exploring its 

five basic assumptions: active agency, order, self, social-symbolic relatedness, 

and lifespan development (Mahoney, 2003). Active agency focuses on 

individuals as actively engaging in constructing their lives. Order focuses on 

ordering processes, and creating order of experiences to create meaning. The self 

illustrates personal identity by being self-referent. The development of the self is 

embedded in the social and symbolic systems or contexts within which 

individuals live (Mahoney, 2003). The core premise of constructivism is that the 

past assumptions are embedded in the developmental process of the self, which 

works towards a homeostasis. Thus the change and stability notion are part of the 

self, “embedded with self-change is self-stability – we are all changing all the 
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time and simultaneously remaining the same” (Mahoney and Lyddon, 1988: 

209).  

The changes in theoretical developments and recent advancements in systems 

theory, action theory and paradoxical thinking indicate how the career theory has 

been currently developing within the constructivist route (Amundson, 2005). The 

action theory explains the concept of career as relational and “constructed 

through the intentional goal-directed actions of persons and that counselling is a 

process that involves both action and career” (Valach and Young, 2004). 

Following on from that, career identity, values, interests and behaviours are not 

shaped from outside in, but are constructed through language in conversations 

with others, through socially rather than individually constructed forms of action 

(Valach and Young, 2004). This framework is very closely related to the 

epistemological position of the researcher, who believes knowledge to be 

constructed in interactions with participants during an interview, and can be 

known to those outside the interview process through utilising the life history 

methodology.  

The recent advancements in paradoxical theory have also had an influence on 

career development processes. Within this theory positive uncertainty plays a 

significant role as it focuses on a “balanced, versatile, whole-brain decision 

strategy featuring the creative tools of flexibility, optimism, and imagination.” 

(Gelatt, 1991: i). Individuals, in their decision-making, should be confident and 

optimistic, yet realistic and aware of uncertainty. The conceptual framework of 

the theory of planned happenstance helps to incorporate chance into career 

development, and shifts unplanned events into opportunities for learning 

(Mitchell et al., 1999). This theory, which is popular in career counselling, states 
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that young people should place more focus on achieving the next step, rather 

than where it may lead (Shottin, 2010). However, not every young person is able 

to cope with this attitude, especially that factors such as personality, gender, age, 

social support, self-efficacy and parent’s education make an impact (Blenkinsop 

et al., 2005; Rogers et al., 2008; Hirschi, 2009). Shottin (2010) emphasises that it 

is due to external pressures that people become committed.  

Likewise, the chaos theory of careers emphasises complexity, order, randomness 

and sensitivity as part of the non-linear change, and suggests that the existence of 

chaos enables the emergence of pattern and new forms (Pryor and Bright, 2003; 

2004). Particularly significant to this research is that the discussed theories 

emphasise the significant role of an individual in career decision-making, whilst 

highlighting that some decisions and choices cannot be fully controlled.  

 

Protean and Boundaryless Types of Career 

Traditionally, careers were characterised by a linear advancement, often in one 

organisation, where organisational hierarchy signified a career ladder to climb up 

(Weber and Ladkin, 2008). Providing there was a stable organisational structure 

and a clear strategy of how best to achieve promotions, “career success was 

determined by an assessment of upward mobility, with salary and social status 

functioning as success indicators” (Weber and Ladkin, 2008: 450). However, 

these traditional careers are now being replaced by multidimensional career 

concepts, which allow individuals to develop their careers beyond a single 

organisation or an occupational setting (Collin and Young, 2000; Weber and 

Ladkin, 2008). In this new era, organisational commitment gives way to career 

commitment, as long-term, relational commitment is replaced by short-term, 
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transactional and financial exchanges between an individual and the employing 

organisation (Weber and Ladkin, 2008). Due to the multidimensionality of career 

paths, signified by following traditional or non-traditional career paths, 

individuals define success differently, be it as an inner satisfaction, autonomy 

and freedom, or work-life balance (Weber and Ladkin, 2008). To identify and 

reflect how careers are developing and changing in today’s complex work 

environment, the protean and boundaryless career concepts have become more 

prominent (Sullivan and Baruch, 2009).  

The protean career is “a career that is self-determined, driven by personal values 

rather than organisational rewards, and serving the whole person, family, and 

‘life purpose’” (Hall, 2004: 2). It also means taking responsibility for 

transforming a career path in line with personal aspirations, and being able to 

exercise autonomy, self-invention and self-direction (Grimland et al., 2011). It is 

characterised by a series of mini stages of ‘exploration-trial-mastery-exit’ across 

the entire working career (Hall and Mirvis, 1996), and is created by flexible 

career construction in relation to changing demands of work.  

Baruch (2004: 71) emphasises the role of individuals in taking responsibility for 

their career paths by defining the protean career as “a new form, in which the 

individual, rather than the organization, takes responsibility for transforming 

their career path (…) Moreover, the individual changes himself or herself 

according to need…The protean career is essentially a contract with oneself, 

rather than with the organization.” This becomes even more critical in today’s 

work environment, within which to be successful, individuals have to be “highly 

adaptable, and manage multiple identities” (Fugate et al., 2004: 15). 

Furthermore, Gubler et al. (2014) agree with Arnold and Cohen (2008) that the 
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protean career concept is a useful tool, which can be utilised to reveal some 

career-related phenomena. 

There are two dimensions of the protean career, based on internal values to guide 

and measure career success by defining career priorities and identity, and the 

ability to adapt to the demands of performance and learning demands of the 

career (Briscoe and Hall, 2006). Value-driven and self-directed dimensions of 

careers help to create four primary career categories. A person considered 

‘dependent’ is not able to manage a career independently, and is neither values 

driven nor self-directed. A person with high self-direction but not driven by 

values is considered ‘reactive’, as there is lack of perspective to guide a career 

adequately. A career orientation defined as ‘rigid’ is characterised by high values 

but low self-direction, which paints a picture of someone who is not able to fully 

adapt to the learning and performance of their career. Therefore, such a person 

cannot have the ability to shape his or her own career. Individuals who are both 

values driven and self-directing their careers are considered ‘protean’ or 

‘transformational’, as they are able to direct and lead themselves and others in 

career pursuits (Briscoe and Hall, 2006: 8). Hall (2004) further emphasises two 

‘metacompetencies’, meaning adaptability and identity (self-awareness), which 

help individuals become more protean, learn from experience and develop new 

competencies on their own. Individuals are no longer able to rely on 

organisations to assess people against fixed competencies, but derive such 

knowledge from within (Hall, 2004).  

This new perspective on the protean orientation contributes to a reconceptualised 

protean orientation (Briscoe and Hall, 2006). Testing the assumption that protean 

careerists will be less committed to their employing organisation, it was found 
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that self-directed career management and values driven attitudes have no 

significant relationship to affective, continuance, or normative commitment 

(Briscoe and Finkelstein, 2009). This corresponds to characteristics of the 

boundaryless career, as opposed to the traditional type, which implies that 

employees measure success according to how psychologically meaningful their 

work is, whilst aiming to achieve learning-related milestones (Sullivan, 1999). 

This could be linked to the amount of self-belief individuals have in order to 

fulfil their career choices. Therefore, based on protean careers, individuals 

should be encouraged to attain and develop personal skills and competencies 

such as continuous learning, acceptance of uncertainty, autonomy, self-

awareness and self-efficacy (Ballout, 2009).  

Due to the blurring and disappearance of single-employer boundaries “careers 

have become more open, more diverse, and less structured and controlled by 

employers.” (Weber and Ladkin, 2008: 451). DeFillippi and Arthur (1994) were 

the first academics to use and coin the term ‘boundaryless career’ (Weber and 

Ladkin, 2008); as Arthur and Rousseau (1996: 5) explain “boundaryless careers 

are the opposite of organizational careers – careers that unfold in a single 

employment setting”. Thus careers are no longer bound by and to an employing 

organisation, but are available entities in the social world. Six different meanings 

of the boundaryless career have been proposed (Table 1), with a unifying factor 

of independence from traditional organisational career arrangements (Arthur and 

Rousseau, 1996).  
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Table 1. Six Meanings of the Boundaryless Career 

 
 

Six Meanings 
of Career 

1. The stereotypical Silicon Valley career, which indicates 
movement across the boundaries of separate employers. 
2. Careers of academics, for example, who draw validation from 
outside of the employer. 
3. Careers of estate agents sustained by external networks or 
information. 
4. Breaking traditional organisational career boundaries. 
5. Rejecting existing career opportunities for personal or family 
reasons. 
6. Perceiving a boundaryless future regardless of structural 
constraints. 

Source: Arthur and Rousseau (1996: 6)  

 

Both, the protean and boundaryless careers are exercised in today’s working 

environment. Rather than focusing on job commitment, employees whose careers 

resemble protean careers are more interested and focused on self-managing their 

careers, and aim for higher employability and personal accomplishments 

(Ballout, 2009). Similar to the characteristics of the protean career, the 

boundaryless type of career emphasises employability, performance, flexibility, 

and the ability to manage one’s own career. Also, individuals who follow the 

boundaryless approach are likely to have transferable skills (Sullivan, 1999: 

458). Although the protean and the boundaryless career concepts overlap 

significantly, the former focuses primarily on individuals’ motives to follow a 

particular career path, whereas the latter is concerned with different forms of 

mobility (Gubler et al., 2014).  

The boundaryless career concept has been criticised by Inkson et al. (2012: 335), 

who state that studies which use it “have failed adequately to define the concept, 

have overestimated agency and underestimated institutional effects, have 

neglected and derided organisational careers, and have assumed the 
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predominance of a boundaryless career where the evidence says otherwise”. 

Instead, they propose a boundary-focused career scholarship based on a 

boundary theory, which considers boundaries as socially created, constraining, as 

well as enabling and punctuating careers. Therefore the focus on this new 

development is on boundaries themselves and their impact on careers. 

Sullivan and Baruch (2009: 1545-1548) offer a coherent summary of the major 

career concepts, models and measurements of the last 15 years building on 

protean and boundaryless careers and the new generation of career concepts (see 

Appendix 1, p. 326). To summarise, one of the common features of these career 

concepts is the emphasis placed on the proactive role of individuals in designing 

their careers. The career maker in the protean career concept by Hall (1996) is in 

control of career management and development with an end goal of achieving 

self-fulfilment. S/he also adapts the knowledge, skills and abilities to reflect the 

changes occurring in the workplace. The boundaryless career is concerned with 

career opportunities outside one, single employer (Arthur and Rousseau, 1996). 

To reflect one’s inability or unwillingness to continue a career in large 

corporations, the postcorporate career was conceived (Peiperl and Baruch, 1997). 

Individuals who follow this type of career are referred to as having permanent 

careers rather than jobs, and undertake a variety of alternative career options 

such as employment in a small company, ad hoc projects or self-employment. 

The kaleidoscope career model, also summarised in the aforementioned table, 

considers making career decisions by focusing on three career parameters 

(Mainiero and Sullivan, 2005). Authenticity, balance and challenge are 

concerned with remaining honest with oneself, balancing work and non-work 

demands, and doing stimulating work and growing in one’s career (Mainiero and 
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Sullivan, 2005). Similarly to the emergence of the reconceptualised protean 

career (Briscoe and Hall, 2006), Sullivan and Arthur (2006) offer a 

reconceptualised boundaryless career, which can be measured by the degree of 

boundarylessness displayed by the career actor, expressed in differing levels of 

physical and psychological career mobility between consecutive employment 

positions. These new perspectives contribute to 16 career profiles, which 

combine the psychological and physical dimensions and the value-driven and 

self-directed career management attitudes (Briscoe and Hall, 2006). The 

boundaryless perspective on careers by Greenhaus et al. (2008) consists of three 

components: multidirectional mobility patterns, career competencies, and protean 

orientation. The antecedents of this perspective include economic factors, 

organisational conditions and family characteristics (Greenhaus et al., 2008). 

Sullivan and Baruch (2009) conclude their overview of career concepts with the 

emergent concept of a hybrid career, which they do not associate with any 

specific research. Characterised by having elements of the traditional and protean 

or boundaryless career concepts, this perspective captures the need of career 

theories to adapt to and subsequently demonstrate the non-traditional yet flexible 

and responsive nature of the current shape of career. All of the discussed career 

concepts can be measured using either a Likert scale or a different assessment 

measurement tool. The use of only quantitative approaches to assess the above 

career concepts lends itself to applying qualitative and in-depth methods in this 

research in order to gain insight into hospitality management graduates’ decision 

to leave the hospitality industry.   

In order to understand how individuals make their career decisions in the fast-

changing work environment, emphasis needs to be placed on regarding 
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individuals as having “substantial power, or agency to determine their own 

future” (Shottin, 2010: 60). However, another view suggests that career is hardly 

ever determined by individuals. According to a longitudinal study by Hodkinson 

(2008), career growth and development is often non-linear, and is influenced by 

external factors such as actions, events and circumstances, which are beyond 

one’s control. This perspective resembles, to a certain degree, the main principle 

of the concept of career inheritance, which is discussed in the following section 

of this chapter. The individual is able to influence his or her career, but its 

strength will depend on his or her position in the field, and available resources 

(Hodkinson, 2008). Assuming that a large proportion of people begin their higher 

education during their early or mid 20s, their lack of commitment to the chosen 

career after finishing a degree might be linked to a change in their self-concept, 

which is developmental. This is where self-efficacy plays an important role, as a 

leading motivator to purse career goals (Hodkinson, 2008). 

Shottin (2010) proposes a link between occupational decisions and career 

satisfaction made at a young age. Making a permanent commitment to career 

goals without sufficient knowledge and experience “is something akin to 

committing to an arranged marriage” (Shottin, 2010: 61). Having surveyed 

numerous populations, the percentage of people continuing to work in an 

occupation they planned at the age of 8 was only 2% (Krumboltz and Levin, 

2007). Shottin (2010) further explains that this can be caused either by external 

factors, which stop people from achieving their plans, similar to the findings of 

Hodkinson (2008), or because over time people alter their careers to match their 

evolving self-concept, which is proposed in developmental theories such as those 

of Super (1957) and Gottfredson (2002). 
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To uncover the patterns and processes of individuals’ careers and to obtain 

information about their working lives, Ladkin (2002) proposes career analysis, 

which she also refers to as a research method. Career analysis allows us to 

understand the structures and motivations of a particular career by learning about 

those who engage in it (Ladkin, 2002). Each career analysis needs to focus on 

four important components: career length – the significance of time and age as 

measures of career progression; career mobility – self-directed movements across 

jobs; career ambition – driving force behind personal choice and career paths; 

and educational attainment – starting point for career analysis (Ladkin, 2002). 

Ladkin (2002) further proposes that any research, which investigates career paths 

needs to consider educational qualifications as a starting point for career 

development, which is a method employed in this research study. It is believed 

that the higher the level of a person’s education, the further s/he will progress 

within an organisational (Ladkin, 2002).  

 

Summary 

The above section on understanding careers, and various career theories and 

approaches, begins by reviewing and discussing a number of career definitions. 

These range from definitions reflecting the relationship of the employee to the 

employing organisation, taking into consideration changing career patterns, and 

including activities pre- and post- work experience, whether paid or unpaid.  

Due to the changing nature of careers, this research employs an individualist 

understanding of careers, by including all aspects of individuals’ lives. Following 

this approach, career is understood to be a very subjective and person-specific 

concept. 
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Having reviewed the literature on career theories, it can be concluded that the 

development of career theories is parallel to major shifts in theoretical and 

philosophical thinking. Furthermore, the reviewed theories reflect the changing 

needs of individuals and their work environment. In response to a considerable 

number of different categorisations of career theories, Patton and McMahon’s 

(2006) categorisation is chosen, which divides career theories based on their 

prime focus. Therefore theories of content focus on influences intrinsic to 

individuals, theories of process emphasise the developmental nature of careers, 

whereas theories of content and process merge those two elements. They 

recognise the importance of both the internal and external influences guiding 

career development. The wider explanation theories seek an understanding of the 

career development of ethnic and minority groups. The final approach 

emphasises the fundamental role individuals play in self-constructing their 

careers. The influence of the constructivist worldview is introduced here, as it 

aligns with the researcher’s epistemology, which considers knowledge to be 

constructed in a social context. Moreover, it acknowledges career as a subjective 

experience, and places the choice-making power in the hands of the individuals. 

Branching out of the constructivist route are the protean and boundaryless types 

of career, characterised by changeability and adaptability, which are discussed as 

the more prevalent career approaches in the 21st century, in comparison to the 

traditional, linear career approaches. 
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2.1.3 Career Commitment: Three-Component Model of Commitment 

The previous section has focused on exploring and reviewing different 

definitions of the concept of career, and discussing career development theories. 

The recent shift away from traditional, linear careers towards protean and 

boundaryless careers suggests that the constant need for flexibility and 

adaptability may not only leave employees struggling to commit, but shift the 

focus of commitment from organisations to careers.  

The aim of this section of the literature review is to examine the concept of 

career commitment, in order to understand why and how people come to make 

this connection with their chosen careers.  

 

Understanding Career Commitment 

The psychology of commitment defines commitment as a willingness to persist 

and a reluctance to change (Vance, 2006). Individuals can be committed to 

economic, educational, familial, political and vocational factors at the same or 

different times. Commitment can be manifested in distinct behaviours. It has an 

emotional component, as people experience positive feelings towards those to 

whom they are committed. There is also a rational element to it, as people first 

make a conscious decision to commit, and then plan its fulfilment (Vance, 2006). 

The level of commitment also influences an individual’s interpretation of what 

happens, for example people who demonstrate high commitment may be given 

the most favourable work assignments (Arnold, 1990). 

Arnold (1990) further identifies three theoretical approaches to commitment. The 

behavioural approach, which originated from the work of Becker (1960) and 

Kiesler (1971), explains commitment as a pledging or binding of an individual to 
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behavioural acts. Individuals who, of their own free will, carry out important, 

definitive and clear tasks should experience high commitment. The unmet 

expectations approach distinguishes between expectations which create reasons 

for a particular behaviour, and expectations which do not. This approach enables 

individuals to focus on the reasons for behaviour, as it is often difficult to know 

what to expect from choices or decisions made. Arnold (1990) indicates that the 

former might have a more negative impact on career commitment, as in certain 

circumstances individuals may not be able to exercise full control. The third 

approach – Social Exchange Theory (SET) – delineates that individuals often 

feel bound to an entity that they associate with positive experiences (Emerson, 

1976; Arnold, 1990).  

Any form of commitment requires an investment of time, and mental and 

emotional energy. Therefore most people commit expecting some form of 

reciprocation (Vance, 2006). To further explain that, SET can be used, as it is 

also considered to be one of the most influential and conceptual paradigms in 

organisational behaviour (Cropanzano and Mitchell, 2005). This theory states 

that relationships evolve over time into trusting, loyal and mutual commitments, 

as long as both parties accept the rules of exchange (Emerson, 1976; Cropanzano 

and Mitchell, 2005). The rules of exchange involve reciprocity or repayment 

rules; for example if an individual receives economic resources from a company, 

s/he feels compelled to repay the organisation, which can be manifested through 

different levels of engagement (Cropanzano and Mitchell, 2005). This theory 

clearly states that commitment will only take place if there are benefits for those 

involved. Archer (2000) emphasises that commitment includes an affective 

component and indicates caring for something or someone. Therefore “what we 
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are committed to thus shapes our lives and determines our pay-offs” (Archer, 

2000: 83). Furthermore, in the context of living in society, what one chooses to 

commit to is crucial to one’s social identity (Archer, 2000).  

Even though commitment has been conceptualised as either unidimensional or 

multidimensional, the lack of agreement on the definition of commitment has 

contributed to its being perceived as a complex and multifaceted construct, and 

the antecedents, correlates and consequences of commitment vary across 

dimensions (Meyer et al., 1993; 2002). Although there has been more focus 

placed on the subject of commitment (Meyer et al., 1993), the work on career 

commitment has received the least attention (Aryee and Tan, 1992; Goulet and 

Singh, 2002). Therefore, career commitment is employed within the conceptual 

framework of this research study, which will enable the author to gain a more in-

depth picture of its significance to careers in the hospitality industry. 

Blau (1985; 1988) was one of the first academics to conceptualise, operationalise 

and measure career commitment. To do so, he used typologies of individuals and 

their roles within the society and organisations as defined by Gouldner (1958). 

‘Locals’ are individuals who are highly loyal to the employing organisation, 

more likely to remain committed to the organisation and a job, and less likely to 

consider leaving. ‘Cosmopolitans’, on the other hand, are less loyal to the 

employing organisation, and are more likely to be committed to their profession, 

and consequently less likely to leave that profession (Gouldner, 1958). Thus, 

individuals with high career commitment are more likely to leave their jobs if it 

might enhance their careers, and are less likely to have career withdrawal 

cognitions (Blau, 1985). Blau (1989) further develops these typologies into ‘job 

leavers’ who leave the employing organisation for better promotional 
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opportunities somewhere else but in the same industry, and ‘career leavers’, who 

leave their careers for less stressful, better paid jobs in a different sector. In this 

research, the emphasis is placed on ‘cosmopolitans’ who, having left the 

hospitality industry, search for better employment opportunities in non-

hospitality sectors, and can be characterised as ‘career leavers’.  

Over the years, workplace commitment has taken many forms, such as 

commitment to occupations and professions, e.g. Blau (1985), and personal 

careers (Hall, 1996). Terminology, such as professional commitment, 

occupational commitment, career salience (the importance of work and career to 

one’s life), and career orientation (Blau, 1988: 285), has also been used to 

describe commitment to one’s work and profession. Therefore the term career 

commitment is often considered an umbrella term, which includes commitment 

to one’s career, one’s profession, and one’s occupation (Cooper-Hakim and 

Viswesvaran, 2005). Although, these three forms of work-related commitment 

are often used synonymously (Meyer et al., 1993; Lee et al., 2000). Lee et al. 

(2000) clearly differentiate between them. Occupational commitment reflects the 

required specificity regarding one’s commitment to a line of work, emphasising 

lack of requirement for being in a profession (according to them professional 

commitment is too restrictive) to develop this sense of commitment. Meyer et al. 

(1993) add that due to an unclear meaning of the term career and career 

commitment, the word occupation is often chosen, as it allows the aligning of 

commitment to a particular line of work. Furthermore, both Lee et al. (2000) and 

Meyer et al. (1993) choose to avoid the term career commitment, explaining that 

as a representation of a series of occupations over the course of one’s working 

life, career commitment is considered as too general.  
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One of the many job seekers’ guides available online offers a clear and concise 

explanation of the difference between the meaning of occupation and career. An 

occupation includes jobs with the same job duties, and requires people to receive 

the same training and do similar tasks, for example teachers or nurses. A career, 

on the other hand, lasts an entire life and includes education, work experience 

and community involvement, as well as hobbies and any unpaid work (JVS 

Chicago, 2014). Therefore, overall career is an overarching term; training to be a 

teacher may well be a stepping-stone in one’s career.  

To capture the emotional and psychological dimensions of one’s personal 

commitment to a chosen career, which encompasses elements of both work and 

other elements of life, the term career commitment is chosen for this research. As 

employees are becoming less able to rely on organisations to provide secure jobs, 

career commitment can be seen as a source of occupational meaning and 

continuity (Colarelli and Bishop, 1990; Aryee et al., 1994). The term career 

allows focusing on the chosen career field without the need to consider in detail 

the employing organisations. Furthermore, having a career is a significant part of 

many people’s lives, especially that as educational requirements increase, 

ensuring individuals are committed to their careers is key. Also due to the 

growing organisational change, employees may feel more focused on committing 

to their careers as they have more (actual or perceived) control over this part of 

their working life (Lee et al., 2000). Furthermore, there is a link between career 

commitment and employee retention, therefore having a more in-depth 

understanding of this construct, should make it easier to understand how people 

develop, make sense of and accomplish their ability to commit (Lee et al., 2000). 
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The term career commitment can be contextualised as the degree with which an 

individual “identifies with and values his or her profession or vocation” (Blau, 

1985: 278), and the amount of time and effort spent acquiring relevant 

knowledge. Identification with that role becomes an individual’s determinant of 

career commitment (Blau, 1985); although directly related to the personality of 

an individual, it is not necessarily influenced by an organisation. It is, however, 

related to the employee’s perception of his or her job (Blau, 1985). Nevertheless, 

due to the subjective nature of the career definition chosen in this research, 

career commitment can be understood as “an affective concept which represents 

identification with a series of related jobs in a specific field of work and is 

behaviourally expressed in an ability to cope with disappointments in the pursuit 

of career goals” (Aryee and Tan, 1992: 289). The ability to cope with 

disappointments whilst pursuing career goals plays a significant role in this 

research, and it allows the linking of career commitment with self-efficacy 

beliefs, which will be explained in more detail in the next section. Career 

commitment is therefore a form of attachment to a career (Goulet and Singh, 

2002), and “one’s motivation to work in a chosen vocation” (Carson and 

Bedeian, 1994: 240). It is also a critical factor, which enables employees to 

persevere at work until specialised skills are developed (Niu, 2010), and suggests 

that employees are interested in the long term career promotion, rather than being 

loyal to an employing organisation or job (Blau, 1985). As Ballout (2009) 

observes, career commitment as a reflection of work commitment, can be related 

to desired career outcomes.  
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Three Forms of Commitment  

Originally, commitment was conceptualised in relation to organisations, and 

three different forms of organisational commitment emerged, known as the three-

component model of commitment (Meyer and Allen, 1984; Meyer et al., 1993). 

Affective commitment, the first component of this model, reflects an emotional 

attachment to, identification with, and involvement in the organisation; 

continuance commitment is the perceived cost linked with leaving the 

organisation; whereas the normative commitment, the last component added, 

denotes a perceived obligation to remain in the organisation (Meyer et al., 2002). 

Employees, who convey strong affective commitment to an organisation, do so 

because they want to, those with strong continuance commitment do so because 

they need to, and those with strong normative commitment do so because they 

feel they ought to (Meyer et al., 1993). When continuance commitment 

increases, affective and normative commitment decrease. Although these three 

forms of commitment reflect different attitudes to commitment, they are all of an 

affective nature (Meyer et al., 2002). According to Meyer and Herscovitch 

(2001) commitment is a mindset, and as such it can take three different forms 

depending on their relevance to a particular goal or action. Although the three-

component model of commitment illustrates and explains different types of 

organisational commitment, in this research, it is being used and applied to 

career commitment (Meyer et al., 1993; 2002).  

Because of the nature of commitment, it can influence behaviour even when 

there is a lack of “extrinsic motivation or positive attitudes” (Meyer and 

Herscovitch, 2001: 310). Therefore commitment is a psychological state with a 

two-fold nature. In relation to career commitment, it represents the employee’s 
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relationship to their career, as well as characterising their decision to continue or 

discontinue belonging to that career (Meyer et al., 1993). The mindset that 

accompanies each type of commitment reflects different components. Therefore 

affective, continuance, and normative types of commitment are used as labels to 

describe commitment accompanied by the mindsets of desire, perceived cost, and 

obligation, respectively (Meyer and Herscovitch, 2001).  

Each dimension of commitment develops in a different way. In relation to career 

commitment, the mindset of desire (affective commitment) is likely to develop 

when an individual, who follows a chosen course of action, becomes involved in, 

recognises the value and relevance of, and derives his or her identity from an 

association with a career (Meyer and Herscovitch, 2001). This takes place when 

an employee achieves a satisfying experience (Meyer et al., 1993). With regard 

to continuance commitment, the mindset of perceived cost arises on two 

occasions. It takes place either when one realises that the investment made, for 

example in the form of a university degree, is greater compared to the possibility 

of leaving that career, or when there are no other options available but to 

continue with a course of action relevant to a set target – in this case continuing 

in a chosen career. The mindset of obligation “develops as a result of the 

internalisation of norms through socialisation, the receipt of benefits that induces 

a need to reciprocate, and/or acceptance of the terms of a psychological 

contract.” (Meyer and Herscovitch, 2001: 317; cf. Meyer et al., 1993). Being a 

member of a family with a history of involvement in a particular career, or 

receiving financial support to pursue a career could contribute to the 

development of normative commitment, which is linked to career inheritance. 

Following on from that, career commitment is a psychological state of a 
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relationship between a person and his or her career, which is based on an 

affective relationship to that career. The emotional attachment to one’s career is 

very significant in helping to decide whether one wants to stay or leave a chosen 

career, reflected in the desire to stay, rather than a need or an obligation, and 

remains the strongest among the other dimensions of commitment (Meyer et al., 

1993; 2002). 

 

Factors Influencing Career Commitment 

The development of affective career commitment commences by making an 

occupational choice and then it alters due to actual experience (Weng and 

McElroy, 2012). At the beginning of one’s career, commitment to that career is 

relatively low. But through positive job experiences that reflect career goals, an 

individual is able to explore different careers and achieve a better person-job fit, 

thus achieving affective career commitment (Meyer et al., 1993; Goulet and 

Singh, 2002; Weng and McElroy, 2012). However, organisations play a 

significant role in ensuring that employees’ career needs are met, and that they 

remain committed to pursuing their careers. These can be achieved by providing 

employees with opportunities for career growth via activities that meet their 

career goals, developing their professional abilities, and rewarding them for 

achieving those activities (Weng and McElroy, 2012); these will also increase 

the emotional attachment to the chosen career. Individuals with high levels of 

career commitment will not only expect more from their employers, but in the 

absence of job or organisational commitment will be willing to stay with their 

current employer due to its utility for their career (Weng and McElroy, 2012). 

Being committed to a career does not only provide personal benefits, but can also 
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contribute to other career-related aspects. Career commitment is significantly 

related to the development of skills, and negatively related to career withdrawal 

intentions across career stages (Aryee et al., 1994). The sense of achieving goals 

and acquiring new skills also increases one’s identity in the chosen career. 

Similarly, career experiences within an organisation can also build that sense of 

commitment (Weng and McElroy, 2012).   

There is a significant link between career commitment and goal commitment. As 

Tubbs (1993: 86) explains, “a committed person is thought to adopt a specific 

performance goal and to persist in attempts to reach it even through difficulties.” 

Also DeShon and Landis (1997) make it explicit that once a particular goal is 

chosen and considered important, an individual will display effort and will not 

lessen or stop pursuing the goal, when faced with difficulties or a negative 

feedback, until the goal is reached. Other research confirms the significance of 

having goals to self-regulate behaviour, and points towards two dimensions of 

goals. A goal is a determination to engage in a particular activity (choice-content 

goals); but it is also the level or quality of performance to which one aspires 

(performance goals) (Lent et al., 1994; Lent and Brown, 2006). 

Career commitment can be affected, enhanced and changed by other factors. The 

more educated employees are, and the higher their job status, the higher the level 

of career commitment (Goulet and Singh, 2002). Educated employees are also 

more inclined to remain in their jobs, as well as continue in their chosen career. 

This corresponds with conclusions made by Ladkin (2002), Colarelli and Bishop 

(1990), as well as Vance (2006), who proposed that better educated employees 

are more interested in their career development, which results in higher career 

commitment. Other factors that enhance levels of career commitment include 
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challenging work experience, positive professional development experiences, 

supportive organisational environment, and interesting work (Sullivan et al., 

1998). Career experiences of individuals will also differ depending on the age, 

gender, individual differences, country of birth (Sullivan et al., 1998; Niu, 2010), 

attitude towards life, and job satisfaction (Cherniss, 1991). 

Aryee and Tan (1992), who in their work employed London (1983) and London 

and Mone’s (1987) theory of career motivation, identified that the work role 

salience, organisational commitment, career satisfaction, and organisational 

opportunity for development are the significant antecedents of career 

commitment. There are also three characteristics of a career linked to personal 

and situational factors. Career identity, associated with affective commitment, 

implies the centrality of a career to one’s identity, and how much one’s work is 

used as a defining factor. Career identity is associated with job, organisational, 

and professional involvement, the need for advancement, and recognition. Career 

insight focuses on individuals’ perceptions of themselves and their employing 

organisations, and how these are related to career goals. It requires establishing 

clear, feasible career goals and an awareness of one’s strengths and weaknesses. 

Career resilience, the third characteristic of a career, reflects individuals’ 

resistance to a career during challenging and discouraging circumstances, and is 

associated with characteristics such as a belief in self, willingness to take risks, 

and need for achievements (London, 1983; Goulet and Singh, 2002; Day and 

Allen, 2004). All of these have an impact on the levels of career commitment. 

Furthermore, the career motivation model, comprised of career identity, career 

planning and career resilience, can be used to interpret the meaning of career 

commitment (Aryee and Tan, 1992; Niu, 2010). Goulet and Singh (2002) divide 
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the antecedent variables of career commitment into individual (job involvement, 

organisational commitment, need for achievement, work ethic and job 

satisfaction); situational (fear of losing a job, and job fit) as identified by London 

(1983); and extra-work variables (number of dependants, and family 

involvement). Apart from external factors, career commitment can be influenced 

by the inner characteristics of an individual, such as self-worth and resilience, as 

well as by how an individual positions himself within the chosen environment, 

such as one’s career setting (Goulet and Singh, 2002). It appears that 

commitment to a career will change depending on who or what the individual is 

committed to. The significance of having belief in oneself and in one’s own 

capabilities, as well as having the ‘can-do’ attitude, are the features all 

individuals should strive towards to ensure a successful career. Maddux (2002: 

277) explains that self-efficacy, or, as he refers to it, “the power of believing you 

can”, “is one of the most important ingredients- perhaps the most important 

ingredient- in the recipe for success.” 

These arguments are very relevant to discussing career commitment and self-

efficacy, which is a concept critically reviewed in the last section of this chapter. 

One might suggest that self-efficacy creates a stronger desire to remain 

committed, especially for the affective dimension of career commitment. 

Individuals, whose commitment is based on their desire and choice to commit, 

are more likely to remain committed than those whose commitment is primarily 

out of obligation or to minimise costs. Furthermore, individuals who are 

committed primarily to avoid costs, may look for ways to withdraw their 

commitment (Meyer and Herscovitch, 2001). Also, to remain determined and 

persistent in reaching set goals, even when faced with setbacks, a committed 
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person requires high levels of self-efficacy. There are two causal factors critical 

to commitment, which support the above claim: firstly “the belief that the goal is 

important”, and secondly “the belief that one can achieve or make progress 

toward it” (Locke, 2002: 305). Therefore, employees who focus on need and goal 

achievement, become committed to their careers. This requires action, which is 

the proof of commitment (Locke, 2002). Without action, commitment is just 

another virtue one aspires to have. However, this dedication can be disrupted by 

the demands of a family and dependants, which are being prioritised over career-

related decisions (Goulet and Singh, 2002), another set of factors that need to be 

considered when discussing career commitment.  

 

Summary  

The focus of this section was firstly to explore the meaning of commitment 

followed by a review of the concept of career commitment and factors that 

influence it.  

Different approaches to commitment were discussed, and it appears that 

commitment can be perceived as something that binds an individual to a 

behavioural act, as a result of self-made choices, and as associated with positive 

experiences. The Social Exchange Theory was then discussed, which states that 

people are willing to commit as long as they benefit from that commitment.  

It can be concluded that commitment is a complex concept to define, and as a 

result it is considered to be of a multidimensional and multifaceted nature. As 

career commitment is often used as an umbrella concept, other work-related 

forms of commitment were discussed to justify the choice of the term career 

commitment in this research. Thus commitment to a career is considered one of 

 56 



 CHAPTER TWO: LITERATURE REVIEW 

few factors in work-related activities over which individuals have some level of 

control.   

Having considered commitment as a mindset, three approaches to organisational 

commitment – affective, continuance and normative – are used to conceptualise 

career commitment. Therefore, individuals express their commitment to a career 

as affective, because they feel attached to that career and can identity with it. 

Those who demonstrate continuance commitment consider the perceived cost of 

changing their career, whereas individuals who express normative commitment 

remain in their chosen career out of obligation. The development of each of these 

forms of commitment is further discussed.   

This section concludes with a discussion of factors that influence career 

commitment from external, such as positive job experiences, level of education, 

challenging work and positive professional development, to internal factors such 

as the significance of having self-belief in one’s own capabilities to perform a 

task. As Maddux (2002: 277) illustrates, self-efficacy is one of the most 

important factors “in the recipe for success”. Therefore, it becomes a crucial 

factor for individuals who strive towards career success, which is also believed to 

increase one’s positive relationship to a career. Self-efficacy will be discussed in 

detail in the final section of this chapter.  

 

2.1.4 Career Commitment in Hospitality Industry: Examples of Research 
 
A significant body of academic research supports the hospitality industry 

statistics indicating a low retention rate of hospitality graduates in the hospitality 

industry. According to King et al. (2003), 50% of the respondents left the 

hospitality industry within 3-5 years after graduating, and the number of 
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graduates entering the hospitality industry had decreased over the years. A 

follow up study in 2003 indicates that only 48% of hospitality graduates 

remained in the industry (O'Leary and Deegan, 2005), and 68% of respondents 

moved jobs at least once, which supports the high staff turnover rates in the 

industry (O’Leary and Deegan, 2005). According to Johns and McKechnie 

(1995) and Barron et al. (2007), only half of hospitality graduates have chosen a 

career in that industry in the UK. In contrast, a longitudinal research by Walsh 

and Taylor (2007) identified that almost 54% of hotel administration graduates 

from Cornell University, between 1987 and 2002, worked directly in the 

industry. Some of the reasons for this high retention rate included challenging 

work, new skills development and promotional opportunities.   

There is also a considerable amount of research focusing on the reasons for 

hospitality management graduates to leave or to not even enter the hospitality 

industry post graduation. Change of interest; better opportunities elsewhere; low 

pay; little opportunity of job progression; long hours; incompatibility with 

family/social life; limited managerial expertise; feeling undervalued in their job; 

and poor or non-existent career structures, are just some examples of the reasons 

for the overall low retention rate of hospitality graduates (O'Leary and Deegan, 

2005; Rodríguez and Gregory, 2005; Barron et al., 2007; Richardson, 2009). 

Having work experience in the industry, whether through part-time employment 

or placement, is likely to have a negative impact on career decisions to continue 

working in the industry (Pavesic and Brymer, 1990; Barron and Maxwell, 1993; 

Getz, 1994; Kusluvan and Kusluvan, 2000; Jenkins, 2001; Barron, 2008; 

Richardson, 2009). According to Richardson (2008) 96.3% of respondents who 
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previously worked in the industry, do not continue working in the industry after 

graduation. 

The perception of the hospitality industry as either glamorous or of low skill 

status and poor pay is also likely to create confusion among hospitality students. 

This might be one of the reasons for greater difficulties in attracting, recruiting 

and retaining quality staff (Jenkins, 2001; Richardson, 2008). To minimise the 

gap between expectations and perceptions, and to create a realistic view of the 

industry, prospective students should be informed about employment 

opportunities and conditions (Hing and Lomo, 1997; Kusluvan and Kusluvan, 

2000; Jenkins, 2001; Raybould and Wilkins, 2005). This in turn might result in 

higher levels of career commitment.  

The choice of the hospitality degree is often not an entirely independent and 

thought-through process. Reasons why prospective graduates choose a 

hospitality degree include parents’ preference, the perception of the industry 

through work experience, media reports and personal experience, default to a 

hospitality programme due to lower entry criteria, general interest in the subject, 

to improve knowledge and qualifications, and good career prospects (O'Mahony 

et al., 2001; Barron et al., 2007). Only 10% of the respondents made the decision 

to pursue a career in hospitality before choosing their course (O’Mahony et al., 

2001).  

Wildes’ (2005) research findings offer two different types of factor that 

contribute to restaurant employees’ decision to leave the industry based on the 

negative image of the industry. On the realistic level, contributing factors are low 

pay, long hours, and lack of benefits. The nature of the work means that it is 

physically exhausting and demanding, with little or no appreciation. On the 
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psychological level, the job image contributes to the decision to leave, because 

the restaurant industry is known for having a stigma attached to it, which is 

related to the servitude perception of this sector. The perception of restaurant 

work as a mere stopgap before a “proper career” is also a contributing factor 

(Wildes, 2005: 214).  

Appendix 2 (p. 328) offers a summary of examples of research conducted since 

2000 that have investigated career decisions of hospitality students and 

graduates, as well as the hospitality industry’s expectations of attributes of future 

hospitality employees. 

The aim of this table is twofold: firstly to present the methods chosen in other 

studies, which investigate career choices of hospitality students and graduates, 

knowledge of which will be used as a justification for employing life history as 

the most suitable methodology; secondly, its aim is to present the lack of 

research on how the decision to leave the hospitality industry was made by 

hospitality management graduates no longer employed in the industry.  

Having examined the research methods employed in the presented studies, it is 

clear that quantitative research methods prevail, often in the form of self-

completed questionnaires distributed to a large population group (Kelley-

Patterson and George, 2001; Jenkins, 2001; Ladkin, 2002; King et al., 2003; 

O’Leary and Deegan, 2005; Raybould and Wilkins, 2005; Cho et al., 2006; 

Walsh and Taylor, 2007; Richardson, 2009; Niu, 2010; Chuang and Dellmann-

Jenkins, 2010; Harkison et al., 2011). Some of these studies included open-ended 

questions, but none of them was interested in understanding deeper reasons 

behind participants’ academic and career-related choices. The research by van 

Rheede et al. (2009), Barron et al. (2007), and Kusluvan and Kusluvan (2000) 
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have employed the case study approach and focus groups respectively, but none 

of these studies focused on hospitality graduates who are no longer working in 

the hospitality industry, which is believed to provide a different perspective on 

the decision to leave, as well as attitudes towards the hospitality education and 

the hospitality industry. Furthermore, it has been recommended, that further 

studies should not only focus on graduates who enter the industry, but also on 

those who leave the hospitality industry (Kelley-Patterson and George, 2001). 

Also King et al. (2003) suggested that future studies should investigate why so 

few hospitality students end up working in the industry in the first place. This 

raises questions about the career commitment of those individuals, and provides 

the basis for focusing on the decision to leave. 

Furthermore, research by Wildes (2005) on the impact of stigma on restaurant 

staff’s intention to stay or leave the industry, found that 20% of those surveyed 

were planning to leave within one year. A staggering 47% would leave within 

two years, whereas 30% were intending to stay for at least five years, working in 

food services. Therefore, it can be concluded that a significant number consider 

their employment in food service as a profession (Wildes, 2005). This major 

finding led to an observation that restaurant employees who had high stigma 

consciousness, and an awareness of being stereotyped by others outside their 

group, contributed as a factor to the decision to leave the industry (Wildes, 

2005).  

Furthermore, at the time of writing, there appears to be only one article which 

explores the effects of employees’ self-efficacy on the levels of career 

commitment in the food service industry (Niu, 2010). Moreover, there appears to 

be no research that focuses on the process of leaving the hospitality industry. 
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Much emphasis has been placed on gaining a better understanding of hospitality 

students’ and graduates’ career expectations and paths (McKercher et al., 1995; 

King et al., 2003; O'Leary and Deegan, 2005). However, little research attention 

has been given to a better understanding of why some hospitality management 

graduates leave the hospitality industry, and how this decision was made (the 

research question). Answering this question is of great significance, because 

graduates would have spent a considerable amount of money and, in some 

instances, four years acquiring a hospitality management degree.  

 

2.2 Career Inheritance  

The section on definitions of careers concluded by stating that there is a lack of 

agreement on the universal definition of the term career. There are many ways to 

define such a term, and using metaphors is one of them. Metaphors, which are 

considered powerful tools to express deeper constructs in people’s thinking, were 

used to conceptualise the notion of career by Inkson (2004). Nine metaphors 

were proposed (Table 2). Although they differ conceptually, Inkson (2007: 267) 

emphasises that individuals’ careers involve elements of “inheritance, cycle, 

action, fit, journey, roles, relationships, resource, and story”. 
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Table 2. Inkson's Nine Career Metaphors 

Legacy metaphor: 
career as inheritance 

Careers are inherited from the family one was born 
into, and the family occupations and socio-economic 
status frame pre-career childhood experiences and 
expectations.  

Craft metaphor:  
career as construction 

The emphasis is placed on the role of an individual in 
creating their own career, and the psychological and 
behavioural processes involved. 

Seasons metaphor: 
career as a cycle 

Career is seen as a cycle, insomuch as human life and 
development is considered cyclical. 

Matching metaphor: 
career as a fit 

Demonstrated by the popular phrase “you can’t put a 
square peg in a round hole” the best career is one that fits 
within the person. 

Path metaphor: 
career as a journey 

Career journeys can be described from two perspectives: 
the behaviour of the traveller (micro-behaviour), and the 
overall route, form, and terrain of the journey travelled 
(macro-structure). 

Network metaphor: 
career as encounters 
and relationships 

The direction and continuation of a career is based on 
constant encounters with others and development, as well 
as the impact of long-term relationships. 

Theatre metaphor: 
career as a role 

Career takes on the character of a lifelong theatrical 
performance, with multiple writers, directors and cues. 

Economic metaphor: 
career as a resource 

Career is a resource, however labour is no longer 
considered a cost, but an asset.  

Narrative metaphor: 
career as a story 

Many of the images about career are derived from the 
stories people tell, and the consolidation of these stories 
into the wisdom or the mythology of society. There is also 
an element of psychological comfort of making sense 
retrospectively. Also, the act of telling a career story helps 
to see new patterns.  

Source: Inkson (2004: 100-106; 2007)  

 

This research pays particular attention to the metaphor of a career as inheritance, 

as it allows the researcher to consider an individual’s past, and how it has shaped 

one’s life and career. Also, it enables the researcher to find out how significant 

others influence and guide individuals at different points in their lives. 

Furthermore, it strengthens the debate in the following section about the role of 

self-efficacy as a more significant factor in career-decision making, by 

emphasising its active role for human functioning.  
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As opposed to only intrinsic motives for an individual’s career behaviour, the 

concept of career inheritance considers characteristics one was born with, such as 

genetic make-up, gender or race, and primarily the modifications and additions 

since birth to the start of a career (Inkson, 2004). According to career 

inheritance, careers are inherited from the family into which one is born, and 

family occupations and socio-economic status shape pre-career childhood 

experiences and expectations (Inkson, 2004: 100). Inkson (2004) recognises the 

structure versus agency battle as having a significant impact on this concept. On 

the one hand, there are social and institutional structures such as class, gender, 

race, and government rules and regulations that limit careers to a specific path 

and form. According to this view, careers are prearranged by external factors 

beyond individual control. On the other hand, individuals have the ability to take 

control of their own destiny, and overcome the structural barriers stopping them 

from pursuing their sought-after careers (Inkson, 2004; 2007). This view is 

strongly linked to the concept of self-efficacy, which builds on and points 

towards an individual’s agentic powers. However, Inkson (2007: 46) argues that 

due to a lack of equality within society, people’s choices are often inhibited by 

structural constraints, and therefore they feel unable to remove their inheritance 

to become proactive agents of their career choices.  

Career inheritance, first used in an academic setting by Goodale and Hall (1976), 

can be framed in many ways, and is also of a multi-faceted character (Inkson, 

2004). For instance, social class, gender, ethnicity, education and family 

background can become part of the inheritance from which it is difficult to get 

away. Thus in character, career inheritance can be sociological (e.g., social 

structure), genetic (e.g., inherited IQ), and psychological (e.g., parental attitudes 
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to work) (Inkson, 2004). However, as every person can be considered a free 

agent able to choose and pursue career goals, the focus should be directed 

towards promoting proactive career behaviour. Thus career inheritance should 

not be treated as an unnecessary burden. Instead, career choices and decisions 

should be placed in the hands of the individual making them. Knowledge of 

one’s career inheritance should empower the decision-maker to either accept or 

reject this legacy (Inkson, 2004).  

 

2.2.1 The Origins of Career Inheritance 

The conceptual basis of career inheritance is drawn from a study conducted in 

the late 1970s by Goodale and Hall (1976). Parents, as role models, played a 

significant role for students who were deciding about their college and career 

plans. Results demonstrated that parental influence, together with their interests 

and preferences for their children’s college, may act as a mediator between 

parents’ background and educational and career aspirations for high school 

students. Although parental background was related to the career aspirations of 

boys, the same sequence was not significant for girls who felt less pressure from 

parents (Goodale and Hall, 1976). This study demonstrated that parents do 

indeed have a great deal of influence on students’ career-related choices, in 

particular male students. Therefore this research study intends to understand 

whether this continues to be apparent nowadays.  

Apart from family members, friends, peers and others in the community can 

influence the development of one’s career preferences. They can play a 

significant part, not only during conscious decision-making, but more so during 

growing up when a young person develops self-concept and notions of identity, 
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as well as learns what is acceptable and appropriate (Law, 1981). The degree to 

which one will take opinions of others into consideration will differ, depending 

on whether belonging to a family or a community is more important than 

independent decision making (Law, 1981). Furthermore, the influence of family 

or friends will be more or less significant depending on the age of an individual 

(Shottin, 2010). More specifically, parents’ own education and occupation can 

impact on children’s choices. The study by Goldthorpe et al. (1969) found that 

affluent workers were less likely to emphasise the importance of academic 

subjects, and point towards vocational ones. White-collar parents, on the other 

hand, were more involved in children’s education and believed that their 

involvement could increase their children’s chances of success (Goldthorpe et 

al., 1969). Although the focus of this research was primarily on class 

stratification, it provides sociological grounding for the concept of career 

inheritance.  

 

2.2.2 The Theory of Circumscription, Compromise and Self-creation 

Although the metaphor of career as inheritance is attributed to Inkson (2004), the 

theoretical foundations of this concept are primarily based on the Gottfredson’s 

(2002) theory of circumscription, compromise and self-creation. Initially known 

as the process theory, this theory is concerned with the essence of career 

ambitions and how they develop (Gottfredson, 1981; 1996; 2002; 2005). The 

original theory included only the circumscription and compromise stages, whilst 

the notion of self-creation was added more recently. By providing a 

developmental perspective on career, this theory is placed within the theories of 

process by Patton and McMahon (2006).  
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Gottfredson (1996: 181) explains that the choice of a career is a developmental 

process, which commences in childhood. Individuals’ efforts to apply their self-

concepts are reflected in their career aspirations. The level of satisfaction with a 

career choice is based on how well that choice fits the self-concept. Within the 

matching process, there are four developmental stages: age-related growth in 

cognitive ability (cognitive growth); increasingly self-directed development of 

self (self-creation); progressive elimination of least favoured vocational 

alternatives (circumscription); and recognition and accommodation of external 

constraints of vocational choice (compromise) (Gottfredson, 2005: 72-73). Each 

of these stages reflects the degree of self-knowledge and the level of mental 

development of an individual. According to Gottfredson (1996), as one’s self-

knowledge grows and deepens, individuals become more in charge of their own 

lives, rather than take on a passive role of observers. This implies that the more 

we know ourselves, the more we are able to be in charge of our decisions and 

choices, and disregard the things that are not important. In particular, through the 

processes of circumscription and compromise, individuals are able to self-define 

and self-create themselves, because of the limited choices of available paths 

(Patton and McMahon, 2006). One simply cannot be in two places at the same 

time. Therefore, in this instance, vocational choices can be seen firstly as an 

application or fulfilment of the social self, and secondly of the psychological self 

(Swanson and Fouad, 2010). This view, by incorporating developmental 

concepts, also allows perceiving career choice as a process rather than an event. 

This theory was also developed to explain why individuals’ vocational 

expectations, even when they are children, vary by gender, race, and social class 

(Swanson and Fouad, 2010). By focusing on cognitive development, which 
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begins in childhood, this theory helps to understand that, as children grow in 

awareness of themselves and their social place in the world, vocational options 

are eliminated if incompatible with their evolving self-image (Gottfredson, 2005; 

Swanson and Fouad, 2010). The notion of self-creation is based on the nature-

nurture theory, which considers both individuals and environments as having a 

significant impact on the other. This relationship emerges from an individual’s 

stream of experiences (Gottfredson, 1996). During this period of cognitive 

growth, people can increase their mental capacity by the development of a 

cognitive map of occupations and their self-concepts, which represent the 

understanding of the occupational world (Gottfredson, 2005). Although children 

“will all construct essentially the same cognitive map of occupations, they will 

develop increasingly individualized self-concepts” (Gottfredson, 2005: 73). As 

individuals become older, they shift from a stage of concrete thought to abstract 

thinking. Self-concepts become more developed and individualised as the young 

person incorporates more abstract information, such as gender and social class. 

Although at this stage young people begin to express occupational preferences, 

they are not able to verbalise its genesis (Gottfredson, 1981; 2002). The 

development of self-concept and occupational preferences is closely linked. The 

stage of circumscription is marked by five stages beginning early in one’s life 

(Leung, 2008). Critical to the development of self-concept is advancing through 

these five stages of circumscription. Characteristics such as “gender, social class 

background, intelligence, and vocational interests, competences and values” are 

vocationally relevant elements of this theory (Gottfredson, 1981: 548). The first 

stage, between the ages of three and five, is marked by children learning more 

about the world of adults. In particular, they learn that there are different 
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occupations available in this world. The second stage, aged six to eight, involves 

children evaluating occupations in line with gender, deciding whether certain 

occupations are gender appropriate or not. During this stage, knowledge of 

gender roles begins to define a child’s self-concept. The third stage, which 

occurs between the ages of nine and 13, known also as an ‘orientation to social 

values’, can be characterised by an increasing awareness of abstract concepts. 

Status and social class become significant to a child’s self-concept, and their 

occupational choices are based on eliminating occupations which are of low 

prestige or too difficult for them to achieve in light of their abilities. The fourth 

stage, which starts at the age of 14, is characterised by a further moulding of the 

self-concept with aspects such as personality, interests and skills, and the 

individual begins to implement career decisions based on their suitability or their 

relation to internal self (Patton and McMahon, 2006; Leung, 2008). 

The stage of compromise is concerned with recognising existing opportunities 

and barriers in the social and economic environment that influence the chances 

of acquiring a particular occupation (Gottfredson, 1981: 548). Compromise – 

giving up a preferred alternative for that which is more accessible – arises either 

because individuals anticipate external barriers (anticipated compromise), or 

because barriers already occur (experiential compromise). Occupational 

challenges can be compromised by family contacts, socioeconomic 

circumstances, or geographic location. There are four principles of this stage. 

Based on the first principle, the importance of compromise is based on how 

significant the issues of gender, prestige or type of work are. The second 

principle is related to choosing the option that is good enough rather than opting 

for the best choice, whereas the third principle is based on not making any 
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commitments, because the available choices are not satisfactory (Patton and 

McMahon, 2006). The fourth, and last stage, occurs when individuals allow for a 

major compromise. Based on the level of satisfaction, this principle depends on 

the extent to which they are able to fulfil their social selves through work or 

lifestyle (Patton and McMahon, 2006).  

In her theory, Gottfredson pays particular attention to the structural constraints of 

inheritance influenced by the habitus of the child, which can be further explained 

using Bourdieu’s concept of field and habitus (Inkson, 2007). Education, religion 

and economic life, which limit and challenge people, are part of the field. Field 

also becomes a setting, in which agents and their social positions are embedded. 

The position of an agent in a field results from an interaction between agent’s 

habitus and agent’s capital (social, economic and cultural) (Bourdieu, 1984; 

Calhoun, 2000). Habitus refers to the system of internal, personal and enduring 

dispositions, which are used by individuals to perceive the world with. Habitus is 

learned, but not in an unselfconscious way, but as a result of being immersed in a 

particular social setting such as a family (Bourdieu, 1984; Calhoun., 2000). As 

Williams (1995: 586) explains “habitus provides individuals with class-

dependent, pre-disposed, yet seemingly ‘naturalized’ ways of thinking, feeling, 

acting, and classifying the social world and their location within it.” Thus, people 

are not consciously aware of all the influences on their behaviour, which is in 

line with Bourdieu’s concept of habitus, and which implies the existence of 

influences outside one’s conscious awareness of them. Individuals might execute 

behaviour but remain unaware of those influences, which work beyond their 

conscious attitudes or beliefs (Bourdieu, 1990: 50; Burke et al., 2009b). The 

unconscious is a product of social forces rather than individual psychology. A 
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large amount of values, interests, ideas, motivations and social connections are 

inherited and incorporated from habitus (Inkson, 2007), which reflects who and 

what we are (Bourdieu, 1984; Calhoun., 2000). In the context of careers, career 

habitus indicates a frame of mind, which exists and acts within a career field, 

which becomes its social context (Mayrhofer et al., 2004).  

 

Summary 

This section of the literature review begins with a discussion of nine different 

career metaphors, with a particular focus on career as inheritance. This metaphor 

is proposed with a view to trying to understand how hospitality management 

graduates decide to leave the hospitality industry.  

Career inheritance considers characteristics with which one was born, as well as 

those acquired since birth to the start of a career, as having a significant impact 

on one’s career choices. Therefore, people may find making proactive career 

choices challenging, because they are constrained by structure and unable to 

remove their inheritance.  

The conceptual foundation of career inheritance is based originally on the 

research study by Goodale and Hall (1976) into parental influences on 

educational and career choices of students. The theoretical foundation derives 

from the theory of circumscription, compromise and self-creation by Gottfredson 

(2002). Each of the stages in this developmental career theory is thoroughly 

discussed with an emphasis on its significance to understanding career 

commitment.  

Inkson’s (2004; 2007) concept of career inheritance allows us to explore and 

understand the development of one’s career choices and aspirations by firstly 
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tracing it back to childhood and teenage years, and secondly by learning more 

about one’s family and their influences on career choices. Therefore, career 

choice is a developmental process. It involves matching one’s self-concept to the 

most appropriate career aspiration, as well as acknowledging the impact of the 

social context into which one was born. The battle between one’s self-concept 

and social structures often requires compromise and commitment to a career that 

seems the most appropriate, rather than being the most desirable. The 

development and formation of self-concept, which resembles the match between 

self-image and most appropriate career, is at the centre of career inheritance. 

This section concludes with a discussion of Bourdieu’s concept of habitus, which 

is used to illustrate the lack of complete control that individuals have during the 

decision-making processes. 

 

2.3 Structure and Agency Debate 

In relation to self-efficacy, which will be discussed in the next section, career 

inheritance is perceived as a somewhat structural constraint, which can make 

individuals less able to become proactive agents of their choices, and more the 

reactive executors of their career alternatives. In order to come closer to 

understanding the image of society and its perception of careers, it is necessary 

to begin by discussing the structure and agency premises (King, 2005).  

The unique relationship between the individual, as an agent, and the structure has 

been a driving force of many sociological debates. Durkheim (1982 [1895]), one 

of the first sociologists to address the structure-agency dilemma, advocated that 

whenever people’s behaviour was being researched, the study of social 

phenomena was also necessary. Functionalism, as proposed by Durkheim, is the 
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study of society and the ways its institutions connect together and make changes. 

Social facts can be experienced by people as external to them, and have a ‘thing-

like’ existence independent of whether people use them or not (Giddens and 

Sutton, 2013). However, society is more than just the sum of individual acts; it is 

firm and solid. Social structures, due to their priority over individuals, can set 

limits on people’s actions and choices (Giddens and Sutton, 2013). Elias (1978) 

significantly contributes to this discussion by proposing that as people live in 

networks of interdependence, which he calls figurations, an individual cannot be 

fully autonomous and self-enclosed in a physical body. People’s identities and 

selves are socially produced in networks of social relations. Therefore an 

individual and society cannot be perceived as separate entities, as in reality they 

are closely related (Elias, 1978). A slightly different view of the interaction 

between individual agency and social structure is presented by Giddens (1984) in 

his structuration theory. The theory recognises that people actively make and 

remake social structures during the course of their everyday activities. Thus 

structure and agency are related to each other and should be understood as being 

part of a dialectical interplay (Giddens, 1984; Berger, 2008). As people become 

aware of constraints, opportunities, and resources within their environments, they 

begin to interact in a reciprocal manner, and try to achieve their goals in light of 

that. By doing so, they contribute to the social structures of these local 

environments (Giddens, 1984). The structuration theory always assumes the 

duality of structure. Agency cannot exist or be analysed without the structure, but 

an individual is more autonomous and less constrained by social and class 

structures, and can be seen as a proactive agent with the ability to generate social 

structures through his or her practices (Giddens, 1984; Frohlich et al., 2001). 
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Structure depends on regular and recurring human behaviour reflected through 

individual agency. Bourdieu (1984), however, places more emphasis on the class 

and social structure as determinants of individuals’ perceptions and practices 

(Frohlich et al., 2001). Individual agency and social structures are not discrete 

and detached, but interconnected and formed in a relationship with and by each 

other (co-constitutive) (Burke et al., 2009b). Based on habitus, the conscious and 

intentional plans are not enough to explain people’s choice making processes. 

Rather, because habitus is a product of social structure, it informs the practices of 

individuals, which then compose the social structure (Burke et al., 2009b). 

Alexander (1982) places the individual as the fundamental point of reference for 

analysing empirical reality whilst, at the same time, ensuring that the same 

individual is not outside the social context (Alexander, 1982: 25). In this way, 

the emphasis is placed on the individual within the social context, which 

becomes secondary (Berger, 2008). This is in contrast to Durkheim, who placed 

focus on the social context as a level of reality in its own right, which cannot be 

reduced to individuals’ actions or thoughts (Giddens and Sutton, 2013). 

Although structure and agency are empirically linked, Archer (1988) encourages 

conceptualising them as analytically different, and implies that sociological 

explanations need to establish whether structure or agency are the causes of 

social phenomena (Archer, 1988; Berger, 2008). Archer (2000: 307) explains 

that “unless one distinguishes between the emergent properties of the ‘parts’ and 

the ‘people’, nothing determinate can be said about their interplay, because 

‘structure’ and ‘agency’ have distinctive properties and powers pertaining to 

each.” She places emphasis on understanding social phenomena as being 

determined by either structure or agency, and does not see them as having a 
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dialectic interplay (Berger, 2008). In a society there are many emergent 

properties, such as structural, cultural and agential, which are irreducible to the 

others, because they have relative autonomy (Archer, 2000). Archer’s (1995: 

168) analytical dualism is based on “endorsing two theorems that firstly structure 

necessarily pre-dates the action(s) which transform it, and secondly that 

structural elaboration necessarily postdates those actions”. Therefore, the role of 

agency is not to create structure, but to transform an already existing structure 

(Archer, 1995).  

According to Berger (2008) both Sewell (1992) and Emirbayer and Mische 

(1998) have advanced theoretical work on agency and structure, which was 

applied to life history research. According to Sewell (1992) the theory of 

structure offers a restored perspective on human agency. Individuals are born 

with a capacity for agency, and agency is created by cultural schemes and social 

resources available, and enables social actors to apply structurally created 

abilities to new circumstances (Sewell, 1992). The cultural schemes are well-

known established modes of thought, gestures or general habits. Social relations 

are human and non-human capabilities to acquire, maintain, and generate power 

in social relations (Sewell, 1992). This way of addressing and understanding 

agency is often referred to as self-efficacy (Sewell, 1992; Berger, 2008). If 

considered separately, structural impacts on agency are both constraining and 

enabling. Emirbayer and Mische (1998) agree that agency and structure are 

interconnected; however, they argue that agency needs to be split into three 

component parts to determine how it interacts with structure. The 

iterational/habitual component is concerned with actors’ ability to selectively 

reactivate past thoughts and actions in order to perform in the future. The 

 75 



 CHAPTER TWO: LITERATURE REVIEW 

projective part, which is concerned with foreseeing the future causes of action, 

enables individuals to cognitively achieve alternative courses of action rather 

than the routinised ones. Denzin (1989) calls these moments epiphanies, which 

are the turning points that leave a mark on people’s lives, and have the power to 

alter fundamental meanings of structures (Denzin, 1989; Berger, 2008). 

Corresponding to epiphanies are chance events, which are particular moments in 

people’s lives that can act as lucky or fortunate events. Individuals have more 

actual control over these events, which can be very powerful in influencing self-

belief and action (Bandura, 1998b). The practical-evaluative component of 

agency is the capacity to make practical judgments about courses of action by 

learning from past experiences (Emirbayer and Mische, 1998; Berger, 2008). 

Overall, Berger (2008) proposes that the most effective way to better understand 

the nature of agency is by examining its variables during the course of time. This 

in turn indicates that agency is not a static and firm construct, but dynamic and 

continuous. 

The purpose of presenting some of the key thinkers on the structure and agency 

debate is to illustrate that the individual, although a focal point of this research, 

makes career-related choices in a particular period of time. The process of this 

decision-making is developmental, which corresponds to Berger’s (2008) 

argument. In order to understand the nature of agency, it is necessary to examine 

its variables during the course of time. Agency, which is not static but rather is 

dynamic, helps in understanding career-decision making as a dynamic process 

that changes over time. In this research, it is argued that the choice to leave the 

hospitality industry is a process which demonstrates that career savvy 

individuals, as they grow in awareness of themselves, become less committed to 

 76 



 CHAPTER TWO: LITERATURE REVIEW 

their jobs in the hospitality industry, and instead exercise self-efficacy to pursue 

other career options.  

 

Application to Career Research 

From the above discussion it is clear that the debate on structure and agency has 

undergone many changes. From being perceived as excluding, and from placing 

emphasis on the importance of one or the other, the debate seems to be moving 

towards perceiving the two components as interacting and co-dependent.  

This debate appears to be critical to the field of career, in particular as 

individuals often struggle to fulfil their career desires against the structural 

constraints that they face. Indeed, according to Inkson et al. (2012: 327) “a 

fundamental question in career studies is whether careers are mainly the product 

of institutional frameworks or of individuals’ agency”. Depending on the 

perspective, whether vocational, organisational or a ‘hybrid’, it is either the 

individual who is an agent in control of their career, the organisation which 

controls members’ careers, or it is the impact of institutional forces which 

constrain even the most agentic individuals (Mayrhofer et al., 2007; Inkson et al., 

2012). Therefore in this research, both objective and subjective aspects of careers 

are considered to be interdependent.  

As a response to a deficit of career theories that explain individual and structural 

dimensions of careers, Hodkinson (2008) proposed a careership theory, based 

largely on Bourdieu’s field and habitus. As career patterns are different from 

those in the past, a historical context is necessary when discussing careers. As 

people and fields change over time, career decision-making is a not a process of 
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matching the person to the situation, but rather is positioned, social and 

embodied (Hodkinson, 2008: 14-15).  

Furthermore, it can be assumed that one’s commitment to a career will reflect 

whether one’s career choices were in line with career desires and reflected 

personal agency as the more powerful factor. In this research, the relationship 

between structure and agency can be explained using a seesaw metaphor. The 

social world, the seesaw, is comprised of social structures and personal agency. 

Individual choices, which create a part of the social world, cannot be fully 

independent of structure, neither can they be fully agentic. Depending on the 

perception and awareness of existing constraints in different life situations, an 

individual will decide how much choice s/he is able to exercise and will act 

accordingly. This perception of structure and agency is influenced by Bhaskar’s 

(2008) critical realism, which is a philosophical position adopted in this research. 

Also as an approach to social science, critical realism focuses on the relationship 

between social structure and human agency as recursively related (Lewis, 2002). 

Bhaskar (2013), reflecting on the main points of critical realism, criticises 

modern philosophy for not allowing talking about the world, apart from our 

knowledge of the world. This implies a very anthropocentric position (Bhaskar, 

2013). Critical realism aims to rebuild the division between voluntarism – the 

view that society is only a construct of autonomous individuals – and 

determinism – the view that recognises people as ‘puppets’ of the social structure 

(Lewis, 2002). Thus social structure and agency are “a condition for and a 

consequence of the other”; neither “can be reduced to the other” (Lewis, 2002: 

19). “Critical realism avoids the deterministic reduction of actors to social 

structure” (Lewis, 2002: 20), and borrows from Marx the understanding that 
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people make their own history, but not in circumstances of their own choosing 

(Marx, 2008 [1852]; Hay, 1999; Lewis, 2002). 

 

2.4 Self-efficacy: The Power of Believing You Can  

Having discussed different viewpoints on structure and agency, the following 

section of the literature review chapter begins by discussing the ability of the self 

to ‘go against the odds’, and examines self-efficacy beliefs as an extension of 

and expression of human agency. As career inheritance reflects elements of the 

structure, self-efficacy is at the core of personal agency. According to Bandura 

(2001) people are producers as well as products of social systems, and as much 

agents influencing themselves as they are the influencers of their environments 

(Bandura, 1989). Although the social world is interactive, individuals equipped 

with personal agency, have a differing degree of efficacy to achieve their goals 

(Burke et al., 2009b). Assuming a significant ability and freedom to overcome 

the constraints of a structure, having strong beliefs in one’s capabilities will help 

a person to persist in chosen pursuits (Sewell, 1992).  

Bandura’s (1986) theory of self-efficacy, the most crucial factor that influences 

cognition, has been growing in popularity since the 1990s (Tsang et al., 2012). 

As an expression of human agency, self-efficacy beliefs enable people to take 

charge of their lives, their choices and actions. It is the belief in the self and in 

one’s capabilities that places an emphasis on agency as a more powerful factor to 

structure in guiding people’s actions. Self-efficacy is central to the social 

cognitive theory (SCT), which favours the emergent form of agency, and 

suggests that people’s motivations and actions are influenced by the triadic 

reciprocity between behavioural, cognitive and other personal factors (in the 
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form of cognitive, affective and biological events), and environmental events 

influencing one another (Bandura, 1986). These interactions form a transactional 

view of the self and society, in that social transactions and systems are not 

separated from people and personal agency, and vice versa (Bandura, 2001).  

It is the aim of this section to discuss self-efficacy beliefs, its origins and 

research examples in relation to career studies, as well as the significance of self-

efficacy for this research study. 

 

Human Agency 

According to Bandura (1995), people’s beliefs in personal efficacy are the most 

central mechanism of personal agency, which makes a causal contribution to 

people’s psychosocial functioning. Therefore, the concept of human agency is 

concerned with the power people have to originate actions for a given purpose 

(Bandura, 2001). It allows people to control their cognitive processes, self-

regulate their levels of motivation and activities, as well as explore, manipulate 

and influence their environments (Bandura, 1989; 2001). Although people may 

feel predisposed or preconditioned by birth to certain circumstances, for example 

in the concept of career inheritance, they should realise that these cannot and 

should not imprison them (Usher and Pajares, 2008; Usher, 2009). Through 

personal agency, individuals become the proactive shapers of their environments 

and they are at least in part the creators of their own lives (Bandura, 1997a). To 

reflect the nature and characteristics of agency as operating within the self-

system, there are three types of human agency (Bandura, 1989). The autonomous 

agency demonstrates that humans are independent agents, who guide their 

actions and choices, which are not pre-determined, because people are the 
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masters of themselves. The mechanical agency delineates that internal events are 

the products of external factors (Bandura, 1989). The emergent agency 

emphasises that people are neither autonomous nor mechanical. They make 

causal contributions to their own motivation and action within the system of 

three interacting determinants: the behavioural, cognitive and environmental 

factors (Bandura, 1989). This form of agency is most favoured by SCT, which 

emphasises that the majority of human behaviour is achieved through 

experiential learning rather than through inborn qualities (Bandura, 2001). 

However, SCT recognises two other modes of agency apart from personal 

agency (see Table 3), to signify that personal agency operates within a broad 

network of sociostructural influences occupied and managed by human beings 

(Giddens, 1984; Bandura, 1998a). 

 

Table 3. Three Modes of Agency 

Three modes of agency 
The personal mode 
requires mastery of 

knowledge and skills, 
which enables people to 

better control 
responsibilities, stressors 

and risks, which result from 
applying personal agency. 

The proxy agency enables 
people, who may lack the 
ability to control certain 

aspects of their functioning 
in social conditions, to 

achieve desired results by 
accessing people with 

desired capabilities and 
resources; also used to 

promote self-development 
of personal competencies. 

The collective agency, 
which is highlighted by 
Bandura, points towards 

achieving socially 
interdependent efforts. 

The stronger the 
perceived self-beliefs of 
individual members, the 

higher the groups’ 
aspirations and 

motivational investments 
in their undertakings. 

Source: Bandura (2001: 13-14) 

 

In a social context, where people lack control over certain situations, exercising 

proxy agency gives them the chance to achieve their desired results by receiving 

help from those individuals who have desired capabilities and resources (Table 
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3). In other words, SCT does not prioritise personal agency as the only way of 

accomplishing certain actions, but considers other forms of agency, such as proxy 

and collective, which emphasise the significance of other people. Bandura (2001) 

also distinguishes between four characteristics of human agency, which people 

can use to proactively influence their self-development and adaptation (see Table 

4).  

 

Table 4. Four Characteristics of Human Agency 

Intentionality : a proactive commitment to produce future actions, with 
having potential outcomes in mind 

Forethought : enables people to motivate themselves and guide their 
actions to foresee future events 

Self-reactiveness : agency involves motivation and regulating execution of 
plans, exercised by using self-incentives to give people a 
sense of pride and self-worth 

Self-reflectiveness : self-refection, as well as reflecting on their thoughts and 
actions, helps people to evaluate their motivations, values and 
actions  

Source: Bandura (2001: 6-11) 

 

In relation to career-related decisions, the above characteristics of human agency 

can be conceptualised as techniques that individuals can exercise to achieve the 

highest possible level of development (Table 4). Having set future career 

outcomes, intentionality will lead to being committed to chosen career actions, 

which can be strengthened by self-motivation and guidance. Self-reactiveness 

and self-reflectiveness allow individuals to reflect on their choices, as well as 

assess their performance, evaluate their motivations or values, and set incentives 

to receive a sense of achievement. All four characteristics place control in the 

hands of individuals, putting them in charge of their behavioural actions.  
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Therefore, due to the principles of SCT, human behaviour is considered to be 

determined by a multiauthored influence (Bandura, 1989). People are not the 

primary authors of their lives due the contribution of social, institutional and 

physical factors, as identified in the three modes of agency (Bandura, 1989). This 

approach, due to its focus on factors beyond an individual, helps us to understand 

human cognition, action, motivation, as well as context and influence on 

behaviour (Maddux, 2002; Burke et al., 2009a). The dynamic nature of SCT 

recognises individuals as agents in control of their own lives, whose levels of 

motivation, affective states, and actions are based more on what they believe 

than on what is objectively true (Bandura, 1977b: 2; 1995; Carr, 2004;). By using 

the term self-efficacy, Bandura (1982; 1986) formalised the notion of perceived 

competence and created a theory to explain its development and influences on 

human behaviour (Maddux, 2002). Prior to that, psychological theories were 

founded on behaviouristic principles, which recognise human behaviour as 

shaped and controlled automatically and mechanically by environmental stimuli 

(Bandura, 2001). 

 

2.4.1 The Concept of Self-efficacy  

The foundations of the self-efficacy theory are not entirely new, as beliefs related 

to personal control have been known in philosophy and psychology prior to that 

(Maddux, 2002). The empirical rigour to examine self-efficacy beliefs was the 

new addition brought forward by Bandura (Maddux, 2002). Since then, it has 

been considered as “one of the most theoretically, heuristically and practically 

useful concepts formulated in modern psychology” (Betz et al., 1996: 47). 
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Having self-efficacy beliefs means that an individual is able to control his or her 

behaviour through his or her conscious awareness and confidence to act (Burke 

et al., 2009b). Perceived self-efficacy, as related to one’s own subjective 

judgments, “refers to beliefs in one’s capabilities to organize and execute the 

courses of action required to manage prospective situations” (Bandura, 1995: 2). 

This does not mean, however, that an individual has sufficient capabilities or 

skills to do something. Instead, it is the belief in one’s own capabilities that 

convinces the individual to undertake a certain task. Based on four basic 

propositions of SCT, there are two interacting factors that enable the 

development of early self-efficacy beliefs (Bandura, 1986; 1997a; Maddux, 

2002). Firstly, the use of symbolic thoughts enables people to understand the 

cause-and-effect relationships, and aids in developing the ability to self-observe 

and self-reflect. This is particularly useful when, for example, children are 

learning about themselves and the world, whilst receiving help from others 

(Maddux, 2002). Secondly, social environments influence the development of 

efficacy beliefs, including the influence of parents, which might have positive as 

well as detrimental effects on children’s self-efficacy (Maddux, 2002). 

The triadic reciprocity, which characterises self-efficacy, indicates that a 

person’s behaviour is under the constant reciprocal influence of the environment 

and personal cognitions. Applied in the context of academic performance of 

young people, this suggests that academic performance (behaviour) is influenced 

by how his or her beliefs (cognition) are impacted on by the support provided by 

parents, teachers, and peers (the environment) (Tsang et al., 2012). Furthermore 

because self-efficacy enables individuals to take charge of their emotions, 

thoughts and feelings, perseverance associated with self-efficacy is likely to lead 
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to increased performance and productivity (Cherian and Jacob, 2013). Moreover, 

higher levels of self-efficacy are postulated to lead to ‘approach versus avoidance 

behaviour’, which may be critical to understanding career commitment (Betz and 

Hackett, 2006). 

The self-knowledge about one’s efficacy can be developed and modified through 

four sources. Associating positive experiences with each of these areas is likely 

to increase high levels of perceived self-efficacy, and enable individuals to 

choose the types of information as indicators of personal efficacy (Bandura, 

1977a; 1986; 1998a). Previous accomplishments are the most significant source 

of self-efficacy (Bandura, 1998a), because success achieved on one’s own is 

more meaningful than that achieved with help from others (Usher and Pajares, 

2008). As the sense of self-efficacy develops through repeated success, failures 

or setbacks will begin to have a lesser effect on how the capabilities to perform 

are judged (Bandura, 1986; 1995). Self-efficacy can also be influenced by 

observing and modelling one’s own behaviour on successful others and believing 

that improvement in performance is achievable (Bandura, 1977a; 1986; 1998a). 

By using social models, individuals are also able to judge their capabilities 

against agreed, social standards (Bandura, 1995), and use them as a source of 

aspiration, competencies and motivation (Bandura, 1998a). Encouragement and 

verbal persuasion also increase beliefs in one’s own capabilities, and the ‘you 

can do it’ catch phrase is one of the most common and effective ways of verbal 

support (Bandura, 1986; 1995). However, the effectiveness of social persuasion 

also depends on the skills of self-efficacy builders, whose role is to increase 

people’s belief in themselves and to encourage them to self-assess their 

improvement (Bandura, 1995). Finally, physical and emotional states enable 
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people to judge their capabilities, strength, vulnerability to dysfunction, and learn 

how to act on them to achieve the most desired outcomes (Bandura, 1986; 

1997b). However, when using this fourth source of self-efficacy, it is not the 

strength of physical and emotional reactions that is key, but how these are 

perceived and understood (Bandura, 1995). Personal, situational and social 

factors help to determine how self-efficacy experiences are interpreted, for 

example the perceived difficulty of the task or the physical and emotional state at 

the time (Bandura, 1995). The invitational approach, characterised by using 

perceptual lenses to observe and understand the social world and acknowledge 

new experiences, has been also suggested as another source of self-efficacy 

(Usher and Pajares, 2008; Tsang et al., 2012). As part of the cognitive self-

modelling, imaginal experience has been also proposed, as it allows the 

visualisation of oneself in coping with diverse situations and under challenging 

circumstances (Maddux, 2002).  

Self-appraisal is an effective way to assess performance, providing it has been 

accompanied by self-reflective thought (Bandura, 1986; 1989). Therefore having 

self-efficacy beliefs influences how people think, feel, motivate themselves, and 

act. It also enables individuals to self-regulate their behaviour by cognitive, 

motivational, affective (emotional), and selection processes, which function 

together (Bandura, 1977a; 1977b; 1989; 1995; 1997b). Cognitive processes 

include self-appraisal of capabilities, skills and resources, goal selection as well 

as creating success and failure scenarios to achieve set goals (Tsang et al., 2012: 

3). Cognitive motivators also have an impact on self-efficacy beliefs. People who 

believe they have high efficacy, will apportion failures to insufficient resources, 

whereas those with low efficacy will attribute failure to low ability (Bandura, 
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1995). Motivation can also be regulated by expectations that a given behaviour 

will produce certain outcomes. Interestingly, people act on their belief that they 

can do things, as well as on the belief that they can achieve certain outcomes, 

rather than focusing solely on the required skills (Locke and Latham, 1990; 

Bandura, 1995). The way in which efficacy beliefs contribute to motivation is 

through goals people set for themselves, how much effort they expend, how long 

they will persevere in the face of difficulty, and what their resilience is like 

(Bandura, 1995).  

A significant part of human motivation and behaviour is regulated by expected 

outcomes, as well as anticipated goals and perceived causes of success and 

failure (Bandura, 1998a). Efficacy expectations reflect one’s conviction about the 

ability to successfully execute behaviours to achieve desired outcomes, whereas 

outcome expectations are related to an individual’s belief that particular courses 

of action will produce desirable outcomes (O'Sullivan and Strauser, 2009). Self-

efficacy beliefs, to some extent, control the effects of goals, outcome 

expectations, and causal attributions on motivation (Bandura, 1998b). 

Forethought and retrospective reasoning act as mediators between cognitive 

motivators and actual performance. Through affective processes, people can trust 

in the ability of efficacy beliefs to reduce or eliminate anxiety, whereas through 

selection processes those with high self-efficacy are more proactive in selecting 

and creating a physical and social environment that matches their perceived 

capabilities and resources (Bandura, 1995; Tsang et al., 2012). Bandura (1997a: 

79), however, observed that “information that is relevant for judging personal 

capabilities…is not inherently enlightening”. It is more instructive to find out 

how individuals cognitively process and interpret efficacy-relevant information, 
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as this helps to illuminate the developmental pathways to confidence (Usher and 

Pajares, 2008). This is one of the reasons why this research does not measure 

self-efficacy. Instead, the aim is to listen to participants’ stories, and interpret and 

understand the significance of self-efficacy in guiding their career choices.  

Self-efficacy beliefs, due to their multidimensional nature, are considered 

domain-specific and vary in level, strength, and generality (Zimmerman, 2000; 

Song and Chon, 2012). For example, self-efficacy beliefs will vary across the 

mastery of a first and second language level; the strength will be visible when 

using the language on social or formal occasions; whereas generality refers to 

transferring those beliefs across different language assignments (e.g., written or 

oral presentations) (Tsang et al., 2012). The domain-specific nature of self-

efficacy implies that, for example, one might have high self-efficacy when 

playing the piano, but low self-efficacy when horseriding. 

Although SCT emphasises the triadic reciprocity between the factors that 

influence human behaviour, Giddens and Sutton (2013) emphasise that a 

multiplicity of theoretical thinking is required due to the complex nature of 

human behaviour. In the theory of planned behaviour, human behaviour is 

influenced by behavioural (beliefs about likely consequences), normative 

(expectations of what other people think we ought to do) and control beliefs 

(awareness about factors that might hinder or further performance) (Ajzen, 1991; 

2002). Originating from self-efficacy, an important element of this theory is 

perceived behavioural control (PBC), which emphasises that people’s behaviour 

is strongly influenced by their perceived confidence in their ability to perform it, 

based on the level of control one has over the outcomes (Ajzen, 2002). 

O'Sullivan and Strauser (2009: 253) give an example of PBC, which illustrates 
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that despite unpleasant working conditions, such as poor lighting: “I have 

confidence I can obtain a good grade on this test”. This suggests that the person 

is able to perform a task, because s/he believes s/he has sufficient capabilities to 

overcome the hindrance.  

Whereas self-efficacy is more concerned with achieving desired outcomes and 

performing a behaviour in the future, past experience of a behaviour is the most 

important source of information for PBC (Bandura, 1986). PBC is different from 

self-efficacy beliefs, expectations and outcomes, as it considers the environment 

as critical to the individual’s assessment of his/her ability to perform (O’Sullivan 

and Strauser, 2009). On the other hand, Triandis (1994) emphasises cultural 

influences on human behaviour as more prominent than those related to 

performance or confidence. He believes that cultural background guides 

individuals to a particular type of information, and the performance of behaviour 

is influenced by the habits and intentions of an individual, as well as by the 

facilitating conditions of the environment (Triandis, 1979). 

 

Self-efficacy and Related Concepts 

Although, there is a vast amount of conceptual and empirical work on self-

efficacy, as proposed and developed by Bandura, there is little criticism 

regarding the concept, mainly due to its applicability to all areas of human 

functioning, and being a strong predictor of human behaviour. Researchers often 

demonstrate its characteristics and significance by distinguishing it from other 

closely related concepts. This also helps to avoid confusion and misconception as 

to the meaning of self-efficacy. 

 89 



 CHAPTER TWO: LITERATURE REVIEW 

O'Sullivan and Strauser (2009) distinguish between general self-efficacy (GSE), 

PBC, locus of control (LOC), and self-esteem, as the social cognitive constructs, 

which are often used interchangeably with self-efficacy, but are conceptually 

different (Luszczynska, Scholz and Schwarzer, 2005) (see Figure 1 for a 

description of other related, but different to self-efficacy, concepts).  

 

 

Figure 1. Constructs Related to Self-efficacy 
Source: O'Sullivan and Strauser (2009: 253)  
 

Self-concept, although closely related to self-efficacy, provides a complex view 

of oneself shaped by direct experience and assessment adopted from significant 

others (Zimmerman, 2000). Self-efficacy refers to judgments about one’s 

capabilities to accomplish certain tasks. Self-concept is domain-specific, but not 

task-specific, whereas self-efficacy judgments are both (Bandura, 1986). Self-

concept influences the way in which a person perceives life, and reveals people’s 

beliefs in their personal efficacy (Bandura, 1977b). As a more general concept of 

self-efficacy, it incorporates many forms of self-knowledge (Zimmerman, 2000). 

Within an academic setting the relationship between self-concept and self-
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efficacy suggests that some of the sources responsible for students feeling self-

efficacious may have also contributed to the development of a healthy academic 

self-view (Usher and Pajares, 2008).  

Self-esteem is different from self-efficacy, as it is concerned with the evaluation 

of one’s self-worth (Judge, Erez and Bono, 1998), “which depends on how the 

culture values the attributes one possesses and how well one’s behaviour 

matches personal standards of worthiness” (Bandura, 1986: 410). As people are 

usually not highly efficacious in activities which do not give them a sense of 

pride, they instead choose activities which give them a sense of self-worth. This 

reinforces their feelings of self-efficacy and self-esteem (Bandura, 1977a; 1986). 

Self-efficacy “is not a unitary or global trait, like self-esteem. (…) Rather, self-

efficacy is conceived as a dynamic set of self-beliefs that are linked to particular 

performance domains and activities” (Lent, 2005: 104). 

More recently the focus has been directed from the domain-specific self-efficacy 

to the more general self-efficacy (GSE). This is because the new dimension is 

applicable to various aspects of human functioning, including vocational 

behaviour, and is defined as the ability to perform particular, demanding tasks 

across a variety of situations (Judge et al., 1998; Luszczynska et al., 2005). This 

novel perception has been found to correlate to global self-esteem, LOC, and 

emotional stability (Song and Chon, 2012). However, Judge et al. (1998) suggest 

that LOC focuses on having confidence in controlling outcomes. Those with a 

strong internal LOC believe that they have a high degree of control over life 

outcomes, whereas those with higher external LOC “believe that many 

circumstances in life are beyond their control and that outcomes occur regardless 

of ability or effort” (O’Sullivan and Strauser, 2009: 255). It is generally said that 

 91 



 CHAPTER TWO: LITERATURE REVIEW 

people are more likely to be either stronger in their internal or external LOC 

(O'Sullivan and Strauser, 2009). Bandura (2001) states that GSE does not 

reliably predict behavioural change, mainly because it focuses on global 

confidence rather than on task specificity (O'Sullivan and Strauser, 2009). 

Bandura (2006: 307) also highlights that “the efficacy belief system is not a 

global trait but a differentiated set of self-beliefs linked to distinct realms of 

functioning”, which indicates that self-efficacy beliefs differ on the basis of the 

domain of functioning.  

Maddux (2002) urges that self-efficacy beliefs should not be confused with 

perceived skills, as self-efficacy involves beliefs about the ability to coordinate 

and orchestrate skills and abilities in changing and challenging situations, and 

does not relate to being able to only perform specific, trivial motor acts. Neither 

should self-efficacy be considered equal to a prediction of behaviour, as it is not 

concerned with what one believes one will do but what one can do. Self-efficacy 

differs from causal attributions, because it relates to one’s own beliefs about 

one’s capabilities, rather than explaining events, including own behaviour and its 

consequences, causally (Maddux, 2002). As there is an element of certainty with 

self-efficacy beliefs, they are far from being just intentions related to what one 

will probably do. It is also not a motive, drive, need for control or a personality 

trait as self-efficacy, being a set of self-beliefs, is concerned with the cognitive 

appraisal of skills and abilities to achieve desired performance outcomes 

(Maddux, 2002; Betz and Hackett, 2006).  
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2.4.2 Self-efficacy: Its Application in Career Development Studies 

The concept of self-efficacy has a wide application across many academic 

disciplines. Self-efficacy is a major determinant of a successful performance in 

athletics, and plays a significant role in situations requiring perseverance, such as 

giving up smoking (Bandura, 1986; 1997b) or weight loss maintenance (Burke et 

al., 2015). Self-efficacy beliefs can also help to improve eating habits and can be 

effective in weight loss promotion (Roach et al., 2003). Furthermore, the higher 

students’ beliefs are in their efficacy to regulate their motivation and learning 

activities, the more assured they are in their efficacy to master academic subjects 

(Bandura, 1995). Nevertheless, the power of efficacy beliefs to influence life 

paths is most visible in studies into career choice and development (Lent et al., 

1994) and is strongly supported in the literature (Hackett, 1995; Betz and 

Hackett, 1997; Betz, 2000). Self-efficacy, in the workplace environment, is 

considered as “one’s conviction (or confidence) about his or her abilities to 

mobilize the motivation, cognitive resources, and courses of action needed to 

successfully execute a specific task within a given context” (Stajkovic and 

Luthans, 1998: 66). This definition highlights the multidimensional nature of 

self-efficacy, emphasising action and task-based behaviour (Luthans and 

Youssef, 2007). According to Luthans and Youssef (2007) self-efficacy is 

relevant to positive organisational behaviour, which could also be applied within 

career commitment. It has an extensive and long-established theoretical 

foundation and research support. Self-efficacy has been conceptualised, 

measured and tested as a trait and a state, which is visible in its developmental 

nature over time and in its domain specificity – being efficacious in one context 

does not mean having efficacy in another (Bandura, 1997b). Self-efficacy can 
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also be categorised as a positive state-like, developmental capability, which is 

able to accommodate change and development (Luthans et al., 2007). This 

becomes particularly relevant to the current career and workplace environment, 

characterised as unpredictable, fast-paced and ruthless (Grimland et al., 2011).  

Based on Bandura’s self-efficacy theory, Hackett and Betz (1981) introduced 

career decision self-efficacy, which is defined as having confidence in the ability 

to effectively engage in tasks and activities related to making career decisions 

(Taylor and Betz, 1983; Choi and Kim, 2013). It is a “forward-facing” construct, 

which relates to “beliefs one has about one’s potential in the future” (Higgins et 

al., 2008: 209). Hackett and Betz (1981) differentiate self-efficacy for two career 

types by proposing content and process domains of career decision-making (Choi 

et al., 2012). The content domain is concerned with self-efficacy in a specific 

career field such as maths, writing or science; whilst the process domain relates 

to strategies, which are necessary to guide the decision making processes. The 

Occupational Self-efficacy Scale is an example of the content-domain self-

efficacy (Osipow and Temple, 1996), whereas measures of the process-domain 

self-efficacy include the Career Decision Self-Efficacy Scale (Taylor and Betz, 

1983) and Career Search Self-efficacy Scale (Solberg et al., 1994). It is important 

to clarify that although measures of self-efficacy are being mentioned at this 

point in the literature review, this research does not intend to measure self-

efficacy, but aims to interpret and understand it from participants’ perspectives.  

A “fairly recent approach to understanding the career puzzle” is the SCCT (Lent, 

2005: 101) (Figure 2). This theory incorporates both SCT and the role of self-

efficacy, and thus emphasises the cognitive-person variables, which are 

significant in enabling people to exercise control over their lives, and influence 
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their perceptions of personal agency (Lent et al., 2002a; 2002b). According to 

Betz and Hackett (2006), this is a widely applicable theory and a unifying 

framework, which helps to understand career development processes by bringing 

together elements identified in previous career theories (Lent, 2005; Betz and 

Hackett, 2006), such as person-environment correspondence (Dawis and 

Lofquist, 1984), personality typology (Holland, 1985), and life-span and life-

space approaches (Super, 1990). The SCCT was developed to understand how 

individuals establish their educational and career interests, how they make career 

choices, and how they achieve various levels of success in educational and career 

pursuits (Lent et al., 1994; 2002b). The SCCT is categorised as a content and 

process theory in Patton and McMahon’s (2006) categorisation discussed in the 

previous section of this literature review chapter. 

 

 

 

 

 

 

 

 

Figure 2. Simplified Model of Key Constructs and Processes in Social 
Cognitive Career Theory 
Source: Lent, Hackett and Brown (1999: 301) 
 

As seen in Figure 2, self-efficacy plays a major role as a dynamic set of self-

beliefs specific to a particular performance, that interact complexly with other 

person, behavioural and contextual factors (Lent et al., 1994). Within outcome 
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expectations, there are physical (monetary), social (approval), and self-evaluative 

(self-satisfaction, self-approval) outcomes significant for career behaviour 

(Bandura, 1986; Lent et al., 1994). Together with self-efficacy expectations, 

outcome expectations lead to interest and goals, which result in being determined 

to undertake a certain activity to produce desired outcomes (Patton and 

McMahon, 2006). These three social cognitive variables (self-efficacy, outcome 

expectations, and personal goals) self-regulate and maintain an individual’s 

behaviour, and in particular focus on the development of interests, career 

choices, and career-related performance (Lent and Hackett, 1994). 

The concept of self-efficacy, although historically measured using scales, 

provides opportunities to deepen one’s understanding of individuals’ career 

development (Lindley, 2006). Lindley (2006: 154) discusses self-efficacy as a 

paradoxical concept being both “culturally bound and universally relevant”, as it 

has been criticised for its little application in other cultures. It is most commonly 

used to understand Western cultures, because it is considered an individualistic, 

agentic and highly cognitive construct (Lindley, 2006). However, self-efficacy is 

not about individualism, because it also promotes pro-social orientation; for 

example Gandhi, who exercised self-efficacy, brought about an array of socio-

political changes (Bandura, 2001). Bandura (2001) continues his counter 

argument proposing that personal efficacy is relevant not only to individualistic, 

but also collectivist groups of people, and therefore the collective efficacy beliefs 

can be used to assess efficacy in more collectivist cultures. As many challenges 

and difficulties that people face reflect group problems, exercising collective 

efficacy sustains efforts to create a significant change (Bandura, 1986). 

Moreover, the sense of collective efficacy can strengthen families, communities, 
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social institutions and even nations, and help to solve problems, predict how 

future generations will live, and improve quality of lives collectively (Bandura, 

1986; 1995). Finally, collective efficacy strengthens and elevates feelings of 

personal efficacy, and enables individuals to use their efforts and resources to 

facilitate change (Bandura, 1986: 452; 1995). 

 

Self-efficacy: Examples of Research – Career and Academic Choices 

In order to demonstrate how self-efficacy has been examined and assessed in 

relation to career commitment, the following research examples are discussed.  

According to Chung (2002) high career decision-making self-efficacy indicates a 

greater likelihood of individuals being committed to planning their careers and 

setting career-related goals. Niu’s (2010) findings of the effects of employees’ 

self-efficacy on the levels of career commitment in the food service industry 

support this argument. High self-efficacy indicates higher levels of career 

commitment. Employees become more motivated to pursue self-realisation and 

learn voluntarily (Bandura, 1997b; Niu, 2010). The results also revealed that 

self-efficacy can help to explain the variance in career commitment (Niu, 2010). 

The career decision-making self-efficacy was also found to be related to the fear 

of commitment (Betz and Serling, 1993; Betz, Hammond and Multon, 2005), 

which is an indicator of vocational indecisiveness (Betz and Serling, 1993). The 

findings suggest that commitment to a career might have no bearing on the 

characteristics of the job, but is linked to the fear of commitment and personal 

inability (Betz and Serling, 1993). Self-efficacy – applied in the workplace 

environment – impacts on the learning and performance of employees by 
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affecting their choice of goals, the learning and effort they exert, and their 

persistence to learn new tasks (Bandura, 1982).  

In a study of soon-to-be undergraduates of hospitality and tourism management 

in China, four indirect and statistically significant causal paths were devised to 

determine whether individuals’ career choice goals are influenced by interplays 

of GSE, vocational interests, and person-job fit perceptions (Song and Chon, 

2012). Individuals’ GSE was positively associated with a significant increase in 

perceived vocational interests and person-job fit levels. These in turn positively 

promote the levels of hospitality and tourism management undergraduates’ 

career choice intentions to stay within the industry after graduation (Song and 

Chon, 2012). Assuming that career commitment is a goal, these findings 

demonstrate that the choice of a career is not strictly bound to having strong 

beliefs in one’s capabilities. Instead, it suggests that other decisions and 

considerations related to career have to be made. However, another study found 

that the career decision-making self-efficacy was not predictive of hospitality 

and tourism management undergraduates’ choices (Chuang and Dellmann-

Jenkins, 2010). The study by Choi and Kim (2013), looking into career 

preparation behaviour of hospitality and tourism students, concludes that self-

efficacy, among other factors, impacts on the relationship between students’ 

learning and career behaviour. Furthermore, this relationship varies depending on 

the magnitude of academic achievement, career decision-making, self-efficacy, 

and career preparation behaviour. 

Apart from its role in career choice and decision-making, self-efficacy is also 

influential in the development of interests, values and goals (Patton and 

McMahon, 2006). This section presents self-efficacy as applied to research on 
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academic choice, which was one of the first settings for empirical research on 

self-efficacy (Bandura, 1977b). It also demonstrates its suitability and relevance 

in other domains of human functioning.  

Together with supportive social relationships and positive emotional 

development, self-efficacy is able to effectively enhance students’ learning 

experiences (Bandura, 1977a; Zimmerman, 2000). Self-efficacy is also found to 

act as a strong mediator of students’ learning and motivation to achieve desired 

outcomes (Zimmerman, 2000). Students, who are self-efficacious, have been 

found to participate more readily, work harder, persist longer, and deal better 

with emotions when faced with difficult situations, compared to students who 

lack this self-belief (Bandura, 1997a; Zimmerman, 2000). Self-efficacy and 

personal goals, together with analytic strategies, also have a direct effect on 

organisational performance and contribute to managerial success in raising 

organisational performance (Wood, Bandura and Bailey, 1990). People with low 

self-efficacy, whilst searching for employment, are able to achieve higher self-

efficacy through training and workshops. This also boosts their belief in being re-

employed, and emphasises the beneficial effects of social support (Eden and 

Avirma, 1993). Enhancing self-efficacy, through increasing employees’ 

decision-making and job autonomy, enables them to carry out interpersonal and 

proactive tasks (Axtell and Parker, 2003). 

 

Summary 

The debate on structure and agency presented in the preceding section, leads to 

the discussion of self-efficacy. Understood simply as ‘the power of believing I 

can’, self-efficacy is an expression and extension of human agency. Trying to 
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establish the role of individuals in making their choices, three types of human 

agency are outlined: autonomous, mechanical and emergent. Having considered 

the behavioural, cognitive and environmental factors that influence human 

behaviour, the emergent form of agency is the most appropriate. Apart from 

personal agency, two other modes – proxy and collective – are also discussed. 

This is in response to the principles of SCT, which state that human behaviour is 

determined by a multiauthored influence, and individuals are not the primary 

authors of their lives, as they do not live in isolation. Therefore, social, 

institutional and physical factors have an impact on human behaviour. The 

dynamic nature of SCT recognises that individuals can control their lives, yet the 

level of motivation, affective states, and actions are based more on what they 

believe they can achieve, than on what is objectively true. This leads to a 

discussion of the psychological construct of self-efficacy, which is a self-belief 

that helps to guide individuals’ lives, including their career choices.  

Self-efficacy emphasises that people’s actions to perform a certain behaviour are 

based on their beliefs in what they can achieve, rather than on having the 

appropriate skills. Based on SCT, self-efficacy is characterised by the triadic 

reciprocity between behavioural, cognitive and environmental factors influencing 

one another. The self-knowledge about one’s efficacy can be developed and 

modified through four sources. The most significant source is that of previous 

accomplishments, followed by observing and modelling one’s own behaviour on 

that of successful others, receiving verbal persuasion and encouragement, and the 

perception of physical and emotional states to judge future capabilities. Using 

perceptual lens to observe and understand the social world, and visualising 

oneself as being able to cope with challenging situations are the more recently 
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added two sources of self-efficacy. The knowledge of the sources of self-efficacy 

leads to an even deeper understanding of this construct. In order to demonstrate 

the characteristics of self-efficacy and its significance to understanding human 

behaviour, related concepts are discussed. This also helps to avoid confusion and 

misconception as to what self-efficacy is. 

To illustrate the applicability of self-efficacy to career-related choices, relevant 

research examples are discussed. The career self-efficacy refers to having 

confidence in the ability to effectively engage in tasks and activities related to 

making career decisions. As self-efficacy is domain-specific, for example having 

a high self-belief in the ability to play the piano cannot be translated to playing 

chess, using career self-efficacy allows focusing on career decision-making 

processes. To aid a better understanding of career choices, the SCCT is discussed 

as one of the examples of existing theories, which incorporates SCT and self-

efficacy. This theory is considered to be a widely applicable and unifying 

framework, which helps to understand career development processes by bringing 

together elements identified in previous career theories. In particular, self-

efficacy plays a major role as a dynamic set of self-beliefs specific to a particular 

performance, that interact complexly with other person-specific, behavioural and 

contextual factors.  

To demonstrate that self-efficacy has been examined in relation to career 

commitment, the existing research examples are discussed. What emerges is the 

need to further understand the interaction between self-efficacy and career 

commitment, and how it can be applied in the context of the hospitality industry. 

It is apparent that self-efficacy gives individuals the perception of having the 

ability to perform certain actions, even when they are challenging, which is of 
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great significance to deepening the understanding of how the decision to leave 

the hospitality industry was arrived at.  

 

2.5 Summary of the Literature Review  
 
The literature review has highlighted that due to the changing nature of the work 

environment and shifting understanding of careers, individuals have to guide 

their own career success and take responsibility for their own career choices. 

This is reflected in the shift from traditional, linear career paths to protean 

careers, characterised by changeability, adaptability and flexibility. Individuals, 

rather than the employing organisations, play a fundamental role in career 

decision-making.  

The introductory chapter focused on discussing the current state of the hospitality 

industry, career and education, as the context for primary data collection. From 

the review of literature it emerged that the hospitality industry continues to 

struggle with a number of different factors that impact on the low staff retention 

rates. These include the nature of hospitality work, known for offering long and 

unsociable shift patterns with relatively poor remuneration, as well as a lack of 

consistency between hospitality educators and employers about the usefulness of 

a degree-level education in the area of hospitality management. This latter point 

has contributed to hospitality management graduates’ decision to leave the 

hospitality industry. Although the existing research examples provide answers 

related to the reasons why hospitality management graduates leave or never enter 

the hospitality industry, such as change of interest; better opportunities 

elsewhere; low pay; little opportunity for job progression; long hours; or 

incompatibility with family/social life (O'Leary and Deegan, 2005; Rodríguez 
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and Gregory, 2005; Barron et al., 2007; Richardson, 2009), what is not clear 

from these research examples is how the decision to leave the hospitality 

industry was made. Furthermore, this research study seeks to understand the 

decision to leave the industry from the perspective of hospitality management 

graduates, no longer employed in the hospitality industry, a population group 

which is under researched.  

Three concepts, from different disciplinary backgrounds, namely career 

commitment, self-efficacy and career inheritance, are discussed in the literature 

review chapter and are then identified as the key elements which possible 

interaction may help to answer the research question of this study. Their core 

propositions are summarised below.  

As employees are becoming less able to rely on organisations and more on 

themselves to achieve secure careers, career commitment can be seen as a source 

of occupational meaning. Career commitment is understood as a psychological 

contract between an individual and the career he or she chooses. It encompasses 

elements of both work and life (Meyer and Herscovitch, 2001). It is an affective 

concept, which depicts identifying with a series of related jobs in a specific field 

of work, and is behaviourally expressed in an ability to cope with 

disappointments whilst pursuing career goals (Aryee and Tan, 1992). However, 

the main premise of career commitment is that employees are more interested in 

long-term career promotion opportunities and their loyalties belong to their 

chosen careers, rather than to the employing organisation or employer. This is in 

line with characteristics of the protean career, which allows individuals to focus 

on developing their skills to enhance career success (Hall, 1996).  
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Commitment to a career can be compared to a journey towards self-fulfilment, 

which is a result of exercising personal agency to pursue the desired goal. Yet 

commitment can carry different meanings. It is often considered as an obligation, 

promise, or dedication to something or someone that may restrict one’s freedom 

of action. Therefore commitment to one’s career reflects personal and subjective 

relationships between an individual and a chosen career. The ability to cope with 

disappointments, whilst pursuing career goals, and the ability to take charge of 

career goals plays a significant role in this research, as it allows linking career 

commitment with self-efficacy.  

The second major concept identified in the literature review is derived from 

perceiving career as a legacy. Career inheritance is based on considering careers 

as shaped by the family into which one was born. Thus, pre-career childhood 

experiences and expectations are framed in childhood through family’s 

occupations and socio-economic status (Inkson, 2004; 2007). In other words, 

career inheritance considers characteristics one was born with, as well as those 

acquired since birth to the start of a career, as having a significant impact on 

one’s career choices. Therefore, people may find making career choices 

challenging, because they feel constrained by and unable to remove their 

inheritance, which stops them from becoming the proactive shapers of their 

career paths (Inkson, 2004; 2007).  

The theoretical foundations of this concept are primarily based on Gottfredson’s 

(2002; 2005) theory of circumscription, compromise and self-creation. The 

choice of a career is a developmental process, which commences in childhood 

and is divided into stages that help to narrow down the available career choices. 

Circumscription relates to the process by which children reject alternatives they 
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feel are unacceptable to their evolving self-concept. Compromise involves giving 

up a preferred alternative for that which is more accessible and matches the self-

concept. The notion of self-creation, which was the last component added, is 

based on the nature-nurture theory. Although many characteristics of an 

individual are biologically based, further development of these characteristics is 

shaped by experiences one chooses. In other words, career inheritance helps us to 

determine how much, if at all, our academic and career choices are influenced by 

our family’s occupations and economic and social status, and how this is 

reflected in how committed we are to our careers.  

Self-efficacy, or the power of believing you can, suggests that individuals 

become proactive agents engaged in their development (Bandura, 1986; 1998a; 

Maddux, 2002). Self-efficacy beliefs enable people to take charge of their lives, 

their choices and actions, as well as cope with challenges and difficulties when 

pursuing goals. The core belief is that one has the power to produce effects by 

one’s actions. Having self-efficacy beliefs means an individual controls his/her 

actions through having the confidence to act (Burke et al., 2009b). This does not 

mean an individual has sufficient capabilities or skills to do something. Instead, 

it is the belief in one’s own capabilities that convinces people to undertake a 

certain task. Perseverance associated with self-efficacy is likely to lead to 

increased performance and productivity (Cherian and Jacob, 2013). Unless 

people believe they can achieve desired outcomes, they have little power to 

persevere in their chosen pursuits. As this research is primarily concerned with 

career-related choices and decisions, self-efficacy is understood as having 

confidence in the ability to make career-related decisions (Taylor and Betz, 

1983; Choi and Kim, 2013). Furthermore, research which can determine efficacy 
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beliefs in relation to career decision-making, may also help to establish 

commitment towards the industry (Teng, 2008). 

The reviewed literature on career commitment, career inheritance and self-

efficacy does not inform us on whether these three concepts are indeed 

influential on one’s decision to leave the hospitality industry. Neither does the 

literature consider how they interact with each other, if at all. It is, therefore, the 

aim of this research study to illuminate this possible interaction between these 

three concepts by gathering rich interview data provided by hospitality 

management graduates no longer employed in the hospitality industry. This 

research intends to help us further understand the process of decision-making 

when choosing to leave a job in the hospitality industry.  

The next chapter will explore the proposed research design, which outlines the 

necessary steps to collecting data required to find out how the three concepts 

interact, if at all, and how their interplay might help us to understand the process 

of leaving the hospitality industry.  
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CHAPTER THREE: RESEARCH DESIGN 
 
The aim of this research design chapter is to discuss the most relevant research 

philosophy, explain the research design process that guided the primary data 

collection, and the process of data analysis. This chapter also provides 

justification for the drawing on the principles of life history as the most suitable 

methodology for achieving the purposes of this unique research (Crotty, 1998; 

Creswell, 2003). The elements of this research design, which make up the 

structure of this chapter, and how they inform one another are presented in 

Figure 3 (Crotty, 1998; Hesse-Biber and Leavy, 2010). 

 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Five Elements of Research Design 
Adapted from: Crotty (1998: 4) 
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3.1 Research Philosophies: Some Considerations  

The philosophical position “defines the nature of the “world”, and individual’s 

place in it, as well as the range of possible relationships to that world and its 

parts” underpins one’s ontological and epistemological beliefs (Guba and 

Lincoln, 1994: 107). These then inform the most suitable methodology and the 

research method in order to meet the objectives of this research, which are 

reinforced below: 

Aim:  

To identify key concepts, whose interaction will help to gain insights into why 

hospitality management graduates leave the hospitality industry, and how the 

decision to leave was made. 

Objectives: 

1. To critically review and evaluate the relevant literature in order to 

identify the key concepts whose potential relationship will enable the 

understanding of why hospitality management graduates no longer work in 

the hospitality industry.  

2. To utilise the life history methodology within the context of hospitality 

careers to empirically consider how the identified concepts interact and 

how their interplay helps to gain insight into how the decision to leave the 

hospitality industry was made.  

3. To conduct primary research focusing on hospitality management 

graduates who used to be, but are no longer, employed in the hospitality 

industry. 

4. To understand the process individuals undertake in order to reach the 

decision to leave the hospitality industry.  

5. To inform the hospitality industry and higher education authorities about 

the practical implications of the process of graduates leaving the 

hospitality industry.   
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This research seeks to understand why hospitality management graduates leave 

the hospitality industry, by examining the interaction between self-efficacy, 

career inheritance and career commitment. Lewis (2002: 17) succinctly explains 

that in order to conceptualise phenomena, one has to adopt “some picture of the 

nature of social being (…) to clarify the precise character of theoretical positions 

and arguments”. Therefore through obtaining glimpses of participants’ 

perceptions of social reality, the researcher is able to come closer to 

understanding parts of that reality. This, however, does not suggest the relativist 

route of multiple realities, neither is this research searching for a single, 

verifiable truth (Patton, 2002). 

The construction of knowledge in this research results from an interaction 

between the researcher, who leads the interview process, and each participant. 

Each participant constructs stories as a means of communicating various life 

events through remembering and recalling their experiences whilst answering 

interview questions. This research does not aim to produce findings, which could 

be replicated in other research settings, under similar conditions. Instead, it is of 

an explorative nature and seeks to provide practical answers, as well as 

conceptual findings about the process of leaving the hospitality industry. What 

participants choose to say about the hospitality industry is their perception of this 

social reality, and is at the heart of this research. It does not seek to uncover one, 

ultimate truth, although it acknowledges that what participants choose to share in 

interviews is true for them in this context and at this specific time. Instead, it 

seeks to understand how the decision to leave the hospitality industry was arrived 

at. Knowledge is therefore contingent on understanding. “Meanings cannot 

properly be measured and compared, only understood and described” (Mingers, 
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2000: 1263; Sayer, 2000). Meaning is also at the centre of the interpretive 

process, which is employed to analyse data (Warren, 2002). Furthermore, as the 

chosen research approach is of a qualitative nature, it “shifts the goal of quality 

control from objective truth of statements to understanding by people” (Stiles, 

1993: 596). 

In this research, objectivity is neither sought nor can it ever be fully grasped. As 

the knowledge of the hospitality industry is socially constructed, the researcher 

seeks to explore and understand the process of knowledge construction through 

in-depth interviews. Moreover, the researcher seeks to establish how certain 

events in people’s lives directed them towards their particular perceptions of the 

hospitality industry, and the extent to which, if at all, self-efficacy and career 

inheritance have any influence on the levels of career commitment and the 

subsequent decision to leave the hospitality industry. 

 

3.1.1 Critical Realism  

The researcher’s ontological position is informed, in part, by her past experience 

as a hospitality industry employee, and a graduate of a hospitality management 

degree. Her way of understanding the world is also derived from her Christian 

beliefs. These have shaped the ways in which she understands the social world 

around her, including the hospitality industry. It is common and often 

recommended for researchers to research the phenomena of which they have 

some prior member knowledge. In particular, this enables them to gain access to 

potential candidates, gain trust and understanding, and tease out layered 

meanings of participants’ experiences, which may not be easily spotted by 

novices in the field (Johnson, 2002). Although the way of understanding and 
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interpreting the world around us, as well as prior knowledge of the phenomenon 

being explored, together with the researcher’s gender, nationality, religious 

beliefs, or social and economic status, all have potential implications for the 

choice of research questions, philosophical position, and the methodology of the 

research design (Rose, 1997; Nixon, Walker and Clough, 2003; Sikes and 

Goodson, 2003; Etherington, 2004), the researcher has attempted to remain 

unbiased during the interview process in order to allow particpants’ perceptions 

to emerge organically. Following Garrison’s (1996) advice, the researcher did 

not try to free herself of all the possible bias, but instead examined her 

historically inherited yet unreflectively helped prejudices to ensure that these 

were not disabling her efforts to understand participants’ views.  

The researcher considers reality to exist independently of people’s awareness of 

it, whether there is anyone to experience it or not. However, unlike positivists, 

there is the possibility of other valid accounts of any phenomenon, as people are 

not omnipotent, and they are not able to have an objective knowledge of the 

world. Furthermore, as theories about the world are contingent on particular 

perspectives and worldviews, “all knowledge is partial, incomplete, and fallible” 

(Maxwell, 2012: 5). Although critical realists accept the assumption that the 

world is open, diverse and complex, they emphasise that because of “the 

daunting complexity of the world and the fallible and situated character of 

knowledge, it is possible to develop reliable knowledge and for there to be 

progress in understanding” (Sayer, 2000: 30). This standpoint also moves away 

from relativism, which indicates that “all tenable statements about existence 

depend on a worldview, and no worldview is uniquely determined by empirical 

or sense data about the world” (Patton, 2002: 97). These basic assumptions come 
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under the philosophy of critical realism pioneered by Bhaskar (1998), and are 

further explained by Sayer (2000) for whom this form of realism is the most 

comprehensive and detailed (Easton, 2010). McGrath (2004: 142-143), a leading 

Christian theologian and apologist, quotes Wright (1992) who defines critical 

realism as “a way of describing the process of ‘knowing’ that acknowledges the 

reality of the thing known, as something other than the knower (hence ‘realism’), 

while also fully acknowledging that the only access we have to this reality lies 

along the spiralling path of appropriate dialogue or conversation between the 

knower and the thing known (hence ‘critical’).” In other words, knowledge, 

which concerns realities independent of the knower, can never exist separately 

from the knower (McGrath, 2004). Critical realism was developed as a result of 

“limitations of modern idealism and empiricism, and postmodern pragmatism 

and anti-realism’ (Wright, 2013: 10). Although often referred to as an ontological 

position, critical realism “is a philosophy of science that stands midway between 

positivism and a more current postmodernism” (Archer, Collier and Porpora, 

2004: 1). Alvesson and Sköldberg (2009) discuss Bhaskar’s version of critical 

realism, alongside positivism, post-positivism and social constructionism, as an 

overarching philosophy of science. Critical realism is also considered as a 

research methodology, and an approach to social science, which aims to rebuild 

the division between voluntarism and determinism (Sayer, 2000; Lewis, 2002). 

Blaikie (2007) refers to critical realism as an ontological position, calling it a 

depth realism, whereas Maxwell (2012) refers to it as an amalgamation term of 

other versions of realism, which is not entirely based on Bhaskar’s (1975) critical 

realism, but which agrees with the range of other names of critical realism, such 

as subtle or emergent realism.  
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In this research critical realism, a philosophical position, signifies ontological 

realism and epistemological relativism or constructivism (Maxwell, 2012; 

Bhaskar, 2013). This means that the researcher, as a critical realist, believes in a 

real world existing independently of people’s perceptions, theories and 

constructions of it, whilst acknowledging that people’s understanding of the 

world is a construction from their own perspectives and standpoints, which are 

socially, culturally and historically conditioned (Maxwell, 2012). Therefore it 

commits “to the existence of a real, though not an “objectively” knowable, 

world” (Maxwell, 2012: 10). 

There are three fundamental pillars of critical realism as defined by Bhaskar 

(1998; 2008). These are ontological intransitivity, epistemic relativity and 

judgmental rationality (Wright, 2013). Although judgmental rationality will be 

briefly discussed, it is the ontological realism and epistemological relativism that 

are crucial to this research, as they capture comprehensively the way in which 

the researcher refers to reality and knowledge. The existence of the world 

independently from people’s knowledge, theories and constructions of it is linked 

to Bhaskar’s (1975) distinction between the intransitive and transitive 

dimensions of knowledge (Sayer, 2000; Maxwell, 2012). Physical processes and 

social phenomena that constitute the world are part of the “intransitive” 

dimension of science, whereas the changing understanding of the world is the 

“transitive” dimension – just because the understanding of the world changes, it 

does not mean that the world itself changes too (Hartwig, 2008: xvi). Although 

easier to grasp in relation to theories of science, this distinction is more difficult 

to understand when discussing the social world (Sayer, 2000). The social world 

is socially constructed, thus it cannot be completely independent of people’s 
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knowledge of it. For example, the researcher’s possible change of perception of 

the hospitality industry after a number of interviews, is unlikely to bring about an 

actual change to the industry (Sayer, 2000). It can be said that social scientists 

have a role in interpreting, rather than constructing the social world (Sayer, 

2000). Therefore, the distinction between transitive and intransitive science 

allows “to claim the existence of an external reality, to accept that knowledge of 

this reality is fallible, and to seek the task of science as improving our 

interpretations of reality, rather than seeking definitive truths” (Blaikie, 2007: 

148).  

The reason why critical realism is often referred to as a depth ontology, is 

because it disagrees with a view that the real can only be reduced to experience, 

and instead distinguishes between three levels of reality (Clegg, 2006; Wright, 

2013). This is in contrast with empirical realism, which considers the world as 

made up of observable objects, as well as idealism which claims that nothing is 

real (Sayer, 2000). The first level of reality – the real domain – refers to 

underlying mechanisms, which produce certain outcomes, whether they can be 

experienced or whether people may have knowledge or understanding of them 

(Clegg, 2006). All true knowledge is knowledge of this underlying level 

(Bhaskar, 2013). This domain also refers to the realm of objects including their 

structures and powers, whether physical or social (Sayer, 2000). Thus it is the 

most complex domain, which includes mechanisms, events and experiences 

(Clegg, 2006). The actual domain includes only events and experiences, whereas 

the empirical domain refers to only experiences (Bhaskar, 1975). For example, 

because of socialisation and education, an individual has the power to work even 

when he is unemployed (Sayer, 2000). The actual domain is concerned with what 
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happens when the power of objects is activated. Critical realists will be interested 

in the outcome of the previously unemployed person doing some work. The 

empirical domain is that of experiences, regardless of whether there is someone 

to observe them or not. One way of understanding and acknowledging the 

existence of an unobservable entity is by referring to its observable effects as 

products of that entity; in this research trying to understand the underlying 

reasons behind hospitality graduates’ decision to leave the hospitality industry 

(unobservable entities) is based on the premise that the industry struggles to 

retain committed and educated hospitality graduates (the product of that entity). 

The interaction between these three domains is illustrated in Figure 4.   

 

 

 

 

 

 

 

 

 

Figure 4. The Stratified Reality Applied 
Adapted from: Bhaskar (1978: 130) in Elder-Vass (2007: 161) 
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decision to leave the hospitality industry, beyond the observable experiences and 

events, such as signs of unhappiness due to long and unsociable working hours. 

The real, actual and empirical domains of reality indicate a stratified ontology 

and therefore observable objects of events are real and so are mental states and 

attributes (Bhaskar, 2013). For critical realists, reality is value-laden. Just 

because kindness or love cannot be measured, this does not make them any less 

real. Reality is also open and dynamic, because it is not justified by gathering 

data on regularities, repeated occurrences, or the same number of reasons for 

hospitality graduates to leave the industry (Bhaskar, 2013; Wright, 2013). 

Critical realists deny causality as understood by empiricists, as being only a 

metaphysical notion or enabling the explanation of associations between 

variables, based on regular occurrences of events (Sayer, 2000). Causation, 

according to critical realists, is based on explaining mechanisms, which enable 

interactions between objects or events (Sayer, 2000; Blaikie, 2007). As causality 

is no longer bound by quantitative approaches, this research aims to explain the 

interaction between the three concepts (Maxwell, 2005: 22-25). Whereas 

quantitative researchers are interested in whether and to what extent variance in x 

causes variance in y, qualitative researchers look for the “how x plays a role in 

causing y, what the process is that connects x and y” (Maxwell, 2005: 23). 

Applying this to the conceptual framework, this research seeks to gain insights 

into the interaction between self-efficacy and career inheritance and their impact 

on career commitment. Therefore, the practical elements of this study are to 

generate understandable and credible results, both to participants and a wider 

audience, as well as to improve existing practice and engage with hospitality 

professionals and academia.  
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Another assumption of critical realism is the denial of the existence of objective 

knowledge, and the belief that knowledge about the world is always limited and 

epistemically relative (Wright, 2013). For example, a psychiatric patient who 

believes his doctor to be Superman, still lives in the same world and the same 

reality as the doctor, no matter how inadequate his beliefs might be (Wright, 

2013). For Bhaskar (2013), ontology and epistemology should not be regarded as 

being equivalent. “All knowledge is value-laden and theory-laden” (Archer et al., 

2004: 1). Epistemic relativism recognises that there are limits to our knowledge; 

however, it does not reject the actuality of genuine knowledge or possibility of 

creating better knowledge in the future (Wright, 2013: 14). “Knowledge or 

beliefs about reality are always socially and historically conditioned” (Archer et 

al., 2004). In order to avoid committing epistemic fallacy – reducing ontology to 

epistemology by suggesting that reality is limited to human knowledge – it is 

necessary to remember that it is the reality that progressively shapes epistemic 

criteria, suggesting again the primacy of ontology (Mingers, 2000; Wright, 

2013). This is why critical realists place emphasis on ontology over 

epistemology. It is the existence of an object or phenomenon that allows the 

researchers to determine their epistemologies. Although critical realists accept 

that the knowledge of the world is socially constructed, they differ from social 

constructionists in that they accept the possibility of knowing reality, whereas 

social constructionists reject reality and focus on uncovering the constructions 

made by social actors (Easton, 2010). If one believes that knowledge is not 

discovered but constructed, and that the mind is active during knowledge 

constructions, then every human being is a constructivist (Schwandt, 2000). As a 
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result of creating those constructions, mental representations are created in the 

form of models, concepts and schemes (Schwandt, 2000). 

The final pillar of critical realist philosophy is judgmental rationality, which 

“means that we can publicly discuss our claims about reality, as we think it is 

(…) and arrive at reasoned judgments about what reality is objectively like” 

(Archer et al., 2004: 2). It relates to the ability of critical realists to make sense of 

the world, through the retroductive process – “engaging in judgmental rationality 

a posteriori, in light of and in response to our already established and ongoing 

knowledge relationships” – by allowing the inner nature of the objects to model 

and influence our understanding without letting our preferences and prejudices 

have an influence (Wright, 2013: 16). Although critical realists reject the view 

that there are multiple realities, meaning independent worlds that are socially 

constructed by different individuals and societies, they do not reject the idea that 

there are many perspectives of the same reality. The reality we all share is cross-

cultural (Maxwell, 2012). Concepts and perspectives about the hospitality 

industry help in understanding that social reality. Although they might be 

different for the researcher and participants, they are still part of the same social 

world. Even though this research does not seek an absolute truth, the accounts of 

understanding can be more or less correct, because of the premise of judgmental 

rationality employed in this research design. The notion of multiple perspectives 

of reality, which are person-specific, are related to a mental domain of existence, 

and are linked to epistemology, which helps in finding out how reality is 

understood and grasped. The role of the researcher will be to allow the nature of 

the interaction between the three concepts to help illustrate the course of the 
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process of leaving the hospitality industry without letting the researcher’s 

preferences and bias have any influence.  

 

Critical realism is still growing in popularity within qualitative research 

(Maxwell, 2012). The acceptance and future recommendations of critical realism 

as a sound and rigorous philosophical position in social science research has 

been set forth by Porter (2007) in his paper on realism and validity, Manicas 

(2009) on critical realism and qualitative methods, and Easton (2010) in the case 

study research. In a study concerned with the self-designed careers in later life, 

Platman (2003) uses critical realist perspectives, which enable studying the 

power individuals have to control their employment possibilities, thus careers, 

before and after retirement (Archer, 1995; Parker, 2000: 69-85).  

Despite its increased use in qualitative research, critical realism has been 

criticised on the basis of its two assumptions. Alvesson and Sköldberg (2009) 

question critical realists’ claims of the possibility of objectively grasping reality, 

and the concepts of structure and mechanism, and their function in the research 

process.  

In this research, critical realism is not a prescriptive methodology, but a research 

philosophy, which supports the chosen research methodology (Platman, 2003). 

Although critical realism has been used as a methodology within the disciplines 

of psychology, sociology and anthropology, its main principles are founded on 

the assumption that to understand the general, the analysis of the particular 

should take place (Cole and Knowles, 2001). This is in line with the life history 

methodology chosen for this research, which also emphasises that an 
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understanding of an individual leads to a better understanding of the social world 

(Cole and Knowles, 2001). 

 

3.1.2 Interpretive Understanding  

The researcher believes that people continually interpret and reinterpret the 

world around them, therefore the social world of participants can only be 

understood from their perspective of it. Interpretivists are concerned with 

understanding social action, which is meaningful, and cannot be detached from 

its context but understood through an interpretation of participants’ actions 

(Schwandt, 2000). In this research the focus is placed not so much on 

understanding participants’ actions per se but more specifically on understanding 

their academic and career choices.  

The researcher is “concerned with ‘subjectivity’, with ‘understanding’, with 

‘agency’ and the way people construct their social world, and introduces 

complexities that involve elements of uncertainty” (Grix, 2004: 83). The 

interpretive understanding places emphasis on meaning, including cognition, 

affect, intentions and anything else within the participants’ perspective. As 

emphasised by Maxwell (2005), this perspective is not reduced to the accounts of 

events or actions, but it reveals elements of the reality under investigation. 

Participants partake in the process of interpretation by not only retelling their 

stories, which in itself can be called interpreting, but also by interpreting the 

questions they are asked. This is one of the reasons why the structure of 

questions is important; keeping them in everyday English should minimise 

potential confusion with regard to their meaning. Therefore interpretivism 

assumes an epistemological understanding of understanding, and “it considers 
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understanding to be an intellectual process whereby a knower (the inquirer as 

subject) gains knowledge about an object (the meaning of human action)” 

(Schwandt, 2000: 193-194). This means that the way in which participants 

understand the meaning of questions, and how they interpret them, is somewhat 

conditioned by their perspectives and worldviews. The same can be said for the 

researcher who understands and interprets participants’ stories with previously 

established beliefs, assumptions and conceptual frameworks. As Schwandt 

(2000) further explains, Gadamer’s notion of philosophical hermeneutics states 

that understanding is indeed interpretation, which implies that the exercise of 

understanding the social world of participants is based on interpretation.   

Interpretivism, which in this research is an overarching approach that guides the 

analysis and understanding of data, is often considered to be one of the five 

approaches or paradigms available to researchers alongside positivism, 

postpositivism, critical/transformative and pragmatism (Guba and Lincoln, 1994; 

Crotty, 1998; Goodson and Phillimore, 2004; Creswell, 2014). It is the chosen 

approach because, as opposed to positivism, it places significance on 

participants’ opinions, feelings and judgments, and does not consider reality as 

only known through observable experience (Patton, 2002; McGrath, 2004; 

Cohen, Manion and Morrison, 2007). Also, it does not seek causal explanations 

of social, behavioural or physical phenomena through observation, which is the 

focus of any science according to positivism (Schwandt, 2000). Although 

postpositivism could have been chosen as the suitable research approach, unlike 

interpretivism, its aim is to indicate a failure to reject, rather than to prove a 

hypothesis, which this research does not engage in. Also it considers researchers 

to be value free, which does not follow the premise of this research, which aims 
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to understand the reality of leaving the hospitality industry from the perspective 

of participants (Guba and Lincoln, 1994; Grix, 2004; Goodson and Phillimore, 

2004; Creswell, 2014). The emphasis is placed on understanding the elements of 

the social world through participants’ eyes (Creswell, 2003; Cohen et al., 2007). 

The critical or transformative approach would not be suitable for the purposes of 

this research, because it aims to bring about change through political and social 

agendas and engage with underprivileged groups of people.  

Although being a pragmatist allows putting aside methodological orthodoxy in 

favour of methodological appropriateness, this approach is not considered 

feasible, due to its lack of ontological and epistemological bases. Moreover, the 

primary focus of pragmatism is on the outcomes of the research, and a ‘what 

works’ policy to answering research questions (Patton, 2002; Cohen et al., 2007; 

Creswell, 2014). Therefore, interpretivism is applied as a research approach and 

a qualitative stance under the umbrella of interpretive understanding, alongside 

social constructionism, as categorised by Schwandt (2000). The researcher, as a 

critical realist, is very clear on her ontological and epistemological beliefs, and 

regards interpretation as a tool which allows understanding participants’ 

perceptions of social reality. She also believes that interpretive understanding is 

not constrained to a certain paradigm or approach, but it is practised by every 

researcher. Therefore, if one agrees that everything is seen through the lens of 

interpretation, then everything is established by interpretation; knowledge is thus 

contextual and based on an individual perspective (Schwandt, 2000). As a result 

of that, it is irrelevant to explain and verify one interpretation against another on 

the basis of its correctness. Interpretations are nothing more than expressions of 

personal and political subjectivity, which is socially, culturally and historically 
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conditioned. The way interpretation is understood in this research is as a process 

of acquiring and understanding knowledge. Therefore interpretation is only good, 

or valid, in the view of each interview. As Fay (1996: 77) explains, the “content, 

meaning, truth, rightness, and reasonableness of cognitive, ethical, or aesthetic 

beliefs, claims, experiences or actions can only be determined from within a 

particular conceptual scheme”. This view of somewhat conditioned or situated 

knowledge leads to epistemological relativism (Schwandt, 2000). As 

understanding is produced in a dialogue, in this research understanding results 

from the stories participants are willing to share with the researcher. The stories 

do not exist ‘out there in the world’, but they are constructed and come to exist 

during the interview process (Schwandt, 2000).  

 

Qualitative Approach  

In order to understand participants’ perspectives of the reality of leaving the 

hospitality industry, the qualitative research approach is employed. It allows us 

to perceive social life as a result of interactions and interpretations, and generate 

analyses which are “detailed, ‘thick’, and integrative” (Liamputtong and Ezzy, 

2005: 2; cf. Phillimore and Goodson, 2004; Maxwell, 2005). It also enables 

interpreting phenomena in participants’ natural settings, gain insiders’ 

perspectives, and better understand the way things appears to others (Barritt, 

1986; Phillimore and Goodson, 2004). Perspectives in this research are 

considered as ‘fractured subjectivities’ which, in relation to interviewing, suggest 

that a dialogue between the researcher and the participant is grounded in 

different perspectives (Luff, 1999: 701, in Warren, 2002). The ability to call this 

research qualitative lies in acknowledging the perspectives of participants, as it is 
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not sufficient to focus only on the established views of the researcher (Maxwell, 

2005). This approach also facilitates the unveiling of new ways of knowing by 

employing life history, as a methodological approach (Phillimore and Goodson, 

2004). Moreover, as this research considers knowledge to be socially 

constructed, the attention is placed on participants’ role in the active construction 

of this new knowledge by recalling their past experiences and events, and 

creating life stories during the interview process (Miller, 2000; Goodson and 

Phillimore, 2004).  

 

3.2 Research Design  

The choice of a conceptual framework plays a significant role in the design of a 

qualitative research study (Milner and Hoy, 2003; Hutchison et al., 2006). It is a 

“system of concepts, assumptions, expectations, beliefs, and theories that 

supports and informs your research” (Miles and Huberman, 1994; Robson, 2002; 

Maxwell, 2005: 33). It becomes an overarching guide for the design of data 

collection and analysis (Hutchison et al., 2006). In this research, the conceptual 

framework is based on the exploration of the interplay between career 

inheritance and self-efficacy, and its possible influence on career commitment. 

This framework is chosen with the aim of providing some answers to the 

research question: How was the decision to leave the hospitality industry was 

made? Critical realism informs the way in which the researcher understands the 

nature of reality and knowledge, with a view to getting to know the social world 

of hospitality management graduates and their academic and career choices.  
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3.2.1 Life History: The Chosen Methodological Approach  

Having discussed critical realism as the philosophical position of the researcher, 

which underpins the conduct of this research, the following section discusses life 

history as the chosen methodological approach. It is proposed that by listening to 

individuals’ life stories, and learning about their academic and career decisions, 

the researcher will be able to capture why hospitality management graduates 

decided to leave the hospitality industry, and how they came to make that 

decision.  

Life history is an umbrella term for life writings, alongside life stories, 

autobiographies, journals, diaries, portraits, profiles, memoirs and case studies; 

each of these variants focuses on a different perspective (Smith, 1994; Ladkin, 

1999). Life history has been used in research for many purposes, which have 

included gaining a better understanding of cultural notions, understanding the 

sociocultural environment, linking personal stories with wider public issues, and 

gaining information on personal development (Thomas and Znaniecki, 1927; 

Tierney, 2000; Berger, 2008; Giddens and Sutton, 2013). Despite its different 

purposes, the consent across disciplines that use life history, is that the individual 

is considered “as a window onto broader social and societal conditions” (Cole 

and Knowles, 2001: 12). Furthermore, life history is considered as part of 

biographical research, narrative inquiry or a qualitative approach to inquiry 

(Chase, 2005; Creswell, 2007; Giddens and Sutton, 2013), but for the purposes 

of this research it is used to understand how selected significant life moments 

impact on participants’ decision to leave the hospitality industry (Atkinson, 

2002).  
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The definition of life history depends primarily on the discipline in which the 

study is located (Tierney, 2000; Atkinson, 2002), as life history often means 

different things to different researchers (Tierney, 2000). Tierney (2000: 539) 

suggests that life history, because of its many different scopes and focuses, can 

be defined “by the way of method (interviews and observations), theoretical 

vantage point (hermeneutics, phenomenology), or disciplinary perspective 

(psychology, anthropology, sociology).” In this research life history is 

considered to be a methodological approach, which facilitates detailed and in-

depth exploration of the development of personal experiences, feelings and 

emotions (Ladkin, 1999; Johnson, 2002). It also helps to understand how the past 

has shaped one’s life choices leading up to the present (Goodson and Phillimore, 

2004). Life history “refers to the account given by an individual, only with 

emphasis upon the ordering into themes or topics that the individual chooses to 

adopt or omit as s/he tells the story” (Miller, 2000: 19). In the process of retelling 

stories the researcher, apart from being a passive listener, also plays an important 

role by prompting, gathering, and interpreting biographical information, and then 

ordering them into relevant themes during the data analysis stage (Hatch and 

Wisniewski, 1995). Although the quoted definition by Miller (2000) originally 

referred to a life story, it has been adopted for the purposes of this research to 

explain the term life history. It is the historical categorisation of individuals’ 

events, and looking at one’s ‘life as a whole’ that are significant for this research 

(Atkinson, 2002). Life stories and life histories have often been confused as 

synonymous because they are closely related. However, the former focuses on a 

lengthy account of an entire life of a single individual, whereas the latter is more 

interested in historical and important events impacting on the lives of one or 
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more people (Miller, 2000). Also historically, life story used to be the term that 

referred to the account given by an individual about his or her life, whereas a 

version of one’s life supported by newspaper reports, official records or diaries 

was called life history (Miller, 2000). Since the influence of the narrative 

viewpoint, life history has now been considered as consisting of many events 

often arranged chronologically, without the need for validation with external 

sources (Miller, 2000). 

Life history also differs from oral history in that the former is more concerned 

with symbols and meanings in relation to social context and history, whereas the 

latter is more concerned with individuals’ lives and lived experiences and the 

meaning attached to those (Candida-Smith, 2002). Similarly, storytelling is 

central to narrative analysis but, as opposed to life history, which focuses on an 

individual’s experiences in the social context, it is the story itself that becomes 

the “object of investigation” (Riessman, 1993: 1). Furthermore, researchers 

adopting a narrative approach are most likely to be interested in carrying out a 

life story, with a focus on events of one’s lifetime, achieved by a fluid and 

ongoing development of participants’ viewpoints during the telling of the story 

(Miller, 2000). Whereas, a life history, which is a recollection of events, is 

collected by, what Miller (2000) refers to as realist and neo-positivist approaches 

characterised by inductive and deductive approaches, respectively. Therefore, in 

this research every participant’s life history is constructed from many life stories. 

In addition, each life story is complex and indicates patterns, perceptions, and 

processes that allow the researcher to understand participants’ lives. There is an 

infinite number of events and occurrences that are contained in individuals’ lives, 

and participants choose the events they feel are relevant to answering interview 
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questions (Miller, 2000). Life stories, related to people’s academic and career 

choices, are being constructed through the dialogue during an interview process 

(Liamputtong and Ezzy, 2005), and emerge during the interaction between the 

participant and the researcher, who is a passive listener. A life story also unfolds 

“against the backdrop of a biographical structure of meaning, which determines 

the selection of the individual episodes presented” (Rosenthal, 1993: 61-63). As 

Atkinson (2002: 127) points out, “life stories offer glimpses of the sometimes 

hidden qualities and characteristics that make us all so fascinating, and fun to 

listen to.” Etherington (2009) further emphasises that life history methodology 

highlights participants’ stories of their past experiences against the background 

of their entire lives. Knowledge and understanding that emerges from life 

histories comes as a result of uncovering different layers of understanding about 

participants; in this research they are related to their academic and career 

choices. But apart from local meanings and personal context, life stories have 

somewhat transforming consequences. They may change the way participants 

perceive their future, based on the retelling of past events, and may also 

emotionally impact on the researcher (Etherington, 2009).  

The type of life history employed in this research is retrospective, rather than 

contemporaneous, which means that past events are reconstructed from the 

present feelings and interpretations of participants (Cohen et al., 2007). It also 

enables the researcher to get to know participants, and learn more about their 

habits, daily routines, fears, loves, gestures, ceremonies, and traditions of their 

lives (Hagemaster, 1992). One disadvantage of this type of life history is that 

participants might not remember exactly how certain career decisions were 

made, and therefore retrospective analysis based on memory are often considered 
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unreliable and inaccurate (van Rheede et al., 2009). Although the researcher does 

not attempt to uncover a single, universal truth, she will seek to cross-check the 

trustworthiness of stories by asking participants to reflect on their academic and 

career choices (see Table 6, p. 145 question 20).  

Apart from learning about the details of one’s life, life history also allows us to 

explore and understand the structure of events that shape people’s life history 

(Liamputtong and Ezzy, 2005). It also helps us to recognise the existence of 

individuals’ lives within social and institutional structures, and highlights the 

conceptual argument of an individual becoming a lens into broader social 

contexts, in this instance into the course of leaving the hospitality industry (Dex, 

1991).  

Although the use of life history as a methodological approach is still considered 

at the infant stage in relation to tourism and hospitality research (Goodson and 

Phillimore, 2004), Ladkin (1999) identified reasons for using life history 

methodology in social science research, in particular in hospitality and tourism 

research (Ladkin, 2004). Using life history allows the exploration of social 

change, and the detail and intimacy of gathered stories enables us to understand 

the feelings and emotions of respondents (Goodson and Phillimore, 2004). 

Furthermore, investigating the past provides new insights about the present 

situation, and this approach has previously been used to explore areas of human 

behaviour and economic status. Life history can also be used for exploratory 

purposes, to complement other research methods, or in under researched areas 

(Ladkin, 1999).  

Apart from the advantages of using life history, this methodological approach 

has been criticised in a number of ways. It provides vague and not generalisable 
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results, and the credibility and scientific validity of data has also been 

questioned; all of which are closely linked to the criticism of qualitative research 

per se (Ladkin, 1999; 2004). To provide counter arguments for the above 

criticism, the researcher draws on the appropriateness of this methodology for 

answering research questions. The aim of this research is not to provide 

generalisable results, as it is of an exploratory nature, and the emphasis is placed 

on understanding how people come to decide to leave the hospitality industry. 

Furthermore, obtaining life histories through interviews provides the researcher 

with psychological and sociological uses. It enables learning about human 

experiences, and how the self evolves over time within society, culture and 

during a particular moment in time. It also positions the participant within a 

specific community, acknowledging its influence on his or her experience 

(Atkinson, 2002). Issues with regard to credibility and validity of life history 

findings are dealt with in the next section. 

 

To summarise, the chosen philosophical position is informed by Bhaskar’s 

version of critical realism, which assumes an ontological realism and 

epistemological relativism. Reality exists independently of one’s experience of it. 

Because humans are not omnipotent and are not able to have a fully objective 

knowledge of this reality, their knowledge is relative and socially, culturally and 

historically conditioned. This resonates in an interview process, as both the 

participants and the researcher live in the same reality, but it is the participant’s 

perspective of that same reality the researcher is trying to understand. 

Knowledge about the process of leaving the hospitality industry is constructed 

during the interview process by participants who recall their experiences about 
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academic and career choices. Maxwell (2005) emphasises and agrees with the 

view that it is impossible to achieve an objective, “God’s eye view” in research; 

he further states that “any view is a view from some perspective, and therefore is 

shaped by the location (social and theoretical) and “lens” of the observer” 

(Maxwell, 2005: 39). However, the researcher aims to reduce her bias by 

engaging in judgmental rationality by putting aside her previously acquired 

knowledge and allowing participants to guide and take ownership of their 

experiences of leaving the hospitality industry. In order to understand the social 

reality of participants who have decided to leave the hospitality industry, life 

history is employed as the chosen methodological approach. The chosen 

methodological approach will enable the researcher to discover how certain life 

events and significant others have influenced participants’ choice of a hospitality 

industry as an employment setting, and how the decision to leave the industry 

was made. Furthermore, this allows the researcher to achieve a perspective based 

on understanding participants’ ‘life as a whole’, rather than achieving a 

somewhat fragmented picture of their life experiences. Moreover, this 

methodological approach helps participants to disclose information of their 

choice, which gives them more freedom and places them in a much less 

vulnerable position.  

 

3.2.2 In-depth Interviews 

When employing life history as a methodological approach, the stories of 

participants can be collected through diaries, journals or even photographs 

(Ladkin, 1999; Gergen and Gergen, 2000). For the purposes of this research, the 

qualitative, in-depth and semi-structured interview is the chosen research 
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method. During interview conversations with participants, it is possible to obtain 

deep and detailed accounts concerning their personal matters, past experiences, 

the hidden elements of their lives, values and decisions, their occupational 

ideology, as well as their social and cultural knowledge (Johnson, 2002; Warren, 

2002). Each life history interview is highly subjective, and brings the researcher 

closer to understanding the perceptions of reality that participants are willing to 

share through their stories (Cole and Knowles, 2001; Atkinson, 2002). This is 

significant as individuals’ lives are embedded within cultural, political, familial, 

educational and religious influences (Cole and Knowles, 2001), and cannot be 

detached from them (Elder, 1994; Sikes and Goodson, 2003).  

It is believed that interviews will provide rich and deep data on participants’ 

academic and career decisions. Johnson (2002: 106-107) explains four meanings 

of deep in relation to interviews, which are relevant to this research. Firstly, the 

researcher hopes to gain insights into the deep level of knowledge and 

understanding, similar to that of participants. Secondly, deep understanding goes 

beyond the common perceptions and explanations of participants’ past 

experiences and hopes to “explore the contextual boundaries of that experience 

or perception, to uncover what is usually hidden from ordinary view or reflection 

or to penetrate to more reflective understandings about the nature of the 

experience” (Johnson, 2002: 106). Thirdly, deep understanding reveals how 

common sense assumptions, practices, and ways of talking create individuals’ 

interests, and the ways in which these are understood. Fourthly, deep 

understanding helps to comprehend and express multiple views, perceptions and 

meanings of activities and events, in this instance, related to academic and career 

choices (Johnson, 2002). Therefore, the research objective of this qualitative 
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study is to obtain interpretations of participants’ stories and to establish 

“common patterns or themes between particular types of respondents” (Warren, 

2002: 85). In this research in-depth interviews are also employed, because the 

researcher seeks to gain insights into the underlying reasons behind individuals’ 

career choices, and to understand how the decision to leave the hospitality 

industry has materialised (Johnson, 2002). The focus during every interview is 

on the ‘what’ and ‘how’ of participants’ lives, meaning on activities related to 

their careers, and on the constructive work in producing order in their career 

planning (Fontana and Frey, 2000). Qualitative, in-depth interviews enable 

subjectivity, deeper meanings and past experiences to emerge during the 

interview process (Rapley, 2007).  

 

3.2.2.1 Qualitative Assessment of Career Commitment, Career Inheritance and 
Self-efficacy Beliefs 
 
Traditionally, the research on self-efficacy and career commitment has been 

conducted following a quantitative approach, using structured surveys or self-

administered questionnaires as the most suitable research methods (cf. Zeldin 

and Pajares, 2000; Niu, 2010). In some instances new measures of self-efficacy 

were devised or existing tools were used to assess these beliefs (Zeldin and 

Pajares, 2000). Furthermore, in the literature review chapter existing research on 

career choices of hospitality students and graduates was examined, which led to a 

conclusion that in the majority of cases quantitative research tools were 

employed (cf. Kelley-Patterson and George, 2001; Jenkins, 2001; King et al., 

2003; Raybould and Wilkins, 2005; Cho et al., 2006; Walsh and Taylor, 2007; 

Richardson, 2009; Niu, 2010; Chuang and Dellmann-Jenkins, 2010; Harkison et 

al., 2011). Therefore, for the purposes of this research, which aims to provide 

 133 



 CHAPTER THREE: RESEARCH DESIGN 

deep and rich data on how hospitality management graduates make a decision to 

leave the hospitality industry, self-efficacy beliefs and career commitment will 

not be measured but understood from participants’ perspective. The researcher is 

unaware of career inheritance being measured or employed in existing research 

in the context of the hospitality careers (see Table 6, p. 142-145 for details of 

interview questions related to each of the three key concepts). It is believed that 

the qualitative assessment of this key concept will add significant value to 

strengthening it conceptually.  

As self-efficacy has predominately been assessed using already established 

measurement tools, more consideration is required when discussing the 

appropriateness of its qualitative assessment. This section provides examples of 

research, which employed a similar non-quantitative approach. With regard to 

using life history to explore and understand the psychological construct of self-

efficacy in the context of hospitality careers, the researcher draws on a statement 

by Bruner (1990; 1996) who calls for “a greater use of narrative in studies of 

psychological constructs to better understand the meanings with which 

individuals imbue their experiences”.  

The most common way to measure self-efficacy beliefs is to use previously 

designed, reliable and tested scales 1(Betz and Hackett, 2006). Furthermore, 

Bandura (2006: 308) suggests that self-efficacy scales should “assess the 

multifaceted ways in which efficacy beliefs operate within the selected activity 

domain”. As a behaviour-specific construct, the existing self-efficacy scales 

1  The most commonly used scale in vocational psychology is the Career Decision 
Making Self-Efficacy (CDMSE) scale, consisting of either 50 or 25-item (reduced) 
subscales (Betz and Hackett, 2006). It measures the degree of confidence in completing 
tasks related to career-decision making, using a Likert-type scale, with regard to five 
dimensions, which are: goal selection; career exploration; problem-solving capabilities; 
planning skills; and realistic self-appraisal skills (Crites, 1971; 1981; Taylor and Betz, 
1983).  
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measure, for example, the diabetes management efficacy, the science-teacher 

efficacy or the Internet use efficacy (Betz and Hackett, 2006; O'Sullivan and 

Strauser, 2009; Tsang et al., 2012). Therefore to measure career-decision making 

or a choice of a specific course, would require a different set of domain-specific 

predictors and scales (Lent and Brown, 2006). For example, Niu (2010) used the 

original 50-item version of the CDMSE to collect data on the effects of 

employees’ self-efficacy on the levels of career commitment in the food service 

industry. Although measuring self-efficacy is beneficial in assessing the degree 

of confidence in performing a task (Bandura, 1997a), due to the nature and 

limitations of quantitative methods, measuring this construct does not provide 

rich and deep data that can be achieved through the life history methodology 

employing in-depth interviews (Zeldin and Pajares, 2000). Using measures 

consisting of a few items to assess sources of self-efficacy beliefs and elements 

of career commitment often fails to capture their multidimensional nature (Usher 

and Pajares, 2008).  

In this research, employing measurement tools would limit participants’ answers, 

and deny them the chance to speak freely about their academic and career 

experiences. Employing qualitative methodology helps to explore and understand 

the key concepts with the intention of identifying emergent themes, which is the 

research strategy applied in this research (Lane and Devonport, 2004). 

As Fontana and Frey (2000: 646-647) emphasise, almost all interviews tease out 

elements of biographical description. Furthermore, Usher and Pajares (2008) 

identified a range of qualitative methods and approaches that can be used to 

assess self-efficacy beliefs, such as ethnography or case studies. In particular, 

semi-structured interviews are considered to be one of the most effective 
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methods to capture participants’ responses by giving them the opportunity to 

elaborate on experiences they judge as the most important to them (Usher and 

Pajares, 2008). The qualitative interviews will provide insights into the meanings 

of the three key concepts. This inductive interview approach will allow 

participants to address issues they deem important, rather than asking them very 

direct questions about their thoughts on each of the constructs under 

investigation (cf. Burke et al., 2009a). Phrases, such as ‘the majority of 

participants’ or ‘a number of participants’ will be used in the data analysis 

chapter to illustrate the frequency and validity of each theme, which will also 

demonstrate the significance of the three concepts to the life choices of 

participants. The use of such phrases also confirms the qualitative nature of this 

research, which seeks to understand participants’ perceptions rather than, for 

example, measure the key concepts. 

Within the area of hospitality research, exploring self-efficacy beliefs using a 

qualitative approach has been under investigated. Previously acknowledged and 

discussed research by Niu (2010) used established scales to measure self-efficacy 

in the context of the food service sector. There are, however, examples of 

research which use qualitative approaches to assess self-efficacy beliefs, for 

example in career development research 2 . Indeed, using qualitative and 

innovative research designs allows researchers to “capture the full interplay 

2 i.e. Stage and Maple (1996) employed a narrative approach to explore the educational 
and career paths of women who completed an undergraduate or a postgraduate degree in 
mathematics and chose to leave the mathematics/science sector to pursue a doctorate in 
education; Burke et al. (2009a) employed a qualitative approach in order to obtain rich 
data and to provide an understanding of why people do what they do; Lent et al. (1996b) 
used a cognitive thought-listing technique to identify the sources of information students 
employed in appraising their levels of self-efficacy in mathematics; Lent et al. (2002b) 
employed structured interviews, but participants were asked to elaborate on their 
answers with regard to barriers and supports of self-efficacy; Milner and Hoy (2003) 
employed the case study approach to understand the sources of teachers’ self-efficacy 
and persistence. 
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amongst the person, their behaviour, and the environment in human functioning” 

(Tsang et al., 2012: 5). 

Table 5 below presents sample questions employed in existing research to assess 

self-efficacy beliefs following a qualitative approach (Pajares and Zeldin, 1999; 

Zeldin and Pajares, 2000; Milner and Hoy, 2003; Palmer, 2006; Hutchison et al., 

2006). 

 

Table 5. Sample Questions from Qualitative Studies of Self-efficacy 

Source: Usher and Pajares (2008: 761)  

 

To allow the unique stories and life events to emerge openly and spontaneously, 

whilst participants reflect on their lives, the current interview design is based on 

the qualitative methodology previously employed by Zeldin and Pajares (2000), 

and draws on the open-ended interview protocol by Zeldin, Britner and Pajares 

(2008). Following the methodological position of the researcher, quantitative 

measurement of the three concepts would not help her to answer the research 
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question. This research seeks to understand the interaction, if there is such, 

between career inheritance, self-efficacy and career commitment, in order to gain 

insights into how the decision to leave the hospitality industry was made. The 

researcher will interpret and judge the transcribed interviews in relation to the 

pre-assigned themes, derived from the researcher’s prior theoretical 

understanding of the three concepts, and emergent themes, which implies some 

level of assessment (see p. 160-163 for a detailed explanation of the different 

types of themes). The researcher’s knowledge and understanding of self-efficacy 

beliefs, career inheritance and career commitment is based on an extensive 

review of relevant literature, and definitions of these concepts are derived from 

that as well. It is anticipated that the interplay between self-efficacy, career 

inheritance and career commitment, and their influence on participants’ decision 

to leave, will emerge during qualitative interviews, but only if these concepts 

played a significant role in participants’ decision-making processes. 

Furthermore, employing scales to measure these concepts would imply that the 

researcher takes on a role as an entirely objective observer of the social reality, 

and would perhaps devalue the significant role of participants in the knowledge 

construction. It would also indicate an entirely etic approach, which proposes 

that social life should be understood from an outsider’s perspective, by reducing 

bias and introducing rigour into the research process (Phillimore and Goodson, 

2004; Thomas, 2004). However by employing life history methodology, the 

researcher is able to gain insights and learn more about participants’ backgrounds 

and decision-making processes that led to their decision to leave. Thus this 

research adopts an emic and inductive approach, which indicates “studying 

things in their natural settings, interpreting phenomena in terms of the meaning 

 138 



 CHAPTER THREE: RESEARCH DESIGN 

people bring to them, humanising problems and gaining an insider’s perspective” 

(Phillimore and Goodson, 2004: 4). The researcher, who is a hospitality 

management graduate, would be unable to sustain an etic approach, as she has 

some prior, insider’s knowledge of the hospitality industry. However, drawing on 

the third pillar of critical realist philosophy, i.e. judgmental rationality, the 

researcher intends to reduce any potential bias by putting aside her a posteriori 

knowledge and allowing participants to guide and take ownership of their 

experiences of leaving the hospitality industry.  

 

3.2.2.2 Interview Questions 

For the purposes of this research, semi-structured interviews were conducted 

with hospitality management graduates no longer employed in the hospitality 

industry. This population group was earlier identified as under researched and 

under-represented in the academic discourse.  

Although the researcher adopted a flexible approach to data collection, interview 

questions were designed with a view to standardising the interview process (see 

Table 6, p. 142). As a result, all participants discussed their lives and life 

experiences with a focus on their academic and career decisions. The researcher, 

however, provided participants with sufficient opportunities to discuss their lives 

in the most convenient way, without channelling their answers towards the three 

major concepts.  

The interview questions were designed in order to bring out themes related to 

three concepts that were selected from the literature review, i.e. career 

commitment, career inheritance and self-efficacy (Miller, 2000). Although the 

researcher was in favour of a flexible approach to each interview, it was believed 
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that having specific questions would help participants to remain focused, and 

help them in retelling stories related to their academic and career choices. The 

researcher’s interview checklist and the original interview questions can be 

found in Appendix 3 (p. 334). The interview questions were designed in line with 

the researcher’s understanding of three concepts and based on the interview 

questions and research methodologies of Zeldin and Pajares (2000) and Zeldin et 

al. (2008). To achieve a holistic picture and understanding of each participant’s 

life history, questions were designed to reveal information that covered the 

totality of participants’ academic and career choices. The interview questions 

also focused on different periods in participants’ lives, including childhood and 

time of growing up, and were not asked in the same order during each interview. 

The researcher wanted to ensure that participants felt in charge during the 

interview process, and therefore allowed them to retell their stories in the order 

they chose. Thus the interview questions helped to achieve the most complete 

picture of participants’ academic and career histories, and the role of the three 

concepts in their decision-making processes, leading to a more holistic 

understanding of how the decision to leave the hospitality industry has 

materialised (Zeldin and Pajares, 2000). Interview questions were also designed 

in such a way that they did not lead participants to emphasise self-efficacy 

beliefs when recalling their rich and personal stories. It was anticipated that if 

themes related to those beliefs were to emerge, they would do so from 

participants’ own stories without any prompting from the researcher, and thus 

reflect their significant role in participants’ lives (Zeldin and Pajares, 2000). To 

enable participants to analyse their own stories and significant life events, 

interview question 20 asked them to comment on whether they would have done 
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anything differently with regard to their academic and career histories. This 

question was also employed to check for participants’ trustworthiness in relation 

to the details of their most significant life stories.  

Table 6 lists the interview questions, including questions added during the 

interview process. It also provides justification and, where appropriate, the 

academic source/s underpinning the specific interview questions.  
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Table 6. Interview Questions 

Interview Questions Justification and Source 
General questions/ Ice-breakers: To create a good rapport and atmosphere to 

ensure that the participant and the researcher 
both feel comfortable and at ease. This is the 
pre-recording stage.  

1. How are you today? Have you had 
a good day? 

Although initially it was planned to ask these 
questions, it was soon discovered that 
following the script rigidly does not allow the 
flexibility that was anticipated.  

2. Would you like to tell me a bit 
more about yourself? 

 

Once the recorder and the mobile phone were 
switched on, and the participant was aware of 
it, the researcher began by asking the 
participant to tell her more about himself or 
herself. By starting with this broad and 
relatively easy question, it was anticipated 
that participants would feel in charge of their 
answers, and were given the opportunity to 
begin retelling their stories in their own ways 
(Zeldin and Pajares, 2000; Zeldin et al., 
2008). 

3. Am I right to think that you 
studied hospitality management and 
are not working in the hospitality 
industry now? 
Have you ever worked in this 
industry? Could tell me more about 
this? 

These questions were designed to confirm 
that participants did study the hospitality 
management degree, and are now no longer 
working in the industry. Ladkin (2002) 
proposes that any research investigating 
career paths needs to consider educational 
qualifications, as this is often considered a 
starting point for career development. 
It was anticipated that participants may 
already have answered these questions whilst 
answering question 2.  

Questions related to understanding 
self-efficacy beliefs: 

The questions related to self-efficacy were 
quite broad, because the researcher wanted to 
ensure that the questions were not probing, 
but if self-efficacy was an important belief 
for participants this would emerge as part of 
their stories.  

4. Can you tell me how you decided 
on doing a degree in hospitality 
management? 
How did you feel about making it? 

The literature review highlighted the reasons 
for individuals to choose the hospitality 
management degree (O'Mahony et al., 2001; 
Barron et al., 2007). This research wants to 
find out how much of this decision was 
influenced by others, and what the strategies 
were (if any) behind participants’ degree 
choices.  
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Table 6. Interview Questions Continued 

5. Can you tell me a bit more about 
your time at the university? 

This question intends to tease out the 
perceived usefulness of the degree for 
participants’ careers, and what hospitality 
management graduates liked the most about 
their time at university. As part of that 
question, the researcher was also interested to 
find out the significance of placement during 
their degree (Pavesic and Brymer, 1990; 
Barron and Maxwell, 1993; Getz, 1994; 
Kusluvan and Kusluvan, 2000; Jenkins, 
2001; Barron, 2008; Richardson, 2009). 

6. Can you tell me one memorable 
story that will help me to 
understand how you decided to: 

• work in the hospitality 
industry? 

• quit the industry?    

This question allowed participants to share 
their own stories, perceptions and 
interpretations of memorable events that 
contributed to these decisions. As there is 
evidence that some hospitality graduates 
leave the industry, they were given the 
opportunity to express their opinions on why 
they decided to do it. 
(Pajares and Zeldin, 1999). 

7. What experiences contributed to 
your decision to pursue your current 
occupation? How did you feel about 
making those decisions? 

The researcher wanted to find out how and 
why participants chose their current 
occupation, and how they analyse and 
interpret their choices (Zeldin and Pajares, 
2000; Zeldin et al., 2008). 

8. How do you go about making 
your career decisions/ choices? 

The researcher wanted to understand the 
thought processes and possible strategies 
related to career decisions and choices, and 
what approaches participants choose, and 
how the degree fits into this as well.  

9. How do you deal with career 
related challenges? 

This question emerged during the 8th 
interview, and was then added to this 
protocol. The researcher felt that self-efficacy 
was not being evident in some of the 
answers, which could have been caused by 
asking questions ambiguously As self-
efficacy is closely related to dealing with 
challenges, it is anticipated that this question 
enabled participants to mention their 
confidence in dealing with those situations if 
it was of importance to them. 
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Table 6. Interview Questions Continued 

10. How do you know that you have 
the ability to be successful in your 
career decisions? 

This question emerged during the 11th 
interview, and was then added to this 
protocol. As success is related to self-
efficacy, this question helped participants to 
emphasise how important it was for them to 
have confidence to deal with career decisions 
and choices.  

Questions related to understanding 
career inheritance: 

Questions 11-15 are based on Gottfredson’s 
(2002) theory of circumscription, 
compromise and self-creation, which is the 
foundation of the concept of career 
inheritance.  

11. Can you tell me whether you 
think your parents had a career in 
mind for you? 

This question sought answers related to the 
amount of influence parents might have had 
on individuals’ career aspirations when they 
were growing up. Also, if parents did have a 
specific career in mind for their children, and 
it was not line with childrens’ career 
aspirations, the researcher wanted to 
determine how participants dealt with this.  

12. Who did you want to be when 
you were growing up, and why? 

This question relates to self-concept, and how 
it changes as the person grows up. The 
researcher seeks understanding on what and 
how individuals’ career aspirations change.  

13. What were your career 
aspirations back then?  

This question relates to self-concept and its 
development. 

14. Why do you think you ended up 
choosing your current occupation? 
What happened to those 
childhood/teenage ideas/dreams?  

This question relates to the stage of 
circumscription, during which individuals 
eliminate the least favourite career options, 
and seeks to find out how the process of 
elimination took place. 

15. Can you think of any reasons 
why you stopped pursuing those 
ideas any further?  

This question relates to the stage of 
compromise, during which individuals settle 
for career choices, which match their self-
concept, even if they are not the most 
favoured ones.  

Direct Question:  
16. What does hospitality mean to 
you? 

Questions 16-19 sought participants’ 
understanding of the meaning of hospitality, 
the hospitality industry, career and career 
commitment, in order to explore how they 
perceived and conceptualised their careers in 
the hospitality industry.  

17. What do you understand by the 
term hospitality industry? 
18. What does career mean to you? 
19. Career commitment/being 
committed to your career: what does 
it mean to you? 
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Table 6. Interview Questions Continued 

20. Considering your career and 
academic history, if you could have 
done anything differently, what 
would that be?  

This question allows participants to analyse, 
reflect on and possibly enhance their stories. 
It also checked for the internal consistency of 
their stories.  
(Zeldin and Pajares, 2000: 243; Zeldin et al., 
2008) 

21. What are the most important 
things in your life for you?  

The researcher is interested in the importance 
of career for each participant, in comparison 
to other significant life matters. 

22. If you were to choose one person, 
or the most significant event that 
you feel made the biggest impact on 
your career, how would you answer? 

This question seeks to analyse and reflect on 
their stories by trying to choose one person or 
the most significant event that made the 
biggest impact on their careers. This question 
also allowed the researcher to check the 
internal consistency of those stories.  

 

Although, the above interview protocol appears relatively rigid, the researcher 

used it only as a guide during interviews, and allowed as much flexibility as 

possible. The researcher was prepared to ‘go with the flow’ of each interview 

and diverged from the initial plan if such a need arose, as each interview was 

different and could take unexpected turns (Johnson, 2002). Adaptability was key 

in this instance (Warren, 2002; Johnson, 2002). In addition, because each 

participant told their stories in a slightly different way and order, following this 

protocol rigidly would have not given them the freedom to recall their 

experiences in the most suitable manner. 

 

3.2.3 Participant Sampling and Recruitment 

Purposive sampling was used to select individuals who could purposefully 

inform the understanding of the research problem (Warren, 2002). To bound the 

sample and to provide insights relevant for the hospitality industry in the UK, 

including the Republic of Ireland, and Higher Education authorities (Creswell, 
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2007), participants were recruited based on the following criteria (Zeldin and 

Pajares, 2000): 

• Participants who graduated with a hospitality management degree 

(graduate or postgraduate level) from a British or Irish university.  

• Participants who were no longer working in the hospitality industry. They 

were expected to have had some work experience in the hospitality 

industry prior to leaving.  

As highlighted in the literature review, the prevalent empirical research 

concentrates on hospitality students, recent hospitality graduates, or individuals 

who continue working in the hospitality industry. The proposed sampling 

population is unique, and is believed to provide new insights on the motivations 

for leaving the hospitality industry3. 

Firstly, participants were recruited through personal contacts of the researcher 

and her supervisors. Once provided with email addresses, the researcher 

contacted potential participants directly with details of the study. Secondly, an 

update was posted on the lead supervisor’s LinkedIn and Facebook profiles 

containing the criteria of the study, which was also posted on the researcher’s 

social media sites at a later date. Potential participants, having seen the update, 

self-selected themselves. The researcher contacted six hospitality management 

graduates via LinkedIn, but after a few email conversations it transpired that five 

of those individuals were still employed in the hospitality industry or their roles 

were indirectly related to hospitality (i.e. events sector), so she was able to 

recruit one participant via the LinkedIn recruitment channel. 

3 cf. Kelly-Patterson and George (2001), King et al. (2003) who urge that new empirical 
research should investigate why hospitality graduates remain in the industry for so short 
a period of time, and see Appendix 2 (p. 328) for an overview of research into career 
paths in the hospitality industry. 
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Thirdly, the lead supervisor sent an email to the members of the Council of 

Hospitality Management Education, who then emailed the researcher with details 

of potential participants. She contacted five potential participants, and was able 

to secure an interview with one participant. The other four interviews did not 

take place due to some difficulty in arranging a suitable interview time, and lack 

of email responses from those potential participants.  

The researcher contacted the alumni department of the University of Brighton 

and secured interviews with three hospitality management graduates, and the 

career centre of the Dublin Institute of Technology, who sent emails to potential 

participants, and also posted an update on LinkedIn with the researcher’s details; 

two individuals came forward who were willing to be interviewed. Also one 

participant was recruited through a contact provided by a University of Brighton 

colleague. One existing participant shared an email address of a potential 

participant, but no interview was arranged due to lack of time and engagement 

from that individual. Table 7 outlines the seven recruitment sources and the 

number of participants recruited via those channels.  

 

Table 7. Recruitment Sources 

 
Source 

 

Number of 
Participants 
Recruited 

1. Researcher’s Personal Contacts 2 

2. Supervisor’s Contacts 7 

3. University of Brighton Colleague 1 

4. University of Brighton Alumni Organisation 3 

5. Dublin Institute of Technology 2 

6. Council of Hospitality Management Education 1 

7. LinkedIn Post 1 

 Total number of participants recruited 17 
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To make the initial contact with prospective participants who had expressed 

interest in participating in this research, the researcher sent out recruitment 

emails.  

The first type of email (Appendix 5, p. 340) was sent to prospective participants, 

who were either recommended by another hospitality academic, or who 

expressed interest in this study via Facebook or LinkedIn profiles. The second 

type of email was forwarded to current participants, who could use it to reach 

their contacts (Appendix 6, p. 341). Once the researcher had received approval 

emails back from participants, she asked them to confirm that they fulfilled the 

selection criteria outlined above. After this initial rapport was established, the 

researcher emailed each participant a copy of Participant Information Sheet 

(Appendix 7, p. 342) and the Consent Form (Appendix 8, p. 344). 

As a critical realist, the researcher defined the hospitality industry prior to 

participants’ recruitment process to include organisations that specialise in 

operational aspects providing accommodation and/or food and/or drink, as well 

as those which focus on the administrative elements, such as reservations 

departments or hospitality information services. Therefore, the industrial and 

functional elements of the meaning of hospitality industry were significant 

during the recruitment process. As long as participants’ principal work activity 

used to be in the hospitality industry or they used to have a specific, hospitality 

related function in a non-hospitality organisation, they were considered for this 

study. For example, a hospitality graduate who used to work in the sales and 

marketing department of a hotel would be considered relevant for this study, as 

well as a hospitality graduate who used to work as a chef in a university canteen. 
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Because the researcher has a clear view of the existence of a social reality of not 

working in the hospitality industry, she would filter out potential participants 

based on whether they fitted these criteria. This decision is of great 

epistemological significance, as it emphasises the researcher as the person who 

sets out the boundaries. Participants were not chosen to represent the sample 

population, as this study does not aim to provide generalisable results. Instead, 

the purpose of this research is to provide insights on the research question, by 

gaining rich data through in-depth interviews. There was only one case when the 

researcher was not able to use the data acquired from an interview. The 

participant revealed that she had never worked in the hospitality industry, only 

during the interview. Even though she fulfilled the other selection criteria, the 

researcher chose not to transcribe that interview, and did not include it in the data 

analysis stage.   

In total, the researcher conducted 17 in-depth interviews with hospitality 

management graduates, who were no longer employed in the hospitality industry. 

After the seventeenth interview, the researcher felt she had reached data 

saturation, as there were no new data emerging, and she had learnt all there was 

to learn from the already conducted interviews (Johnson, 2002). 

Each participant received the Participant Information Sheet prior to the 

interview, with all the necessary information about the research and participation 

in it (Appendix 7, p. 342). In addition, the Consent Form, produced in line with 

the University of Brighton guidelines (Appendix 8, p. 344), was also emailed to 

every participant. The consent form stated the voluntary, anonymous and 

confidential participation in this research, and the right to withdraw from the 

study at any time, without giving any reason. Each participant was asked to 
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either email the signed consent form prior to the interview, or bring it with them 

to the interview. The researcher briefly reinforced the information included in 

these two forms before the start of each interview. Participants were also 

informed that pseudonyms would be used to conceal their identity. 

Although participants will not receive any benefits from the research findings, 

the researcher offered to email a synopsis of this research to each one of them. It 

is expected, however, that individuals who chose to participate in an interview 

did it on the following grounds. Sharing experiences with another individual in a 

confidential setting may enable them to express their feelings and opinions about 

the current state of the hospitality industry, and reasons why they decided to 

leave. Thus their voice and their perceptions will be revealed to a wider public. 

Moreover, people like to have their life stories heard and might appreciate that 

there is a person interested in their experiences, as well as the reasons behind 

their academic and career choices.  

 

3.2.4 Pilot Study 

An exploratory pilot study was conducted in order to test the chosen interview 

design. It allowed the researcher to determine whether the proposed research 

structure was appropriate. It also helped to check the suitability of the 

interviewing technique of the researcher, and look for any practical aspects that 

required changing (Maxwell, 2005; Seidman, 2013). The researcher felt that 

conducing a pilot interview, with a participant who fitted the selection criteria, 

was beneficial in familiarising herself with the interview setting. Also, the 

researcher wanted to experience the actual process of conducting an interview 

following a life history methodology. However, the purpose of conducting a pilot 
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study was not to try out specific interview questions, because the researcher was 

aware that each interview was likely to be different.  

The pilot study was conducted with a male participant, who completed an 

undergraduate degree in International Hospitality Management in the South East, 

and who has not worked in the hospitality industry in the UK for approximately 

nine years. Including his placement year, this participant worked for 

approximately four years in the industry, predominantly in the front of house 

department. He had not worked in the industry before beginning his degree. The 

interview lasted just under one hour, and was conducted in the early hours of the 

evening. A digital tape recorder was used to record the interview, and the 

researcher asked the interview questions presented in Table 6 (p. 142).  

After the pilot interview was conducted, the researcher reflected on this 

experience, made some notes and recorded her thoughts using the digital 

recorder (Seidman, 2013). Altogether, the pilot interview did not necessitate any 

changes to the interview design. In fact, it provided sufficient confirmation of the 

accuracy of using life history methodology and semi-structured interviews for 

the purposes of this research. The researcher felt comfortable in her role as an 

interviewer, whilst the participant found the interview process enjoyable. He did 

not share any other comments regarding the interview process and its conduct.  

Due to the depth and significance of information gathered during the pilot 

interview, this interview is treated as primary data, and was included in the data 

analysis. Detailed information about Peter (a pseudonym) can be found in 

Appendix 4 (p. 337).  
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3.2.5 Trustworthiness, Limitations and Biases of the Research Design 

The life history methodology employed in this research does not allow the 

researcher to claim a true representation of the objective reality, because firstly 

the past is being reconstructed from participants’ memory, which is fallible, and 

secondly it is based on the subjectivity of perception (Berger, 2008). Also, the 

researcher does not intend to grasp objectively the social reality, yet she intends 

to come as close as possible to understanding participants’ perceptions of it. 

Atkinson (1998: 60) explains that just as “two people telling a story about the 

same event may tell it differently,” any one person may tell his or her story 

differently at different points in their lives. Therefore, the researcher chooses to 

focus on participants’ trustworthiness rather than on truth seeking, because 

telling a story suggests a certain point of view, and an element of subjectivity 

(Atkinson, 1998; 2002). Furthermore, because of the differences between 

objectivity and subjectivity, any story told must always spring into two parts, as 

one is told from the “insider’s perspective of understanding”, and the other from 

the “outsider’s perspective of explanation” (Archer, 2000: 309). Thus “there are 

always two stories to tell, one explanatory and the other interpretative, and they 

cannot finally be combined” (Hollis and Smith, 1994: 244). This means that 

during the interview process the researcher seeks understanding of participants’ 

subjective choices, and also tries to fit them within the objective structures and 

external causes (Archer, 2000). This reflects Archer’s analytical distinction 

between structure and agency based on stratification of the social world (Archer, 

1995; Le Boutillier, 2003).  

The stories participants choose to tell are considered to be true at a particular 

moment in time, which in this context is during the interview process. 
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Furthermore, what participants are willing to disclose is the closest the researcher 

will ever get to their truth (Johnson, 2002). As Atkinson (2000: 136) explains 

“truthfulness is a matter of scale”. Thus the researcher understands that there are 

certain areas of life that participants will choose to emphasise or skip. It is up to 

them, which stories or life events they deem worthy of mention (Miller, 2000).  

There are a number of issues and challenges, which derive from using this highly 

complex and personalised life history methodology (Atkinson, 2002: 132-136). 

The researcher attempts to represent the voice of each of the participants. 

However, she is the ultimate author of this research, and her role is to make sense 

of and represent, as truthfully as possible, the stories of respondents (Gergen and 

Gergen, 2000). Therefore participants’ direct quotes will be used to illustrate a 

particular point or a theme. Ultimately then, it is the researcher’s voice that will 

be evident throughout the research, as she conducts the final interpretation.  

Participants’ stories are collected retrospectively from their memory. The 

fallibility of human memory contributes to the criticism of life history 

methodology (Ladkin, 2004). Human memory is subject to inaccuracy, as it is 

highly selective, subjective, and based on personal emotions and experiences 

(Ladkin, 2004). In addition, life history does not merely reflect the memory of an 

individual, but it also produces identity (Tierney, 2000; Barad, 2007). As Tierney 

(2000: 545) further explains, memories of specific events or experiences are 

recalled “in large part because of present contextual definitions of what 

constitutes identity, society and culture.” Therefore, memory recall is both 

selective and flexible. Some stories may not be told simply because they are 

forgotten, or the order of the interview questions does not lead to them. 

Flexibility means that the past is rewritten by participants depending on which 
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event seems more or less significant at the time (Miller, 2000). As the 

researcher’s memory is also fallible, the use of a digital recorder is proposed. 

Using such a device will help to capture the interview dialogue, and allow the 

researcher to play it again for the purposes of transcribing.  

Qualitative research is often criticised for its lack of validity and consistency. As 

the validity of findings is closely linked to how true they are, the researcher will 

seek internal consistency. This means that what participants say in one part of the 

story, should not contradict what was said in another part4. 

Stories should be consistent with each other. Checking for internal consistency 

does not mean that quantitative measures are being employed in a qualitative 

approach. It is the insider’s view that the researcher is seeking, and participants 

continue to be considered experts on their lives (Atkinson, 2002).  

To ensure further consistency of life stories, the researcher seeks clarification 

throughout the interview process, by repeating and summarising parts of the 

stories. Gergen and Gergen (2000) explain that validity claims of description and 

explanation in qualitative research can be made, as long as local conventions of 

truth are not mistaken for global, universal truths. This relates to the concept of 

situated knowledge and its specificity to a particular situation (Gergen and 

Gergen, 2000). The validity of stories can be ensured through corroboration and 

persuasion (Atkinson, 2002). However, these techniques will not be used in this 

research, because the researcher does not intend to ask participants to read the 

transcribed interviews, unless they request a copy of the transcript. The interview 

transcribed in verbatim often does not read well and could encourage participants 

to change or alter the story lines. The essence of a life history is that it is a 

4 The purpose of interview question 20 is to check for consistency of stories. 
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process of constructing and reconstructing meaning, and each time the story is 

told, new or different meanings might be added (Atkinson, 2002: 135). 

Therefore, it is nearly impossible to tell one story in the exact same way on 

different occasions. As each life history interview is unique, only one interview 

was conducted with each participant.  

 

3.2.5.1 Interview Process 

Each interview was recorded using a digital tape recorder; the researcher sought 

permission to use it with a clear statement in the Participant Information Sheet, 

and reinforced this at the start of each interview. A mobile phone was used as a 

back up to the digital recorder, and the researcher informed participants of using 

a second recording device.  

The researcher was aware that an issue could arise if the participant continued to 

provide valuable information once the digital recorder was switched off. This 

happened only once, and the participant insisted on including the additional 

information. Otherwise, the researcher would have sought permission to include 

it as part of the data (Warren, 2002).  

The researcher decided that it would not be cost-effective to travel for every 

interview (James and Busher, 2009). Therefore, if participants were located in 

London, the researcher was prepared to travel to conduct interviews in person. 

On the occasions when participants lived abroad, Skype interviews were 

conducted. The benefits of using Internet Technologies such as Skype include 

low cost and ease of access, and the use of live video helps, to some extent, 

overcome issues with physical interaction (Hanna, 2012). In addition, as opposed 

to conducting live interviews, the researcher and participants are likely to feel 
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safer, and less exposed and vulnerable, as the interview can be conducted from 

the comfort of their homes. Therefore with Skype interviews “a neutral yet 

personal location is maintained for both parties throughout the process” (Hanna, 

2012: 241).  

Out of the 17 interviews, three were conducted in person, in locations most 

convenient to participants, for example in participants’ workplaces; one 

interview was conducted over the phone, as requested by the participant; the 

remaining 13 were conducted using Skype or FaceTime with a camera feed. Out 

of those 13, one interview was conducted without the use of the camera, due to 

slow Internet connection. The same interview had to be concluded after 1 hour 

and 15 minutes as the participant had other commitments and was unable to 

continue. She provided her responses to the remaining three interview questions 

via an email.  

The interviews lasted between 56 minutes and 1 hour and 54 minutes. Before an 

interview began, the researcher introduced herself, explained the purpose of the 

research, and provided a brief outline of the interview process. The researcher’s 

interview checklist can be found in Appendix 3 (p. 334). Each participant was 

also reminded of the confidentiality and anonymity of their responses, and the 

possibility of pausing or stopping the interview at any point without giving a 

reason. The researcher opened each interview with the same question, namely: 

could you please tell me a bit more about yourself, which aimed to make 

participants feel at ease. The researcher felt it was important to first create a good 

rapport with participants (Fontana and Frey, 2000) and to ensure that they felt 

comfortable enough to disclose intimate and personal information to a stranger 

(Johnson, 2002). The researcher recognised when a good rapport was established 
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by identifying positive facial and bodily expressions of participants, the relaxed 

atmosphere, and an overall feeling of cooperation (Johnson, 2002). To ease the 

transition from just chatting with participants to recording the conversation, the 

researcher made it very clear when the recorder was being switched on. The 

researcher also encouraged participants to talk as little or as much as they liked 

during the interview, and emphasised that there were no right or wrong answers 

to the interview questions. She also encouraged them to continue their stories for 

as long as they liked. 

After that the remaining interview questions were asked (see Table 6, p. 142). 

The researcher adopted a flexible approach with regard to the order in which she 

asked the questions, which depended on how participants chose to answer the 

opening question. In many cases participants started by retelling their life history 

in a chronological order, whereas others, having answered the first question with 

demographic information, such as age, nationality or marital status, would wait 

for the next interview question. Therefore, the interviewing technique was 

adapted to each interviewee, which depended on whether participants required 

prompting or whether they were comfortable with taking the lead. Each 

interview finished after the researcher had given participants a chance to make 

further contributions to their life stories, and to ask any further questions.  

The researcher did not take extensive notes during the interviews. Instead she 

took occasional notes to write down ideas that needed further probing, without 

interrupting the participant’s train of thought (Johnson, 2002). She believed that 

it was necessary to give full attention to each participant, instead of being 

distracted by note taking. During each interview, the researcher took on a 

specific role as a passive “sense maker and interpreter of what is seen or heard in 
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the research context” (Johnson, 2002: 105). She tried to remain as passive as 

possible in her role as a listener to ensure that participants were the active 

speakers (Johnson, 2002). The researcher also wanted to understand participants’ 

point of view without imposing her preconceptions and knowledge upon them 

(Fontana and Frey, 2000). In order to achieve some level of objectivity, she tried 

to minimise interruptions, and refrained from sharing opinions (Schwandt, 2000).  

 

3.2.5.2 Participants’ Profiles  

For the purposes of this research, participants were selected based on two 

selection criteria: individuals who were no longer working in the hospitality 

industry, which is defined as an economic sector, and those who completed a 

hospitality management degree in the UK or Ireland. Three participants, who 

completed their degrees in the Republic of Ireland, were included in the sampling 

population, as it was believed that the hospitality programme they studied was 

similar to the one offered in the UK.  

The section below provides brief summaries on participants’ degree and work 

experience. Out of 17 participants, 14 completed an undergraduate degree in 

hospitality management, two an undergraduate degree in tourism management, 

and one an undergraduate degree in communication arts. Those same three 

participants also completed a postgraduate degree in hotel and restaurant 

management. For the purposes of this research all degrees, whether in hotel and 

restaurant management or hospitality management, will be referred to as 

hospitality management degrees, because their primary purpose is to prepare 

students to become managers in the hospitality industry and its many sectors. 

Furthermore, as proposed in Chapter 1, hospitality is an umbrella term for degree 
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titles such as hotel or catering, which places them in a more conceptual 

framework with a vocational orientation at the core (cf. Airey and Tribe, 2000). 

Out of 14 participants with hospitality management degrees, five completed 

further postgraduate degrees in food policy and nutrition, corporate real estate 

finance, international hotel and restaurant management, travel and tourism, and 

international event management.  

The hospitality degrees were obtained mostly from British universities, with the 

exception of three participants who gained their degrees in the Republic of 

Ireland. This research is informed by responses from participants who graduated 

from six different universities. Detailed profiles of each participant, listed in 

order of conducted interviews, can be found in Appendix 4 (p. 337).  

Participants worked in different roles across a range of hospitality businesses, 

from a waiter, food and beverage manager, to reservations manager, all of which 

can be classed under the banner of operations work in hospitality. The 

commonality of these roles lies in the nature of the work performed, meaning 

face-to-face interaction with customers, shift work and, what is often a defining 

factor of operational work, long and unsociable hours. Only some participants 

were able to progress into managerial positions in hospitality operations, whereas 

a few others decided to move away from purely operational roles in hospitality 

into sales and marketing or recruitment, but still within the industry.  

There was a clear disparity between the number of years spent working in the 

hospitality industry, and these varied from one year, to five years and up to 20 

years, including part-time and full-time employment. Placement year and work 

experience in the industry during the degree were also counted into the total 
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number of years of employment in the hospitality industry. Only four 

participants had not worked in the industry before enrolling on a degree course. 

At the time of completing the interviews, participants had not been employed in 

the hospitality industry for at least six months, and this varied between two and 

three years, and up to 18 years in one case.  

There were also differences as to when the hospitality management degree was 

undertaken, which mostly depended on the motivations behind undertaking the 

degree. This is illustrated in Figure 5, which also shows whether participants did 

a placement year during the degree, and whether they referred to their time 

working in the hospitality industry as an experience or a career. Some 

participants were very clear that their time spent working in the hospitality 

industry was just an experience. This, perhaps, implies that a career requires 

long-term commitment and is a planned process that stretches into a distant 

future. Experience, on the other hand, is short-term, as it requires minimum 

commitment, and its purpose is either to gain the necessary skills for future 

employment, or is a time before or in-between starting a career. It is believed that 

understanding participants’ perspectives on the meaning of the term career will 

help to gain insights on the process of leaving the hospitality industry.  
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Figure 5. Outline of Participants’ Academic and Career Histories 
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Figure 5 illustrates three distinct groups of participants, which are united by 

having gone through similar critical stages in their academic and career histories.  

The first group consists of four participants whose hospitality journeys started by 

completing a hospitality management degree, with a view to establishing 

themselves in the hospitality industry. Milly and Jane did not choose to go on a 

placement year, as this was not a compulsory requirement of their degree 

programmes – Milly was studying for a postgraduate degree, whereas Jane was 

enrolled on a European bachelor programme. All four participants in this group 

did not consider their time spent working in the hospitality industry as a career, 

but rather as experience. This perception was based on participants’ expecting a 

career to last at least a few years. 

The second group is characterised by a longer career in the hospitality industry, 

starting with some work experience in the industry before completing a 

hospitality management degree. The duration of that period of employment 

varied between a few months to approximately 19 years. In this group, the 

emphasis is placed on how the work experience was perceived. In some cases, it 

marked the beginning of a career in the hospitality industry (Monica, Sarah, 

Naomi, Daniel, Martin, Claudia), in other cases the hospitality management 

degree was considered the beginning of a hospitality career. Nevertheless the 

degree, whether at an undergraduate or a postgraduate level, was regarded as a 

significant career decision for both sets of participants, undertaken with a long-

term view of progressing a career in the hospitality industry.  

Participants categorised into the third group had worked in the hospitality 

industry prior to completing the degree, but did not perceive their time in the 

industry as a career. Completing a hospitality management degree was a 
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significant undertaking for Louise, which gave her confidence and increased her 

self-worth. As a result, she felt empowered to leave the hospitality industry. 

Chris felt that working in the hospitality industry was no longer challenging 

enough, after he graduated, and therefore he chose to leave. Chris and Louise, as 

well as John entered the hospitality industry without any concrete career plans. 

 

3.2.5.3 Data Analysis and Interpretation  

The 17 interviews were analysed following the process of thematic data analysis, 

based on Braun and Clarke’s (2006) phases of thematic analysis, which helped to 

identity, analyse and report themes from the data. The stages of data analysis are 

outlined below: 

1. Familiarising yourself with your data. 

2. Establishing preliminary themes using post-it notes. 

3. Using NVivo to organise the data. 

4. Searching for emergent themes. 

5. Reviewing pre-assigned (global) and emergent themes (organising and 

basic). 

6. Defining and naming the themes. 

7. Producing the analysis. 

 

It is necessary to indicate that the process of data analysis started once the 

researcher had conducted and transcribed ten interviews.  

Before the process of data analysis began, interviews were transcribed by the 

researcher verbatim, with the focus on the interpretation of the spoken accounts 

of participants’ stories (Warren, 2002). This ensured that the transcript reflected, 
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as accurately as possible, what was said during the interview. The first five 

interviews were transcribed following a traditional approach of transcribing by 

listening to the interview recording, pausing the recording and then writing it all 

down. For the remaining 12 interviews, the researcher chose to use an 

application called “Dragon Dictate”, in order to expedite the process. The 

researcher would repeat the interview dialogue, and the application would then 

generate a written transcript using “Dragon” speech recognition. Once fully 

transcribed, each interview was listened to again and checked for any mistakes to 

confirm the accuracy of the transcription. 

This true verbatim transcription captured, apart from words, pauses and paid 

attention to the different intonation of words. All words were transcribed as they 

were heard. Sentences were corrected only if they appeared grammatically 

incorrect. Any repeated words were also included in the transcript. Such accurate 

interview transcripts helped the researcher to re-immerse herself into the 

interview process, and recreate the feelings and emotions that were present 

during each interview. One example of an interview transcript can be found in 

Appendix 9 (p. 345). 

Having transcribed the interviews verbatim, the researcher familiarised herself 

with the data by reading the transcripts and listening to the recordings of the 

interviews. During this first stage of data analysis, the researcher searched for 

participants’ responses related to the three concepts, i.e. career commitment, 

career inheritance and self-efficacy. At this point, the researcher had only 

conducted and transcribed ten interviews. This initial stage of coding the pre-

assigned themes was driven by the researcher’s prior theoretical understanding of 

the three concepts (Ryan and Bernard, 2003). Participants’ relevant responses 
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were highlighted in the interview transcripts, and then written on post-it notes. 

Firstly, one blank flipchart was assigned for each participant, which was then 

populated with their responses related to the pre-assigned themes. During this 

early stage of data analysis, the researcher also started to identify emergent 

themes, which eventually constituted the basic and organising themes (Ryan and 

Barnard, 2003). As identified by Braun and Clarke (2006: 82), a theme emerges 

when “it captures something important in relation to the overall research 

question”. Once all ten interviews were analysed using this simple technique, the 

researcher rearranged the post-it notes according to the emergent themes. At this 

point, no attention was paid to the different levels of themes. An application 

called “Post-it” was used to store digital copies of each of the groupings of 

themes. A total of 11 preliminary themes was devised. Appendix 10 (p. 371) 

provides three examples of such themes, which include participants’ responses in 

relation to the three major concepts.  

Following on from that, for the next stage of data analysis, the qualitative data 

analysis computer software, NVivo, was used to further organise and code these 

and the remaining seven interviews into themes (Bazeley and Jackson, 2013) 

(see Appendix 11, p. 373, for an outline of the themes organised in NVivo). 

Relevant responses were coded accordingly, firstly into the pre-assigned themes, 

then into emergent themes. This stage also focused on defining and revising 

existing themes, and creating new ones (Ryan and Bernard, 2003). Drawing on 

Attride-Stirling’s (2001) thematic networks analytic tool, which is a technique 

used to organise thematically qualitative data, the three pre-assigned themes were 

named global themes, often known also as superordinate themes. The basic, or 

lowest-order themes, were reviewed by questioning their uniqueness, and then 
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assigned to the three global themes, which were also informed by the findings. 

At the same time, the organising, or middle-order themes were developed in 

order to categorise the basic themes, and were then also assigned to the global 

themes. The basic and organising themes were continually reviewed; the coded 

sentences were assigned to the existing themes, or reconsidered in terms of 

whether or not they were appropriate. Once every interview had been coded, the 

basic and organising themes were reviewed once again. 

In the final stage of data analysis, 37 basic themes were grouped into organising 

themes, which were then assigned to the three global themes. The categorisation 

of three different types of themes, meaning global, organising and basic, is 

presented in Table 8. To move away from the linearity of themes presented in 

this table, the relationship between these different themes is illustrated in Figure 

6, which is populated with examples of the pre-assigned and emergent themes. 
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Figure 6. The Relationship Between Three Types of Themes 
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Table 8. Presentation of Basic, Organising and Global Themes 

 
 
  

GLOBAL THEME BASIC THEME ORGANISING 
THEME 

Career commitment: a 
developmental process  
 
 

Reciprocation The importance of 
reciprocation 

Work experience Career-turning points 

(critical triggers for a 
career journey) 

Hospitality management degree 
Placement year 

Economic crisis: an excuse 
Career negotiation 

Degree: a career backbone/career 
continuation 

Degree: opening doors 
Increased expectations 

Dissonance 
Non-linear career Career: a fluid concept 

Shelf life 
Rosy picture 

Journey to self-fulfilment 

Career inheritance as 
the legacy of hospitality  

Perception of hospitality The legacy of 
hospitality: an 

affective commitment 
to hospitality 

Perception of hospitality industry 
Philosophy of hospitality 

Personality fit: being a hospitality person 

Natural decision Hospitality: an 
inescapable part of life Parents’ influence 

Lack of clear career paths 
A halfway house: slide to hospitality 

education 
Career slider 

Transferable hospitality skills Transferable 
hospitality The nature of the hospitality operations 

The nature of hospitality management 
degree 

Hospitality as all-encompassing 
Career manager as a 
self-efficacious agent of 
change 

Sources of self-efficacy Career self-
development  Past performance 

Support and positive feedback from 
significant others 

Physical and emotional states/ability to 
deal with career challenges 

Vision of success 
Chance factors/spirituality 

Strategic career self-management 
Career identity Career identity:  

is this me? 

 

Disidentification 
Multiple careers 

Ideal career 
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Before the final version of the research findings chapter was completed, the 

researcher had produced two draft versions of the findings chapter. Going 

through the process of writing these drafts helped the researcher to review some 

of the organising and basic themes, then assign them in line with the schemata 

shown in Figure 6, which also helped to finalise the narrative. Some level of data 

analysis also took place during the activity of rewriting the research findings.  

 

3.2.6 Ethical Considerations 

Using in-depth interviews and employing life history as the methodological 

approach to answer research questions, raises many ethical issues and challenges. 

Not only does the researcher have to be aware of them, but also she has to 

adequately deal with them. The most important ethical principle relates to 

protecting the participants at all times, and avoiding any potential harm to them 

(Johnson, 2002). 

 

Interaction between the Researcher and Participants 

The relationship between the researcher and participants has to be clearly stated 

(Schwandt, 2000). To ensure there is no hierarchy between the researcher and 

participants, the researcher chose to refer to them as participants, rather than 

informants, respondents, or subjects.  

During the interview process, participants were referred to by their first name to 

minimise any feelings of depersonalisation. To ensure anonymity and 

confidentiality, each participant was assigned a pseudonym, which is used in 

interview transcripts, the data collection section of the methodology chapter and 

throughout the research findings (Oliver, 2010). In order to minimise the power 
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relationships between the researcher and each participant, and to ensure that 

participants did not feel vulnerable, the researcher chose a casual but smart dress 

code. The appropriate dress code is vital in ensuring that the interview 

environment is friendly and participants feel in charge of the process (Fontana 

and Frey, 2000; Atkinson, 2002). In situations when the interview was at a 

standstill, the researcher offered some guidance, by rephrasing the interview 

question. However, offering help and assistance during the interview process did 

not mean that the researcher exchanged perceptions, feelings or reflection, or 

gave away any details about other participants (Johnson, 2002). 

 

Dealing with and Addressing Sensitive Issues 

Conducting research in social sciences, which implies employing human beings 

as participants, can be an emotional and personal journey, both for the 

participants and the researcher (Hubbard, Backett-Milburn and Kemmer, 2001).  

Exploring participants’ past experiences may bring back many personal, intimate 

and sensitive issues, which could cause anxiety or distress. Nevertheless, it is 

through emotions that the development of thoughts takes place, as emotions 

enable participants to make sense of the physical, natural and social world 

(Game, 1997). The researcher paid close attention to any possible cues that 

participants might have given, such as signs of becoming upset or angry. These 

can be identified from body language and facial expressions. To minimise and 

reduce any chances of respondents becoming upset, the following was 

considered. Firstly, each interview began by creating a good rapport with a 

participant by laying down foundations of trust. Secondly, the researcher allowed 

participants freedom to disclose as much sensitive and personal information as 
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they felt comfortable with. If the researcher had noticed that participants were 

becoming upset or seemed to be distressed, the interview would have been 

paused. The researcher would have then communicated with the participant and 

together they would have decided whether to continue the interview. In a 

situation when a participant required emotional support, the researcher would not 

have offered any counselling herself. Instead she would provide a list of trained 

and registered counsellors, together with their contact details (Appendix 12, p. 

374). 

The researcher was also aware that the interview process could evoke upsetting 

memories of her own personal life experiences. There was also the possibility 

that she would empathise with the respondent’s own stories (Hubbard et al., 

2001), or that she would feel vulnerable, both physically and emotionally 

(Dickson-Swift et al., 2007). The way in which the researcher proposed to deal 

with these challenges, if such a need arose, was by establishing an informal 

support network of family members, trusted friends and colleagues for 

counselling and debriefing during the research process, or by contacting trained 

counsellors (Dickson-Swift et al., 2007).  

 

Researcher’s Personal Safety 

To ensure safety of the researcher whilst conducting interviews, a member of the 

family (husband) and a member of the supervision team – the lead supervisor Dr 

Ioannis S Pantelidis, were made aware of the date, time and location of each 

interview, and the expected finishing time. Once the interview was finished, the 

researcher immediately contacted her husband to inform him. An email, 

indicating the researcher’s whereabouts, was sent to the chosen supervisor prior 
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to an interview, and the researcher’s husband was given the lead supervisor’s 

mobile number in case something was not right. In case of any issues that could 

arise during the interview, the lead supervisor was the first point of contact, due 

to his expertise in conducting interviews. It was agreed that he had sufficient 

skills to respond to any issues, and provide the researcher with instant advice and 

support. 

 

Having examined the suitable research design and outlined the stages of data 

collection and analysis, the discussion now moves on to Chapter 4. The aim of 

this forthcoming chapter is to analyse the primary data acquired from collecting 

life stories of 17 hospitality management graduates no longer employed in the 

hospitality industry. The research findings pertaining to the three key concepts 

will be presented and the interplay between them explained.  
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CHAPTER FOUR: ANALYSIS AND DISCUSSION OF 
FINDINGS 
 
At the end of the literature review chapter three concepts, from different 

disciplinary backgrounds, i.e. career commitment, self-efficacy and career 

inheritance, were proposed as three key elements whose possible interaction may 

provide insights into why hospitality management graduates leave the hospitality 

industry and how the decision to leave was made. It was also suggested that by 

analysing the rich data obtained from semi-structured interviews with hospitality 

management graduates, the way in which these three concepts interact will be 

revealed.  

It is the purpose of this findings chapter to firstly analyse and then interpret the 

data acquired from 17 in-depth interviews, with a view to trying to understand 

how the interaction of these three concepts aids in providing answers to the 

research question. This chapter is structured according to the three global themes 

presented in the data analysis section of Chapter 3 (see Table 8). Career 

commitment is discussed as a developmental process, and it is argued that critical 

career turning points have a significant impact on the decision to leave the 

hospitality industry. The legacy of hospitality is discussed in the next section of 

this chapter, which posits that hospitality is an inescapable part of life and 

individuals, despite leaving the industry, remain emotionally attached to the 

philosophy of hospitality. Highly self-efficacious individuals, who believe in 

their own capabilities and take responsibility for and self-develop their careers, 

are described as career managers in the final section of the findings chapter.  

This chapter concludes by revealing the leaving process, which is a construct that 

brings together the three concepts and illustrates the process that underpins the 

hospitality management graduates’ decision to leave the hospitality industry. 
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4.1 Career Commitment: A Developmental Process 

The following section of the findings chapter discusses the data related to the 

concept of career commitment, with a focus on three emergent, organising 

themes. The analysis begins by demonstrating the importance of commitment 

that is reciprocated, followed by critical career turning points, and finally looking 

at the concept of career as a fluid concept, and its significance to the process of 

leaving the hospitality industry.  

 

4.1.1 The Importance of Reciprocation 

Informing the process of leaving the hospitality industry is career commitment, 

which is described as the psychological contract between the individual and a 

chosen career. Like the act of commitment, career commitment is not a one-way 

process. Instead, people want their commitment to be reciprocated (Cropanzano 

and Mitchell, 2005; Vance, 2006). Lack of any repayment for the act of 

committing contributes to the intention to leave. This, together with career 

turning points, becomes a trigger to leave. Powerful testimonies of Milly and 

Naomi below illustrate the consequences when commitment is not reciprocated: 

“if the company I am working for recognises that I do a really good job 
and they are willing to move me up and keep me in the company, keep me 
motivated and interested, that is what I appreciate” (Milly) 
 
“because you felt like you devoted a lot of time and energy in getting this 
degree, and it will be nice to somehow, at some point work in that 
industry, and you felt like ok, my hard work in getting that degree paid 
off” (Naomi) 
 

As identified in the literature review chapter, any form of commitment requires 

an investment of time, and mental and emotional energy, which lead to 

individuals expecting something in return. The SET was employed to show that 
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relationships evolve over time into trusting, loyal and mutual commitments, as 

long as both parties accept the rules of exchange (Emerson, 1976; Cropanzano 

and Mitchell, 2005). Therefore, as proposed by Archer (2000: 83) “what we are 

committed to thus shapes our lives and determines our pay-offs”. This means that 

in Jack’s case, after starting a family, he realised that benefits of his career in the 

hospitality industry would not be sufficient for the needs of his new family. 

Despite many years of working in the industry, he decided to make a change, 

which he explains in the following statement:  

“you never gonna earn enough in that front line hospitality industry to 
support a family unfortunately, and that was the biggest realisation when 
I said I’m not doing this any more” (Jack) 
 

The above response also highlights that Jack could no longer justify to himself 

staying in the industry, and he calculated that the perceived cost of leaving was 

lower than that of staying, which points towards continuance commitment.  

Contributing to the waning of career commitment was also the lack of 

reciprocation for a completed hospitality management degree. Because of the 

potentially high opportunity costs associated with undertaking the degree, 

graduates expect high returns on that investment in the form of better career 

opportunities and higher salary, as evidenced by the data. Good reputation and 

high ranking of universities, and their internationally recognised hospitality 

management programmes, also drive these high expectations. Participants also 

talked about how the career opportunities after the degree were not sufficient for 

the time and effort they spent acquiring a degree, as echoed in Joanna’s and 

Anna’s responses: 

“there were days I was there 8 days a week…if you finished at 11 o’clock 
and there was night I didn’t leave until 1, sorting out the accounts (…) 
and I was like, I can’t do this any more hence one of the reasons why I 
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left, I’ve got 2:1 hotel degree, I am not putting up with this crap” 
(Joanna) 
 
“my father paid so much money for me to invest into my undergrad, A 
levels and everything else so why did I want to work for, you know, 
whatever it is 20,000 a year at that time and it just wasn't right, it just, I 
think I had too many aspirations and ambitions” (Anna) 
 

As explained in Chapter 2, there is a significant link between career commitment 

and goal commitment, so much so that a committed individual persists in his/her 

attempts to achieve a specific performance goal, even when faced with 

challenges and difficulties (cf. Tubbs, 1993; DeShon and Landis, 1997). During 

the interviews, participants often talked about commitment to career choices and 

career goals, both of which demonstrate individuals’ ability to remain focused, 

work towards achieving career goals, and have a clear career strategy. Career 

commitment, expressed as a commitment to career goals, denotes the ability to 

focus on personal and professional development. Personal goals, together with 

self-efficacy, have a direct effect on organisational performance and contribute to 

managerial success in raising organisational performance (Wood et al, 1990). 

The data also revealed that the meaning of a career is closely related to being 

committed to career goals, as illustrated in the following responses:  

“I feel a little bit more happy and actually I can say I have a career path 
now, before that it was jumping from job to job, and you don’t have the 
vision, and goal in mind, so you cannot call it a career if you change a 
job every year, so career is, yes it’s a path up, and being happy with what 
you do, and being a professional I think” (Milly) 
 
“if you look at your job as a career, you want it to progress towards a 
goal. And you want it to have a progress every now and then, so for you 
to grow in whatever industry you choose” (Naomi) 
 

As seen in the work of Weiss et al. (2003), the changing meaning of success has 

directly contributed to individuals valuing intrinsic rather than extrinsic rewards. 
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They are becoming more interested in gaining psychological success and a good 

quality of life. The data suggest that in the work setting, commitment develops as 

a result of feeling valued, rewarded and appreciated. After being rejected for a 

promotion a significant number of times, which to Naomi implied lack of respect 

and appreciation for all the hard work she had done for her employer, she finally 

decided to leave. This string of events significantly discouraged her from 

working in the hospitality industry, which she explains in the statement below: 

“I tried applying several times for a different department, which is the 
marketing department and the sales department, so I would have a 
different experience, and where I could feel that what I’ve learnt from my 
degree I can use it towards my work and that will help me in the future as 
well. But sadly I was declined several times and that put me off as well 
working in that hotel” (Naomi) 
 

Archer (2000) clearly explains that what one chooses to commit to is crucial to 

one’s social identity. Career commitment, which is described in this research as 

the psychological contract between the individual and a chosen career, is 

believed to contribute to shaping an individual’s identity. As a result, the choice 

of committing to a career is manifested through a commitment to oneself by 

doing something that is enjoyable. An indication of that is seen in Anna’s 

response:  

“no matter what you do in life, I think you should be committed, for 
whatever period of time, for whatever, whoever you work for I think you 
should be committed. (…) before committing to someone you should 
commit to yourself” (Anna) 
 

However, as career commitment becomes part of one’s identity, it implies a 

certain level of stability. This notion of stability does not correspond to the 

definition of a career chosen for this research, which is based on the definition by 

Chudzikowski and Mayrhofer (2011). Career is defined as dynamic and taking 
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place in turbulent environments, which requires adaptability, flexibility and 

constant learning and development. These requirements for a successful career 

are seen in Anna’s and Peter’s responses below: 

“career is something that you need to develop and you need to move, and 
you need to learn (…) career is something that you set up for yourself, I 
don't think there should be a standard for people to think what career 
should be, I think it’s what you think and how you're comfortable in 
improving yourself, and working with yourself” (Anna) 
 
“I think the world is very changeable at the moment and there are many 
economic considerations as well, cause if you’re working in a particular 
line of industry, whatever it might be, if that goes bust for whatever 
reasons then you’ve got to think of career changes, so the markets are 
very fluid and very moveable at the moment, and you’ve got to be very 
adaptable for that, that’s one side of it” (Peter) 
 

Therefore, commitment should be directed to something that can remain static, 

such as a long-term career goal, which also helps to achieve what Giddens 

(1991) refers to as feelings of ontological security. This feeling of security can 

also be achieved by being committed to the same company or an industry. 

Providing there are opportunities for growth, one can remain in the same 

organisation as a committed employee. However, lack of personal and 

professional development in a role leads to low levels of commitment and, over 

time, results in leaving the industry. Personal and professional development is 

what participants expect from a career, together with achieving self-fulfilment, 

which are discussed in the following responses: 

Career is “the process of your personal development, development within 
a specific field, because it includes all this knowledge that you gain, all 
these experiences, everything that helps you develop, and everything that 
you need in growing within this industry” (Claudia) 
 
“I guess career is about progression (…) career is being happy, it's 
something that no one can answer probably and everyone has got a 
different opinion about, I think a career is about being happy, but I think 
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it is also developing yourself as well (…) if you're doing the same job 
year on year on year, how are you developing as a person?” (Sarah) 
 
“just having a direction, a purpose, a sense of fulfilment I think (…) I 
know what I’m doing here , my work, it will be here, it will be a legacy 
for when I leave” (Monica) 
 

According to the three-component model of commitment, which for the purposes 

of this research is applied to career commitment, individuals can express their 

career commitment in three ways (cf. Meyer and Allen, 1984; Meyer et al., 1993; 

2002; Meyer and Herscovitch, 2001). An individual may choose to remain 

committed to a career because of feelings of obligation, which is a normative 

form of commitment. As discussed in the literature review chapter, receiving 

financial support to pursue a degree can bring about normative commitment. 

This is also linked to career inheritance, as it demonstrates an individual who is 

unable to take charge of their career choices, who instead feels the need to repay 

for financial support received. Peter felt that he ought to perform well at 

university, putting effort into completing the degree successfully, even though he 

started to realise that hospitality was not a career choice for him.  In particular 

his choice of a hospitality management degree was based primarly on available 

funding, as he explains in his response below: 

“I had to apply for courses that were offering international scholarships, 
you are linited as to how many universities you can apply (…) I just 
picked the ones with course attached to funding (…) so when you get an 
opporutnity like this, you almost try to prove yourself, you don’t want to 
let anybody dwn, people who are helping you financially (…) it was a 
very rosy picture I suppose, but then after doing an internship you 
actually see what the work entails and what you’re getting into” (Peter) 
 

Individuals, who of their own free will want to commit to their careers, convey a 

strong affective commitment through an emotional attachment to, identification 

with, and involvement in that career. Further on in this findings chapter it is 
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argued that the legacy of hospitality is based on an affective form of commitment 

to the philosophy of hospitality.  

The third type of commitment implies that an individual chooses to remain 

committed because s/he needs to. Continuance commitment suggests that the 

cost of leaving is far greater than staying, which results in individuals having to 

commit. This can be applied to a situation when an individual chooses to 

sacrifice a job s/he feels passionate about, for one that offers the desirable 

rewards, such as a better lifestyle or a better standard of living. Both Jack and 

John talked about experiencing little enjoyment in their new-found careers, since 

they left the hospitality industry:  

“since I left hospitality, for a long time, I haven’t really enjoyed what I 
spent my day doing, which has been a big learning experience actually” 
(Jack) 
 
“I’m in a job that gives me huge amount of scope, huge amount of 
freedom, and it’s quite interesting most of the time. It’s not that I, I know 
it’s not the perfect job, but I don’t know what the perfect job is, what the 
perfect thing for me is, I know what I like doing, and as I said it’s mostly 
centred around people, you know, and I also like looking at you know it’s 
an interesting job, you’ve got to be very aware of the global events, and 
why global events what effects they will have on markets and anticipate 
that and be prepared to move if a global event happens” (John) 

 
 
4.1.2 Critical Career Turning Points 

Career turning points, also referred to by Hall (2004) as critical organisational 

leverage points or what Denzin (1989) calls epiphanies, are important triggers 

that guide individuals’ career decision-making processes, and are critical factors 

that impact on the process of leaving the hospitality industry. Further on in this 

chapter it is argued that career turning points transform the intention to leave the 

hospitality industry into a decision to leave.  
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The central idea of career turning points is that they disturb the status quo, so 

much so that an individual feels the need to act on them. As Hodkinson and 

Sparkes (1997) explain, they are not only important moments in individuals’ 

careers, but also contribute to career identity transformation. In relation to the 

decision to leave, the data show that a career turning point, or a string of events 

that precede such a point, has significantly influenced the majority of 

participant’s careers. Examples below illustrate a critical moment in a hospitality 

career, which forced participants to make the decision to leave: 

“about 6 months into my work…a day centre manager that hadn’t 
interviewed me, basically went behind my back and was trying to tell 
everybody that they didn’t want the huge varieties of meals, they wanted 
to go back to the five day week rotational menu (…) he just made my life 
extremely difficult  (…) actually I don’t want to do this any more, so I 
kind of left (…) he was the final nail on a coffin to say right, enough is 
enough, move on” (Monica) 
 
“I’d say it’s a combination of major things, my last seasonal job at the 
restaurant… I just realised I was already tired of this…you don’t have a 
life…plus the job was not getting gratifying or just respectful…I just 
realised that you work when basically everyone doesn’t, you completely 
live a life apart from others” (Jane) 
 
“when I realised that I’m really having health issues now because of my 
job, and I always promised myself, I wanna have a career, I love the 
hospitality industry, but there is a few things that I am not going to do, 
and I'm not willing to pay with my friends, I'm not willing to pay with my 
family, and I'm not willing to pay with my own health, and this is what 
just happened” (Claudia) 
 
“when I realised that the guy washing dishes was earning more money 
than me, and that was when I was an F&B manager at the hotel X” 
(Mark) 
 

The duration of leaving was of different lengths. Mark and Monica had worked 

in the industry for at least 15 years before they decided to leave. For Monica, 

who completed her degree after at least 10 years of working in the industry, the 
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degree was meant to give her more opportunities to progress in her hospitality 

career. Jane and Claudia had been employed in the industry for a considerably 

shorter period of time, and making the decision to leave took less time.  

According to the data, the career turning points are categorised into what 

Hodkinson and Sparkes (1997) call self-initiated, meaning the decision to leave 

is initiated in response to different factors. A person undergoing such an 

experience is likely to consider choosing to change a job within the same career, 

develop coping strategies when leaving is not an option, or decide to change 

career altogether. The latter is an option chosen by participants in this study, who 

were no longer able to cope with the disappointments of the hospitality industry. 

Such individuals can also be called ‘career leavers’, following Blau’s (1989) 

career typologies, who left the hospitality industry in search of better 

employment opportunities in non-hospitality sectors. 

The realisation of the tough working conditions, especially by those participants 

who had little prior knowledge of the industry, had contributed significantly to 

their decision to leave. During their short-term employment in the industry, those 

participants had a chance to experience the industry first-hand, which altered 

their positive attitude. The data showed that the industry, in particular hospitality 

operations, has a dual nature; like a coin there are two sides to it, which are 

closely related yet different. On the one hand it is a very sociable, unique, ever-

changing, unpredictable, fun and exciting industry in which to work. It can 

provide employees with unique and unforgettable life experiences, such as 

serving lunch for a president. On the other hand, it is characterised as a very 

demanding, tough, and thankless working environment. Martin recalls a time 
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when a hotel he was working for provided accommodation for celebrities 

attending a major music event, which made his work feel very special: 

“and I was just seeing them all there and it was part of your job going in 
and you weren’t sure who you would see at this time, from Madonna to 
Britney Spears to Kylie Minogue. It was just a whole list of them (…) and 
then the whole security around the building, that you just knew you were 
a part of something” (Martin) 
 

Monica’s and Milly’s responses illustrate the negative side of the industry: 

“hospitality is an antisocial beast, and if you have a family you don’t 
wanna be working weekend and nights” (Monica) 
 
“the whole point of hospitality industry is you work when others party” 
(Milly) 
 

Participants’ altered understanding of the term hospitality also had a significant 

impact on their choice to leave. Once working in the industry, the meaning of 

hospitality changed, to the extent that it became an umbrella term for a great 

variety of services provided in different settings ranging from hotels, restaurants, 

casinos, cruise liners and care homes. What is common between those hospitality 

offerings discussed by participants are the face-to-face interactions between the 

providers and the recipients of hospitality services, who are required to provide a 

payment for the service received. This, according to some participants, alters the 

meaning of hospitality, which is no longer something they like to provide of their 

own free will. The following response by Jack captures the meaning of 

hospitality as a paid service offered by the hospitality industry: 

“the word itself encapsulates to me being hospitable to others, it’s 
looking after other people, that’s what the industry is about. It’s people 
paying someone else to do something for them, to make them feel 
welcome, make them feel safe, make them feel happy, it is doing 
something for someone else that they are perfectly capable of doing for 
themselves, but they’re paying to get it better. So someone goes into a 
restaurant, they could go home and cook, even if they’re terrible at it, 
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they would survive but they’re paying to be looked after, and that applies 
to hotels, events, restaurants anything under hospitality banner, you’re 
paying someone else to provide you with a service for you to enjoy” 
(Jack) 
 

Palmer, Cooper and Burns (2010), in their work on the occupational identity of 

chefs, discuss the unwritten rules of occupations. The story of one participant in 

particular, Peter, falls within the remit of the unwritten rules, which together with 

norms, values, attitudes and beliefs constitute the invisible components of an 

occupational identity. Peter talked about feeling discouraged by managers 

expecting employees to always be available to work in the event a colleague was 

to call in sick. Alongside difficulties of planning ahead, due to weekly or 

fortnightly rotas, this unwritten rule had contributed significantly to Peter’s 

decision to leave the industry. Furthermore the data revealed that both the 

general public and work colleagues in higher management positions, have less 

appreciation for operational jobs, such as front of house jobs, despite their being 

at the forefront of service work. These jobs are also disadvantaged by offering 

comparatively lower pay and tougher working conditions, factors which fall 

under the visible components of occupational identity according to Palmer et al. 

(2010). The way in which society perceives a particular job also has an impact on 

whether an individual considers it in a positive or a negative light (Palmer et al., 

2010). The operational jobs continue to be considered as low skilled, requiring 

minimal prior technical skills. Although, the hospitality industry is a global 

industry that offers many career opportunities, individuals do not want to be 

associated with an industry that has a low social standing. Therefore feeling 

undervalued and underappreciated gave some participants the impetus to look for 

career opportunities in other sectors. Staff shortages, poor managerial skills, lack 
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of benefits, as well as no appreciation for having a hospitality management 

degree, were other factors that drove participants away from the industry. The 

response by Louise, below, clearly shows that poor working conditions are a 

trigger to leaving the industry:  

“I was obviously working ridiculous hours, as in hospitality, not a lot of 
money, you don't get a lot of respect, you get given grief from customers, 
you get given grief from the higher management, and I just thought: is 
this what I want to do?” (Louise) 
 

Critical to participants’ decision to leave the hospitality industry is the period of 

working in the hospitality industry and its relationship to when the hospitality 

management degree was completed. When the degree is undertaken after a 

number of years working in the industry, its aim is to confirm the desire to 

continue a career in the industry. Therefore, it can be considered as a career 

continuation phase. Apart from fostering learning, enhancing one’s knowledge, 

and acting as a career facilitator, the degree enriches and strengthens the already 

established career. The term career continuation can be applied to those 

individuals who had significant work experience prior to undertaking a degree. 

Therefore completing a degree was a necessary step in improving their career 

prospects, or it was “the next stepping stone”, as explained by Sarah. The degree 

was also undertaken with the aim of opening doors to managerial positions, and 

to provide individuals with theoretical foundations for hospitality management 

practice: 

“that was more in a speaking with people, who are good in the industry 
and career people, you know, if I wanted to get any kind of success within 
the industry, you know, let’s say the high levels of management you need 
to have at least a minimum of a bachelor degree. So that was really sort 
of being a bit more logical and at least planning out some kinda career 
path” (Mark) 
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Monica talked about struggling to secure a position of a chef manager, even 

though she had worked as a chef for a number of years. She hoped that the 

degree would be the missing link to her progressing in her hospitality career. Yet 

those participants who started a hospitality management degree with a view to 

progressing their careers, such as Monica, Sarah or Mark, had experienced a shift 

in their levels of commitment. The degree became a period of gaining new skills, 

which led to participants’ feeling more confident about themselves, and their 

career prospects. Therefore, after graduating with a hospitality management 

degree, their levels of commitment started to wane, firstly away from their 

hospitality job, secondly from the hospitality industry, moving towards self-

development. A career in hospitality was no longer their long-term aspiration.  

Participants also talked about the advantages of completing the hospitality 

management degree. In the majority of cases, the degree has equipped graduates 

with transferable skills, given them self-confidence and ability to deal with 

complex matters, encouraged them to step outside their comfort zone and taught 

them how to deal with issues and challenges professionally. Such skills were 

eventually found valuable and transferable to other work settings outside the 

hospitality industry. Daniel, as a non-English national, felt that completing the 

degree in the UK provided him with many long-term benefits, such as the ability 

to think critically or to convert knowledge gained during the degree to the world 

of work, which is expressed in the following response:  

“studying in the UK is fantastic, because is fantastic in improving the 
writing, because 80% of the assessments are essays and reports, so if 
you're not good in writing, you definitely improve in that because you got 
no choice” (Daniel) 
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Louise referred to the entire degree programme as a life-changing experience, 

during which she gained sufficient industry knowledge and experience. Most 

importantly, she considered it as a significant career turning point, which 

renewed in her a sense of self-worth and self-confidence. Her response below 

captures the meaningfulness of this important time in her life:  

“eye opening, because it made me realise a lot about the world, a lot 
about myself, a lot about the industry, just made me realise a lot of 
different things” (Louise) 
 
“when I started I was terrified cause I haven't been to school for six 
years, and I thought: oh no. I didn't get in initially, I had to have an 
interview because I had no A-levels, I had nothing cause I didn't get 
through UCAS, so I had to really fight my corner to get into university, I 
felt pressured to prove myself, but once I got there, the first year was 
quite hard getting into it, but then the second year and the third year it 
was just like a new me, I felt like I could do something, I felt this is what I 
should be doing, I loved the whole experience of university, I loved the 
whole learning experience. So, it was just amazing, all the opportunities 
that came from University as well, all the different people we got to meet, 
all the doors that could've been opened potentially, it was just absolutely 
amazing, best experience ever” (Louise) 
 

However, after completing a hospitality management degree, the majority of 

participants felt that the degree was paradoxically hindering their career growth, 

as employers were not responding positively to candidates with a hospitality 

degree. This was particularly true for participants who chose to do the degree 

with a view to establishing themselves in the industry, such as Milly, Naomi, 

Paul or Joanna. Having completed the degree, those participants had very high 

expectations about future career opportunities, and hoped to progress into 

management roles immediately after graduation. They admitted, however, that 

they had unrealistic expectations of the industry, based mainly on their lack of 

knowledge of the career scene. Those participants also talked about not being 

able to fulfil their potential. They referred to their work as boring, not 

 187 



  CHAPTER FOUR: FINDINGS
   

challenging enough and repetitious, and they could not see themselves 

progressing further in their careers. For some of them the focus has shifted away 

from a career in the hospitality industry. Anna used the expression “I didn’t use 

my brain enough” to explain how she felt about hospitality work, which was one 

of the reasons why she eventually decided to leave the industry.  

Participants, who graduated with a postgraduate degree in hotel and restaurant 

management, did not feel that the degree made any significant difference to their 

employment opportunities. On the contrary, as explained by Milly, it was not 

considered highly by hospitality employers: 

“the harsh part that I realised after finishing masters in international 
hotel and restaurant management is that when you got to work in a hotel 
you start from the bottom (…) I would qualify maybe just for reception or 
waitress (…) I knew even a few people, they took all their masters 
degrees off just to get into a work in a hotel, because they just want you 
with a basic knowledge, basic expectations, just wanting a job and this is 
what I faced when I tried to find a job in a hotel” (Milly) 
 

A significant career turning point was a realisation that there continues to be a 

dissonance, between academia and the hospitality industry, about the importance 

of a hospitality degree to one’s career. Before starting a hospitality management 

degree Paul, as a prospective student, was strongly advised about the necessity of 

this qualification to his future career. This, however, was not reflected in the 

negative experiences he, as well as other participants, had when searching for 

employment opportunities in the industry, post graduation. Milly felt that the 

degree did not benefit her in terms of her future employment prospects in 

hospitality, in particular when she discovered that her colleagues often had not 

completed any degrees. This is illustrated in her response below, which also 

shows that the dissonance between the hospitality industry and academia 

contributed to her decision to leave:  
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“another thing that I learnt, hospitality industry and hotel they don’t pay 
you much, and a lot of the time I learnt that I don’t need a specific 
education like that to be working in the hotel, you know, everybody I 
worked with…some of them didn’t even go to university, you know, I was 
kind of surprised” (Milly)  
 

It emerged from the data that hospitality employers continue to value practical 

experience above degree qualifications, to the extent that in order to be invited 

for a job interview, some participants had to exclude from their CVs information 

about their higher education qualifications. A similar finding was reported by 

Raybould and Wilkins (2005), who found that the hospitality industry chooses to 

ignore students’ formal qualifications by citing their lack of experience, and 

using the phrase ‘over qualified but under experienced’ when referring to entry 

level management positions. Paradoxically, despite a high value placed on 

hospitality experience, hospitality employers do not look favourably on the work 

experience in the industry undertaken during the degree, a challenge faced by 

Paul, which he shared during his interview: 

“I sometimes felt that when I was applying for jobs they didn't really take 
those jobs that I took during my studies that seriously, and I believe 
sometimes they didn't value it as full-time equivalent work experience but 
rather than you know just any job that you take during your studies, 
which it wasn't, it was a full-time jobs, it was great experience” (Paul) 
 

Therefore, a change is urgently required whereby hospitality experience and 

education are equally weighted in order to create a holistic approach to a 

successful hospitality career. As proposed by Martin, together with sufficient 

industry experience, a hospitality management degree should be advertised as the 

basis of a career: 

“the academic background helps you rationalise your decisions” 
(Martin)  
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Historically, training in the industry would have taken place on the job, and 

formal training was available only from few institutions, as reported by Airey 

and Tribe (2000) in their seminal work on the historical developments of the 

hospitality management degrees. This implies that degree-level education in 

hospitality is relatively young, and can be considered as a possible reason for the 

aforementioned dissonance. Furthermore, the hospitality degree continues to be 

perceived as an easy degree to complete, with low entry requirements, which 

attracts candidates for whom the degree is often the least desirable academic 

choice, to the extent that some might question its necessity when considering a 

career in the hospitality industry. Providing evidence for that are two responses 

from Sarah:  

“hospitality, they don’t ask you for triple A or two A’s and a B”  
 
“I can understand why hospitality degrees are sometimes seen as less 
valuable, because even in my masters I didn't feel that actually the level 
was particularly challenging” (Sarah) 
 

This negative perception of the industry also contributes to greater difficulties in 

attracting, recruiting and retaining quality staff, as revealed in the works of 

Jenkins (2001) and Richardson (2008). 

A placement year, which is either an optional or a compulsory period of work 

experience during a hospitality management degree, was also a critical stage in 

participants’ career journeys. For participants who had little prior work 

experience in the industry, the placement year was an opportunity to experience 

the industry first-hand, in some cases for the first time, and to find out for 

themselves if they felt suited to that type of work. Although a placement year can 

reinforce the desire for a career in hospitality, it is more likely to discourage 

future graduates from pursuing a career in the industry. For Louise, the 
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placement year increased her confidence, and empowered her to look for other 

career opportunities outside the industry: 

“I can do whatever I want, so it's learning all those extra things that's 
what made me be a bit more secure” (Louise) 
 

Thus, together with a lack of clarity about the job, work experience in the 

industry, whether through part-time employment or placement, is likely to 

negatively impact on the decision to leave the industry, a finding also reported in 

the works of Pavesic and Brymer (1990), Barron and Maxwell (1993), Kusluvan 

and Kusluvan (2000), Jenkins (2001), Barron (2008), and Richardson (2009). 

According to Richardson (2008), 96.3% of respondents, who previously worked 

in the industry, did not continue working in the industry after graduation. 

Furthermore, as proposed in the literature review chapter, at the beginning of 

one’s career, commitment to that career is relatively low, yet through positive job 

experiences an individual’s affective career commitment is likely to start 

increasing (Meyer et al., 1993; Goulet and Singh, 2002; Weng and McElroy, 

2012). Conversely, lack of positive job experience at the beginning of one’s 

career is likely to have a detrimental effect on the levels of career commitment 

ever rising. Furthermore, as suggested by Lawrence (2011), early successes in 

individuals’ careers increase the probability of later success through high 

performance and mobility. This has implications for the success of a career of 

hospitality graduates, which is based on how successful their first few years 

working in the industry are. This can also apply to the placement year, which 

when unsuccessful, can jeopardise the entire career in the industry. Milly’s 

negative and below expectations first year of working in the hospitality industry, 

became the only year she ever worked in the industry:  
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“I started as a receptionist, and this is when I learnt that my rotation 
programme was supposed to be for a year, and it was already 8 months 
and they still kept me at reception, because they needed me there, people 
were leaving, they were not letting me go, I was stuck (…) so that was 
almost my closing chapter in the industry” (Milly) 
 

Inspired by the data, it is proposed that all hospitality management programmes 

should include a compulsory rather than a voluntary placement year – placement 

year by default. The placement year has such a high significance to individuals’ 

careers that it should be highly promoted. Only students who can demonstrate 

that they have sufficient work experience in the industry, should be given an opt 

out option. Otherwise, students should be encouraged to consider the value of 

this ‘year at work’ in light of their academic knowledge and future career goals. 

Considering the vocational nature of the hospitality management degrees, 

students should be exposed to as much work experience as possible. This will 

introduce them to the world of work, give them a chance to decide for 

themselves whether they enjoy this type of work, and minimise the possibility of 

unmet career expectations in the future. The benefits of a placement year are 

very clearly explained by Peter, who valued being exposed to working in 

different hotel departments. As a result he had a chance to decide which hotel 

area he felt most suited for: 

“went for a year to America and worked in a gold resort as an internship 
(…) prior to that I had no experience whatsoever (…) perhaps in the 
hindsight I had a very rosy picture, because you get to ‘oh you work in a 
hotel, you see the stars, you know, you can work in London in big chains 
and so on’, so it was a very rosy picture I suppose, but then after doing 
an internship, you actually see what the work entails and what you’re 
getting into (…) it was hard, hard work, but very enjoyable, I think it 
gave me a good rounded view of the whole departments, all the functions 
within the hotels and not just the front of house or not just the restaurant 
side but housekeeping, maintenance, all of it, it was an eye opener” 
(Peter) 
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A significant number of participants gave direct reasons for exiting the industry, 

which included insufficient or low monetary rewards, demanding and unsociable 

working hours, and difficulties planning ahead due to shift work. These findings 

confirm those reported in the literature review (O'Leary and Deegan, 2005; 

Rodríguez and Gregory, 2005; Barron et al., 2007; Richardson, 2009), which 

also included change of interest; better opportunities elsewhere; little opportunity 

of job progression; incompatibility with family/social life; limited managerial 

expertise; feeling undervalued in their job; and poor or non-existent career 

structures. The above examples of direct reasons, which contributed to 

participants choosing to leave the hospitality industry, are echoed in Claudia’s 

and Naomi’s responses below:  

“I was doing these crazy shifts and I completely lost my social life, I was 
just trying to fall asleep as soon as I got back just to be ok in the next day. 
And I think you can for that for a while, and obviously it is hospitality 
industry, so you don’t expect to leave work after 8 hours, you know how it 
works…you just can’t keep doing this all the time…and then also the 
payment was crap, it was just not worth it, so you do all these hours and 
officially we were allowed to write it down, the extra hours we did, but 
then in reality these hours were kind of lost because nobody knew about 
them” (Claudia) 
 
“At least I could plan my time I have, not like working in operations side 
where you don’t know what’s your next shift is gonna be in the next few 
weeks, and then it’s different every two weeks, so it’s quite hard. I mean 
when you are younger, I think it’s fine, but when you are getting older 
you want the more stable kind of working lifestyle, and also a job or a 
career that will compensate my financial needs” (Naomi) 
 

Furthermore, participants who had entered the industry with little prior 

knowledge of what to expect, after only a few years of working in the industry 

decided to leave, as they felt deceived when their expectations were not met. 

Peter talked about having a “rosy picture” of the industry prior to starting a 

hospitality management degree, which was influenced by the glamorous 
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portrayal of the industry in different marketing channels, a finding that both 

Jenkins (2001) and Richardson (2008) reported, and which is evident in the 

following responses of Milly and Peter: 

“my whole idea was based on, I don’t know what like movies, magazines, 
things like that that you would just imagine how the work would be 
there” (Milly) 
 
“subconsciously I suppose if you see things in programmes and so on, 
you see nice hotels, famous people mingling and you think ‘Oh what a 
great opportunity’, work in the front of house, meet all those people, you 
have an opportunity to travel, you can apply anywhere you want, go 
oversees wherever, but I think that’s slightly misleading, not for 
everybody…some people are fortunate to have it, some are not” (Peter) 
 

Those same participants reflected on how the lack of vocational experience prior 

to undertaking a hospitality management degree is a missed opportunity to 

become familiar with the nature and conditions of working in the hospitality 

industry. Having an unrealistic perception of the industry also contributes to 

lacking clear vision of the hospitality career paths, and therefore is a very 

tangible trigger for leaving the industry. Milly admitted that her entire perception 

of the industry lacked real-life experience: 

“I did that without actually working in the hospitality industry, so my 
knowledge and experience was very limited” (Milly) 
 

Lack of engagement with employees about their long-term careers during an 

economic downturn is a lost opportunity to examine employees’ career 

aspirations, as proposed by Inkson and King (2011). This is also a time when the 

rate of mobility is lower. Although only two participants talked explicitly about 

the impact of the economic crisis post 2008 on their career prospects, this finding 

revealed that hospitality employers used the crisis to justify stagnant wages, lack 
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of promotions and the decision to merge various job responsibilities under one 

job role, as revealed in Daniel’s response:  

“the times are a bit tough now, so there might be the need for you to go 
and help out at the bar as well” (Daniel) 
 

In relation to career turning points, having an increased awareness of changing 

life and career priorities leads to a re-evaluation of career costs and benefits, for 

which the term career negotiation is used. Individuals begin to negotiate their 

careers in line with their new priorities. According to Weiss et al. (2003), there is 

an increased desire for work to resemble a vocation, with the aim of meeting 

basic human needs. Thus, some participants’ motivations have changed, as they 

are no longer interested in having a career pursued originally for their own 

benefits. Instead of working exclusively towards successful careers, some 

participants have become more driven by the idea of a work-life balance, which 

is particularly difficult to manage in the hospitality industry, a challenge reported 

by Sarah: 

“there is not a work life balance still within the industry, and a lot of the 
bigger companies are now trying to do their corporate social 
responsibility thing and try to make it easier for women to have that 
balance, but I'm not sure, I'm not sure it's possible” (Sarah) 
 

In order to achieve this balance, some participants choose to consciously separate 

work and leisure time, which is a strategy proposed by Jane in her response: 

“like a fence between your life outside the navy and inside the navy (…) 
my choice of life, I wanna, I think I wanna go for life that I want to live in 
the city that I want more than the job. So I’m prepared to set a job that I 
would maybe be like less confident in to go in the city that I want, like I 
want for, you know. So I clearly decide to, to privileged like my social life 
and I mean my life first and like you know rather than my job” (Jane) 
 

According to research by Holland and Martin (2015), individuals may refer to 

their work as a lifestyle, which signals the weakening of boundaries between 
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work and life, and a shift in commitment away from work. This also means an 

alignment of passions and hobbies, and thus a blurring of work and non-work 

activities. Furthermore, Donkin (2009) proposes that work can become such an 

essential part of who we are that concerns about work-life balance stop existing, 

because work overlaps with everyday life. This provides a perspective on a 

career as an activity, the primary goal of which is not to bring financial benefits 

but, more importantly, to achieve a meaningful and fulfilling life, which is 

echoed in Chris’ response: 

“I'm hoping, it brings back the whole work life balance at the moment, 
you know. My wife leaves for work at 8:30 in the morning, you know, and 
generally works 10, 11, 12 hours a day and that's not a lifestyle, that's not 
a work life balance, it’s been one ambition for me trying to get that work 
life balance back and this whole camp thing is kind of giving me that 
opportunity, and it will take a while to few years to settle down but 
ultimately we will get a good work life balance out of it and then it will 
become our lifestyle” (Chris) 
 

The term career negotiation also helps to illustrate that commitment to a career 

shifts in line with changing life priorities, for example from valuing one’s career 

earlier on in life, to emphasising the importance of family and social life outside 

work later on in life. It also indicates that working in hospitality operations 

requires constant (re)negotiations between multiple commitments in life, 

evidence of which is seen in the responses below: 

“at the moment for me it is life and work balance. So if I wanted to uhm I 
could be working day and night, but for me it is important that, you know, 
I just recently got married, so for me having this nice balance that you 
still get to enjoy life and at the same time you’re doing good at your job 
is important” (Milly) 
 
“the motivators became, over time, less about me and more about my 
family” (Jack) 
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“If I didn’t get married, if I hadn’t got kids, I’d probably would’ve stayed 
(...) working nights, working weekends, uhm doing big long hours and 
then the culture around that as well there is a big booze and drugs 
culture in the industry as well, and do you wanna be part of that when 
you’ve got kids, no you don’t” (John) 
 

The discussed career turning points help to illustrate that leaving the industry can 

also be compared to a shifting process. During this process an individual’s core 

work responsibilities are becoming less about the industry and more about the 

generic skills or knowledge that can enhance a future career, as well as redefine 

the meaning of a fulfilling career in line with changing life priorities. For 

example, Paul’s career aspirations started to shift away from the hospitality 

industry and towards social media marketing, once he had moved to an office-

style job in a catering company. Similarly, Mark began the transition from a 

‘pure hospitality’ role to an Information Technology (IT) role, when he took the 

opportunity to lead the IT department in a hotel. It can be concluded that the 

decision to leave the hospitality industry starts with a waning of job commitment, 

followed by a decline in career commitment.  

 

4.1.3 Career: A Fluid Concept  

It emerged from the data that having a clear perspective on the meaning of the 

term career provides insights on the process of leaving. The concept of career is 

understood from participants’ vantage points, knowledge of which helps to 

conceptualise the less predictable, dynamic and continually changing hospitality 

work environment. It also points to participants as active managers of their own 

careers, a finding discussed in the subsequent section. By transforming their 

career paths, career managers embrace protean careers, which require them to be 
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flexible and adaptable, which are also reported in the work of Fugate, Kinicki 

and Ashforth (2004).  

The following discussion is based on understanding the term career proposed by 

Collin (1998: 421), who explains that a career is “not a universal concept but a 

construct, not a social phenomenon but a social construction” and “it is not 

individual but contextual and relational, not traditionally developmental but 

protean”. Furthermore, following a constructivist route to understanding careers, 

a career is perceived as a subjective construct experienced differently by 

individuals, who realise that career success emerges out of their own efforts and 

capabilities (Patton and McMahon, 2006; Gebbels and Pantelidis, 2014). 

Therefore the term career goes beyond work roles and encompasses aspects of 

life holistically (Gebbels and Pantelidis, 2014). This definition is further 

supported by the data, as revealed in the following definitions of career offers by 

participants: 

“For me career- it's getting experience, and moving forward” (Anna) 
 
“but I think a career to me is a long-term word, career is different to job 
isn't it? In my head it’s, career is the long term, what someone has spent 
their life doing, and that is very much different from person to person as 
to how they hang together (…) but yes career to me is the long term, what 
I do with my life” (Jack) 
 
“what you wanna achieve, where you wanna be in 10 years time, 20 
years time (…) a big part of your life (Jane) 
 
“career is something that you build on, so 18 years and 20, 30 years, and 
those people who have careers have different avenues, so they have done 
a lot of different things, and they’ve always kind of build on that, and 
that’s where they ended up” (Joanna) 
 
“career really should be what you love doing and how do you monetise 
that, that’s a career, so you’ve got to find out what you love doing, and 

 198 



  CHAPTER FOUR: FINDINGS
   

whatever you love doing, can you monetise that and chance are yes you 
can” (John) 
 
“a collection of jobs (…) not a very constrained development (…) more 
as brunching from from side to side, more so then focusing down the 
tunnel. I suppose more of a nearly spiders web, or a rolled net that can 
lead in a number of different paths. And you have junctions at various 
stages that you know you make a decision based on that time” (Martin) 
 
“career means doing something you love, being good at it and always 
improving” (Milly) 
 
“the way I would define career for myself is that you just have one 
career, which is like that part of your life or that life span between the 
day you graduate or you finish school, and the day you retire so in that 
sense it would be multiple careers that you have. Whereas I know that 
others would see a career or would see the possibility of multiple careers 
with one career being sort of probably within one industry or one career 
path which I don't really see it because I think it is one person one career 
and thus I am right in the middle of my career” (Paul) 
 
“I guess career is about progression (…) career is being happy, it's 
something that no one can answer probably and everyone has got a 
different opinion about, I think a career is about being happy, but I think 
it is also developing yourself as well (…) if you're doing the same job 
year on year on year, how are you developing as a person? But there are 
some people who do that year in and year out, and they're happy” 
(Sarah) 
 

It is apparent from the above definitions of careers, that this term is very 

subjective and person-specific. Depending on individuals’ experiences, goals and 

motivations, a career has multiple meanings. This finding helped in devising a 

definition of career, which is presented below: 

Career is more than a job. It is an enjoyable and rewarding journey 
towards a goal of self-fulfilment that is continually worked on, and 
involves continued personal and professional development. The path is 
non-linear and resembles a web with various choices that can be taken, 
based on the subjective goal of the individual. The goal is not static and 
is continually (re)constructed in light of changing life priorities. Although 
the more traditional view postulates having only one life-long career, it is 
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now acceptable to have multiple careers running simultaneously, as well 
as having more than one career in a lifetime.  
 

Understanding the meaning of a career also contributes to an understanding that 

having a career provides the feelings of ontological security, which are 

maintained through, as Giddens (1991) discusses, developing secure, day-to-day 

environments which are supported through routine itself. Thus in relation to the 

process of leaving the hospitality industry, when ontological security cannot be 

achieved through a particular career, the individual begins the search for a new 

career. As careers are dynamic, the search for ontological security is intensified, 

because with a change of a career comes the disruption of ontological security. In 

the liquid modern world, where there is lack of solidity of material things as well 

as human bonds, long-term commitment is considered as constraining the 

freedom of movement, which is discussed extensively by Bauman (2010) in his 

work on the liquid modern world. Therefore, individuals as employees, in the 

liquid modern world, “need to ‘monitor themselves’” to showcase employers, 

who no longer have the monopoly on deciding what employees should be like, 

their unique and irreplaceable values (Bauman, 2010: 97), hence the need to 

remain flexible and adaptable. The sense of security can also be achieved by 

acknowledging the importance of the social context in which we live, in relation 

to a group or others, through what Ellemers, Spears and Doosje (2002) propose 

as receiving feedback about one’s social position. Moreover, as explained by 

Swanson and Fouad (2010), vocational choices are firstly the fulfilment of the 

social self, and only secondarily of the psychological self. Therefore, the choice 

of a career is a process rather than an event. 

For the reasons expressed above, individuals can no longer rely on traditional 

conceptualisations of careers as linear and stable. Jones, Le Boutillier and 
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Bradbury (2011) suggest that because of the emergence of late modern life, a 

sense of self can only come from within; the traditional, institutional forms of 

identity characteristics have dissolved, leaving an individual unable to rely on 

anything or anyone to determine their sense of security, which can ultimately 

come only from within. Therefore, as proposed by Weiss et al. (2003), 

individuals are more likely to seek careers which are meaningful and bring social 

benefits. Monica talked about how, after leaving a 20-year long career in the 

hospitality industry, her new-found career provided her with a sense of self-

fulfilment: 

“what I’m doing here, my work, it will be a legacy for when I leave, so 
the works that I’m doing now I know it will improve people’s health and 
wellbeing in this community now and in the future, so that for me I think 
that’s a real sense of worth of my career that I can do something I can 
give back to people that probably can’t help themselves or support 
themselves erm and for me I think that’s what career is all about” 
(Monica, in relation to her role outside of the hospitality industry)  
 

Careers are also becoming a reflection of and a response to a complex, changing 

and multi-layered self. For that reason, a self is no longer considered passive and 

determined by external influences, but as Giddens (1991: 2) explains, is a 

“reflexive project, for which the individual is responsible”. Furthermore, as 

discussed in the literature review chapter, one of the five basic assumptions of 

the constructivist worldview is that the self illustrates personal identity by being 

self-referent. The development of the self is, therefore, embedded in the social 

and symbolic systems or contexts within which individuals live (Mahoney, 

2003). According to Palmer et al. (2010), an individual’s career becomes a 

significant part of self-image, and the concept of career further helps to illustrate 

who we are to ourselves and in relation to others. Having a career of which one is 

proud, helps to confirm one’s career identity, both of which are socially 
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constructed. The significance of career to one’s sense of identity is illustrated in 

the response of Jack:  

“because it's kind of a badge, you know, at the party the first thing 
someone asks when you introduce yourself, hello my name is, what do 
you do? That is what we spend half of our time doing, if life, so it is what 
you are” (Jack) 
 

In line with the concept of identity as a multiple concept, is the understanding of 

career as multi-layered and multidimensional. In this instance, commitment 

reveals how strongly an individual feels in relation to a particular role-identity, as 

people have multiple and competing role-identities, according to the works of 

McCall and Simmons (1966) and Owens, Robinson and Smith-Lovin (2010). As 

proposed by Chudzikowski and Mayrhofer (2011) and supported by the data, one 

can have more than one career, for example as a mother and as a professional. As 

revealed in the responses of Monica and Louise below, both mothers of two, 

there is an apparent distinction between the purposes of these different careers. 

The career of a mother is unpaid and rewarded by unconditional love of children. 

A professional career, on the other hand, provides an income which benefits the 

entire family: 

Being a mother "it’s an unpaid job. You do it, because it has potential for 
the future population (...) but also you have a relationship with someone, 
and you think actually we want to start a family, because that’s innate, 
that’s in our human biology to do that, anyway. So I kind of take that job 
for granted but then I have another career that I get paid for, even though 
I get paid for by unconditional love and things like that, it’s different 
because this job pays me money" (Monica) 
 
“it's the outside of home part, cause I've got my mom's side, which 
doesn't really care about my career, but then I've got my other side which 
does, which is focused on my career. Once I'm out of this house, I'm at 
work, I'm a different person, at uni I’m a different person” (Louise) 
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“careers can be different I mean I hear that people have two or three 
different careers in the lifetimes it’s quite natural to do that” (Monica) 
 

As revealed in the literature review, a career no longer resembles a linear, 

straightforward path (cf. Sullivan et al., 1998; Goulet and Singh, 2002; Weiss et 

al., 2003; McMahon, 2005; Weber and Ladkin, 2008), but is complex and 

changing, which are characteristics described in the following responses: 

“spider’s web, with junctions to different paths” (Martin) 
 
“up and down, back and forth, left and right” (Louise) 
 

A career which resembles a linear path, can carry negative connotations, which is 

seen in Daniel’s definition of what a career means to him. This type of career 

implies a reduced freedom to choose a path of one’s preference. The following 

response illustrates that individuals can no longer use the existing definitions of 

careers, when these do not apply to their identities, but instead need to be able to 

construct their own unique understandings of career which, according to Jones et 

al. (2011), is a view informed by postmodernism: 

“it makes me feel like there are different tunnels, and if you pick one then 
you are stuck in your tunnel, or you can't get out, that's your career, I can 
only go forward, and that's your industry and your career, right. But 
that's probably what the term of the word to me, but I guess you can 
switch and change, chop and change as much as you want, and still have 
a good overall career, I guess if you can still call it but yeah, it is not one 
of my favourite terms” (Daniel) 
 

Therefore, individuals should have the freedom to structure their careers 

according to their preferences or needs. This view acknowledges and embraces 

the individuality of every person, and tries to stay away from the ‘one size fits 

all’ approach to careers, an approach also discussed by Weiss et al. (2003) and 

Greenhaus et al. (2008). Therefore, in terms of managing one’s career, the task is 

also very personal and subjective. 
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As having a career implies the desire to grow and develop, whether in the same 

or different organisations, some individuals may seek security through long-term 

employment in one organisation, providing it offers autonomy and career 

growth, as seen in the work of Lips-Wiersma and Hall (2007). This finding is 

also in line with that of Clarke (2009), which revealed that individuals, although 

being self-aware and adaptable when dealing with changing career contexts, may 

also desire careers which are organisationally bound, as further supported by 

Sarah’s response: 

“I don’t think it’s a bad thing to be in a long-term position (…) within 
this organisation I’ve been able to do what I want to so…if I couldn’t 
then I would’ve had to move somewhere else” (Sarah) 
 

In the current, ever-changing work environment, careers are more likely to 

resemble a series of short learning cycles, in the range of three to five years, 

instead of one life-long career, according to research by Hall (2002). The notion 

of having more than one career during a lifetime has become a known and 

prevalent phenomenon, which is discussed by Martin in his response: 

“I personally think long term careers aren't as important or as relevant 
as they were previously, I think it's acceptable for people to jump between 
a number of careers throughout their working life (…) it's continuously 
evolving way of working, that I would like to think I bring a number of 
aspects from the past careers into where I am, and in an ideal world, if 
money wasn't an object, I would go straight back into hotels” (Martin) 
 

Interestingly, the data revealed that the nature of operational work in hospitality 

does not lend itself to a life-long career. Long working hours or repetitive tasks 

that the participants talked about, are not in themselves the direct reasons for a 

waning of commitment, but contribute significantly to the decision to leave. One 

participant, Sarah, used the phrase “shelf life” to illustrate that there is a clear 

expiry date when working in the industry, and possibly this could apply to 
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working in any other work context. Sarah, in her response below, explains that 

there came a time in her hospitality career to finally leave: 

“I was only 24 when I left hospitality… but I started at 13, so I kind of, I 
did my time I suppose” (…) [there is] a shelf life within an organisation 
and you outgrow it” (Sarah) 
 

Therefore, it is argued that without sufficient career support, which shows the 

benefits of staying in the industry, the above factors will contribute to the 

decision to leave.  

Furthermore, as revealed in the data and illustrated below, the hospitality 

industry continues to be perceived as ideal for students or young people who, for 

example, need additional income, which does not contribute positively to the 

industry being considered as providing a long-term career. Instead, this view 

contributes to the negative perception of the industry as unable to offer valuable 

careers:  

“I think it's just that the career in hospitality is not necessarily seen in 
this country as being a very prestigious career; (…) it's not seen as 
something you do long-term” (Sarah) 
 
“I think I was a little bit frustrated because there was no possibility of 
any progression either within the hotel scene” (Peter) 
 
“I will go and work in hospitality and that seemed like a good thing to 
do, it was always when I was younger the jobs were, as I said, flipping 
burgers, doing ice-creams, things like that, and they were easy to get into 
because you didn’t really need many skills” (Chris) 
 

Many participants chose not to refer to themselves as committed to the 

hospitality industry. Instead, like Peter, they referred to their time spent working 

in the hospitality industry as “a stop gap” and an “experience”. In retrospect, 

participants saw hospitality as a platform for their future careers, not necessarily 

in the hospitality industry, and as a source of valuable experience and life-long 
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skills – factors beneficial in other employment settings. Together with the variety 

of experiences gained from different work roles, hospitality has become 

significant in guiding, shaping and informing participants’ future career 

decisions, which is seen in the following response:  

“learning, learning a lot about myself, learning a lot of really good skills, 
and I don't regret any single one of them, cause they all led you to the 
next one, some I really enjoyed, some I didn't really enjoy and who I 
moved on. They were all are main part of me now, which I'm confident it 
gives me a career in the future so not a single one of those experiences or 
jobs was not worthwhile and I say I enjoyed most of them a great deal, 
but they weren't, they weren't giving me everything that I wanted” (Jack) 
 

The above arguments also suggest that unless one finds the desired career, and 

becomes committed to it, the work experience that precedes it is unlikely to be 

called a career. Following on from the previous argument, working in a 

restaurant, especially for young people, is seen as a temporary employment, 

which contributes to hospitality work being perceived as a job rather than a 

career, a finding in line with the work of Wildes (2005). Moreover, the 

perception of the industry as offering low skilled jobs and unsociable working 

hours contributes to hospitality employees choosing not to identify themselves 

with this industry as a career choice (Duncan, Scott and Baum, 2013). What 

distinguishes a career from a job is working towards a specific career goal, as 

explained by Aryee and Tan (1992) in their definition of career commitment. 

Moreover, Clarke (2009) explains that a job is associated mainly with tangible, 

objective rewards, such as earning an income, whereas a career should bring self-

fulfilment, a factor that has become a postmodern measure of career success. 

Louise discusses the distinction between a career and a job in the following 

response: 
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“I think a career to me is a long-term word. Career is different to job 
isn't it? In my head it’s, career is the long term, what someone has spent 
their life doing, and that is very much different from person to person as 
to how they hang together (…) But yes career to me is the long term, 
what I do with my life” (Louise) 
 

It can be concluded that career is more than a collection of jobs, as it requires 

having a plan and demands long-term commitment. It is pursued for one’s own 

career benefits, as seen in Joanna’s response below, according to personal values, 

which helps to shape one’s sense of identity: 

“I can see myself developing here. I think, I hope I've proved myself that 
they see the value of me as well, so that I can progress in the company 
and develop my own skills and kind of become what I want to be” 
(Joanna) 
 

A self-fulfilling career needs to enable continuous development and learning, and 

provide experiences that will enhance future career opportunities. However, this 

comes at a cost to individuals, who have to be flexible and welcome change, 

which is not an easy task. A career that encompasses a journey towards self-

fulfilment is protean, according to work of Hall (1996, 2002), and synonymous 

with performing work that is enjoyable and meaningful, and that brings 

happiness, as well as a sense of direction, purpose, pride and self-worth. These 

characteristics, together with freedom, growth and professional commitment 

define what Hall and Chandler (2005) describe as the protean career attitude, and 

are discussed by a number of participants in the responses below: 

“having a direction, a purpose, a sense of fulfilment, for me it just makes 
me feel that I’m doing something good with my life” (Monica) 
 
“Career really should be what you love doing and how do you monetise 
that, that’s a career, so you’ve got to find out what you love doing, and 
whatever you love doing, can you monetise that and chance are yes you 
can” (John) 
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“I enjoy working here so much, and it’s so different to whatever I’ve 
done before, it’s a real challenge actually, out of my comfort zone, but 
when you get feedback from people who you work with but also people 
external from the council that you are doing a really good job, it kind of 
motivates you to do it even more, and to also prove yourself that you can, 
you can do different things” (Monica) 

 

4.2 Career Inheritance as the Legacy of Hospitality 

The following section of the findings chapter discusses the data related to the 

concept of career inheritance, with a focus on four emergent, organising themes. 

The analysis begins with an explanation of the legacy of hospitality, which is an 

affective form of commitment to hospitality, followed by an illustration that 

hospitality can become an inescapable part of individuals’ lives. This section also 

discusses the term career slider, and finishes by demonstrating that hospitality is 

an all-encompassing term. 

 

4.2.1 Legacy of Hospitality: An Affective Commitment to Hospitality  

In this section of the findings chapter it is argued that, within the context of 

hospitality, career inheritance is expressed as the legacy of hospitality, through 

observing and maintaining a philosophy of hospitality. Although the legacy of 

hospitality does not impact directly on the process of leaving the hospitality 

industry, it is an important finding, which provides a different understanding of 

career inheritance. It is argued that the legacy of hospitality is a continuation of 

career inheritance.  

Career has been defined in this research as a dynamic construct, which involves 

continued personal and professional development. However, career can also be 

understood as a legacy, whereby an individual’s career is influenced by their 

family, and is therefore inherited, as proposed by Inkson (2004).  
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The legacy of hospitality, best described as part of the social domain of 

hospitality, is revealed through commitment to a philosophy of hospitality. 

Identified as taking care of other people to the extent that they feel relaxed 

physically, mentally and/or emotionally, a philosophy of hospitality is all-

encompassing according to the data analysed. As hospitality can be experienced 

in different social settings, it is not bound to a specific work environment, such 

as the hospitality industry, but is universally applicable to other social settings, as 

revealed in the following responses of Louise and Monica:  

hospitality is “everywhere, even at a friend’s house you can get 
hospitality, when I have friends over, then I’m providing hospitality to 
them, making the dinner and looking after them, I think it’s everywhere, 
you don’t just go to a hotel and get it, it’s everywhere” (Louise) 
 
“kind of making people feel welcome and wanted and (…) feeling that 
they’re welcome within a certain space and certain aspect, albeit whether 
it’s in your home or in a canteen or in a café, I think hospitality happens 
wherever you go” (Monica) 
 

Despite leaving the hospitality industry, participants remained committed to the 

hospitality ethos, which is deeply rooted in their career identities; this refers to 

hospitality activities in the social and private domains, as outlined in the work of 

Lashley (2000). These activities are concerned with the social context in which 

hospitality takes place, as well as providing hospitality in domestic settings, 

through host and guest interactions. The philosophy of hospitality is internalised 

through becoming part of one’s identity, expressed as the legacy of hospitality.  

Apart from commitment to the philosophy of hospitality, the data show that we 

can also talk about commitment to the hospitality industry. Whereas commitment 

to the philosophy of hospitality carries a positive meaning, commitment to the 

hospitality industry in this research decreases as individuals move through the 

process of leaving the industry. This is, in part, caused by the fact that the 
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purpose of the hospitality industry is not aligned with the purpose of hospitality, 

i.e. providing for the basic needs of individuals. The hospitality industry 

somewhat imposes definitions of hospitality which do not align with the 

internalised meaning of the philosophy of hospitality, a view derived from data 

and supported by the work of Owens et al. (2010). 

As explained by Lashley (2000) in his work on the theoretical perspectives and 

debates on hospitality, the purpose of the hospitality industry, from a commercial 

perspective, is to respond to customers by providing them with a hospitality 

experience in exchange for their money. This domain of hospitality, however, 

denies its genuine purpose, which is providing for individuals’ basic needs 

enacted through a host and guest interaction according to Telfer (2000). 

Understanding hospitality through a commercial lens also neglects the social 

domain of hospitality, which means being hospitable to strangers, caring for 

others and providing hospitality to those in need, without the ulterior motive of 

receiving money in return.  

The distinction between commitment to the philosophy of hospitality and 

commitment to the hospitality industry is seen in Jane’s recent career change, 

which also shows that the legacy of hospitality is boundaryless. Having left 

hospitality operations, she now works in the catering department in the navy, 

where she can both practise and perform hospitality. Nevertheless, she does not 

consider this new job as part of the hospitality industry, which is portrayed in her 

response below.  

“in the navy they will offer me this kind of relationship but the true one, 
not the one, without the money basically. So I would get to cook and 
serve food for people who would not be a demanding, they would be 
demanding because the food would not be great or they wouldn’t like it 
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because of any million reasons, but not at the end of the meal I would not 
ask for money” (Jane) 
 
“the true one (hospitality), the one without the money”( Jane) 
 

Because there are no significant overlaps between the private self and the self in 

the navy, Jane is able to put a barrier between these different expressions of the 

self, a finding that can be supported by the work of McConnell and Strain 

(2007): 

“So I’d say really is not the same, it’s hard to explain sometimes, cause 
differences are real, they exists that’s for sure, no I wouldn’t say, it’s not 
hospitality (…) I would say not so much, I’d say it’s a different kind. You 
cannot really relate with the civil hospitality work, I’d say that between 
the civil and the military is like, it’s a world apart cause we basically are 
a world apart, I mean we wear uniforms, we represent something 
completely beyond us” (Jane) 
 

The philosophy of hospitality allows individuals to practise hospitality and fulfil 

their passion for being hospitable – a characteristic which Telfer (2000) 

considers part of the term hospitableness. She further explains that 

“hospitableness is (…) the trait possessed by hospitable people” who feel the 

need to share their homes or provisions with others (Telfer, 2000: 39). It is a trait 

that applies to providing hospitality beyond the professional demands of working 

in the hospitality industry. It means being hospitable in private and professional 

lives. As soon as one associates themselves with being a true hospitality person, 

this trait will remain part of one’s identity, which is noticeable by others who are 

familiar with the hospitality industry, as explained by Mark in the following 

response: 

“you either have hospitality inside you, and you come to hotel schools to 
perfect it (…) you either have it or you don’t (…) I’m not saying it’s an 
aura, but it’s a way hotelier walks, it’s the way they dress, way they 
stand, you can spot hoteliers walking down the street. It’s the normal 
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person couldn’t, but when you’re industry you can, you know, it’s 
something you have, or you don’t” (Mark) 
 

Individuals who are committed to the philosophy of hospitality are able to 

practice its principles, despite leaving the hospitality industry. This is seen in 

participants’ career choices made after leaving the hospitality industry: Joanna, 

who is working for a recruitment company, is incorporating hospitality principles 

and plans to create new business opportunities in a partnership with the travel 

and tourism sector; Milly and Louise apply customer service skills they had 

acquired whilst working in hospitality in their new jobs; whereas Chris hopes to 

fulfil his dream of owning a recreation business, which will offer basic 

hospitality provisions, such as food and accommodation. Although participants’ 

career preferences and goals are likely to change during the course of their life, 

the legacy of hospitality further demonstrates that, as part of one’s identity, it is 

almost innate and becomes an inherent part of every aspect of life. 

The data also revealed that being hospitable is not exclusive to the hospitality 

industry – quite the opposite as explained by Anna who said it “can be 

everything”. A hospitality person is able to be hospitable on a day-to-day basis, 

despite a career choice, which does not exclude the possibility of choosing a 

profession that allows expressing that trait. As much as we can provide 

hospitality to others as part of a hospitality role, we can also receive it in any 

social setting, as explained by Louise and Monica: 

“even at a friend’s house you can get hospitality; when I have friends 
over then I'm providing hospitality to them, making dinner and looking 
after them. I think it's everywhere (…), you don't just go to a hotel and get 
it; it's everywhere” (Louise) 
 
“kind of making people feel welcome and wanted and (…) feeling that 
they’re welcome within a certain space and certain aspect, albeit whether 
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it’s in your home or in a canteen or in a café, I think hospitality happens 
wherever you go” (Monica) 
 

For such hospitable individuals, hospitality can be described as both a passion 

and a facilitator of future career choices; therefore, providing hospitality 

becomes natural to a hospitality person, as it is an inescapable part of their lives. 

Louise refers to this state as being naturally inclined to be hospitable. However, 

the trait of being a hospitable person, when applied within the hospitality 

industry, can contribute to the decision to leave. This can take place in situations 

where there is lack of appreciation for one’s work efforts or lack of desired 

rewards, and when an individual’s understanding of the term hospitality does not 

align with how the industry refers to it. Claudia and Louise share their 

understanding of the term hospitality, and what it means to be hospitable:  

“what you personally want is not important, what counts for you is not 
important. When you do your job and you wanna do it properly, you only 
focus on to this customer who is in front of you. And this is what is 
important. So all your personal needs are somewhere in the background, 
but you are completely focused and concentrated on who is in front of 
you, and what this person needs” (Claudia) 
 
“it’s being able to put your own feelings aside and just do what you have 
to do” (Louise) 
 

From the above responses, it can be concluded that providing hospitality requires 

putting aside personal worries and concerns, and instead looking after the 

welfare of others, by responding with empathy to their needs. The ability to put 

aside one’s own feelings in service work becomes part of the transition between 

different selves, and is also an example of experiencing emotional labour, a 

concept originally defined by Hochschild (1983) and developed in the service 

setting by Korczynski (2002).  
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Commitment to the philosophy of hospitality is of an affective nature, drawing 

on work by Meyer et al. (2002), which reflects an emotional attachment to, 

identification with and involvement in hospitality, expressed through the legacy 

of hospitality. It enables individuals to use the skills obtained during the time of 

employment in the hospitality industry to other job roles, which may offer them 

better working conditions. The transferable nature of hospitality is portrayed in 

Louise’s response: 

“instead of working in the hotel, I’m behind a computer screen now, 
speaking to people on the phone” (Louise) 
 

Extraversion, one of the Big Five personality traits, reflects qualities such as 

being sociable, gregarious and talkative (cf. McCrae and John, 1992; Kim, Shin 

and Umbreit, 2007). In line with these traits, participants who identify 

themselves as committed to the philosophy of hospitality, but who are no longer 

employed in the hospitality industry are more likely to choose to work in the 

service sector, or a type of job that builds on and makes use of their extrovert 

personalities and a desire to work with people, as revealed in Peter’s response: 

“I was looking for any administrative slash marketing jobs, any area 
where I could still use some of the skills, like people skills and so on what 
you need in hospitality industry, but that was not necessarily shift hours 
(…) so just to be able to transfer some of the skills and obviously 
whatever else I accumulated over the years was important” (Peter)  
 

As seen in Sarah’s response below, identifying with hospitality extends beyond 

the actual timeframe of working in the industry. It remains a significant part of 

one’s entire life: 

“once you’ve been in the industry, you never leave the industry, because 
it’s always a part of you, there is always a hospitality thing about you, if 
you are a hospitality person, you’re hospitality person. If I go to a 
restaurant I will open the door for another customer, and I will clear the 
plates, and I will help the waitress because I've been there, and I've done 
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that. But I will always, also always criticise the service, because I always 
think it could be done better so, I think if you've been in hospitality, 
you've worked in hospitality, you're always a part of it” (Sarah) 
 

Holland’s (1959; 1973; 1992) typological theory illustrates a person-environment 

perceptive, which indicates that people look for environments that will allow 

them to exercise their skills and abilities. This is also in line with other theories 

of content, discussed in Chapter 2 following the categorisation by Patton and 

McMahon (2006), which focus on influences intrinsic to individuals’ career 

development such as interests and values. Participants who can be described as 

outgoing and extroverted and have the desire to provide help and assistance to 

others, might have originally chosen the hospitality industry because it allowed 

them to make use of those qualities. The responses of Jack and Claudia below 

provide evidence of the significance of choosing a suitable working environment 

that is in line with one’s personality characteristics: 

“I’ve just always been quite loud and talkative, and not been shy at all 
really (…) always been a confident sort of person, just take charge of 
other people, to say right come on this is what we’re doing, and therefore 
management was actually quite fun and certainly during, during 
university and during the entering into a management career, that was 
always really fun because it’s crying out for people to take charge” 
(Jack) 
 
“I am very much of a social person, I need to work with people, I need to 
have people around me, I would be very sad and frustrated if I was just 
based in one office, with my computer and nothing apart from that” 
(Claudia) 
 

Furthermore, Mark makes a very important statement regarding hospitality as an 

innate quality, which sheds new light on understanding the philosophy of 

hospitality as an inherent quality. People have predispositions for becoming a 

hospitable person, which can be further enhanced and strengthened in social and 

work settings:  
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“it’s something you have, or you don’t. If you gonna be a professional 
footballer; you’re good at football and then you go and you get trained, 
and get better to be a professional footballer. Hospitality is the same. It’s 
something you have within you that you then perfect at hotel schools, and 
eventually working and then hopefully have a successful career” (Mark) 
 

The three stages of Gottfredson’s (2002, 2005) theory of circumscription, 

compromise and self-creation, which provide the theoretical basis for career 

inheritance, were evident in participants’ responses. This developmental career 

theory is used to inform the process of leaving, which is itself informed by the 

waning of commitment and further impacted on by self-efficacy. According to 

career inheritance, making career choices involves matching one’s self-concept 

to the most appropriate career aspiration, whilst acknowledging the impact of the 

social context into which one was born. Participants, whilst they were growing 

up, have experienced the process of eliminating the least favoured vocational 

alternatives (circumscription), as well as compromised the most favoured 

alternatives for those that fitted their evolving self-concept (compromise). Jack, 

in the response below, discusses how his career aspirations had changed over the 

years:  

“changed all the time, you know, when I was really small I was really, 
you know, the usual crazy things, I’m gonna be a footballer, things like 
that, I remember throughout my teenage years being much less sure, 
being at that stage pretty sure I wanted to go into something to do with 
acting, you know, or (...) of some sort, and then I actually don’t know” 
(Jack) 
 

There was significant evidence of the development and awareness of the self and 

the skills that one possesses, versus those required by a certain profession. This 

was particularly present in the responses of participants, who had always 

imagined working in the hospitality industry, which is seen in the following 

response of Joanna: 
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“I chose hospitality because I had always an interest in working with 
people, and helping people, I had a very weird dream, not dream, but 
when I was younger I had kind of imagined myself like in the Gilmore 
Girls5, like she runs like the inn, I don't know why I had that in my head 
that I wanted to be like front office manager, general manager of a hotel 
and run it” (Joanna) 
 

Commitment to the philosophy of hospitality is built on individuals’ first 

experience of hospitality, particularly when the association is based on their first 

positive hospitality encounter. Martin, for example, recalls how his fascination 

for the hospitality operations began when, as a child, he would visit restaurants 

with his parents: 

“I can remember…it would’ve been a menu I would’ve written for 
Sunday lunch, back when I was six or seven, just trying to replicate a 
restaurant (…) and always wanting to go to hotels, always wanting to eat 
out, see how hotels work, how the front of house operated, that on 
holidays you’d always be more curious as to the people working there, 
than nearly the holiday…fascinated me that people work for other people 
to have holiday” (Martin) 
 

For John, the love for cooking helped him to accept the parents’-driven career in 

the industry, and also sustained him through almost 20 years of employment in 

the industry:  

“what kept me in for so long was that I just had the passion for cooking” 
(John) 
 

When derived from one’s upbringing, hospitality is about providing for someone 

else’s needs and taking responsibility for their welfare and wellbeing, which are 

universal qualities. Paul and Peter, in the following responses, explain the source 

of their passion for hospitality:  

“being the host, in any sense, making people at home, making people 
comfortable, being a good host to people” (Paul) 

5 Gilmore Girls is an American comedy-drama, which follows the life of a single 
mother, an owner of an inn, and her daughter.  
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“I think it’s simply because that goes back to home, cause whenever we 
had people come to stay at our home, pardon me, my mum always made 
sure that food, drink was provided, everybody had enough and more, like 
that was just a culture, you just feed them and you feed them some more, 
it doesn’t matter what time they arrive, and it’s always warm and nice 
and friendly, so I think it just it comes from there really” (Peter) 
 

 
4.2.2 Hospitality: An Inescapable Part of Life 

According to Inkson (2004), the family into which we are born influences our 

career choices, and can have both positive and negative impacts on future 

career/s. One of the questions asked during each interview related to whether 

participants felt their parents had made any suggestions about participants’ future 

careers. Although the majority of participants did not feel this was the case, there 

are many references in their life histories to the family’s social and economic 

status and its impact on the choice of entering the hospitality industry.  

Some participants, such as Mark, were highly motivated to enter the hospitality 

industry, especially if one of their parents was a hospitality professional. For 

those individuals, hospitality had become an inescapable part of their lives from 

a very young age and choosing a career in hospitality seemed a natural and 

somewhat inevitable decision. The inherited nature of a hospitality career is 

addressed in the following responses by Mark who, despite leaving the industry, 

continues to feel emotionally attached to hospitality, which is also an illustration 

of the affective nature of the philosophy of hospitality:  

“my father was a hotelier, my grandfather, great-grandfather so it’s 
basically, in a way, the family tradition and it’s, you know, I was 
basically born in the hotel, grew up in the hotel, and that’s pretty much 
what I’ve ever really done is working within the hospitality industry, 
never really envisaged doing anything else” (Mark) 
 
“I’m technologist by trade but I’m a hotelier at heart” (Mark) 
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Similar to Mark’s life history, Sarah’s career in hospitality began at the age of 

13, whilst working in a hotel owned by her mother. She admitted that the strong 

family connection to the hospitality industry led her to follow this career: 

“I don’t remember ever thinking about anything else, but then I don’t 
remember ever being really concerned about what I was going to do 
when I was older (…) I don’t ever remember thinking, I want to be a vet 
or I want to be a doctor, I think I just fell into what came along and I 
think that probably was highly influenced by my mum and running the 
hotel in Wales, subconsciously” (Sarah)  
 

Louise had grown up on the premises of pubs managed by her mother. As she 

had no particular career plans or goals, working in hospitality was an easy career 

option. Having observed her mother at work, and seeing how much she enjoyed 

it, Louise felt encouraged that this was a suitable career path for her as well: 

“was sort of pushed into it (…) when she managed pubs and we live in 
them, and it's just always seemed to be a funny environment to be in, 
everyone was happy, the bar staff look happy, everyone just looked like 
they were having fun and relaxing, and that's to me was just a nice 
environment to be in, I thought: this isn't really like a job it didn't really 
look like hard work, I think, maybe it’s an element of laziness I'm not sure 
but I just looked and I thought, this isn't really look like hard work, what I 
imagined world to be, people sat behind desks typing on the computer, 
and whereas here people were pulling pints and then going round, 
talking to their friends and then talking to other people, and meeting new 
people, and that's sort of things so… Definitely those experiences from 
when I was younger, that's what made me think: oh I could do 
this”(Louise) 
 

Anna, whose family did not have any connections with the hospitality industry, 

had grown up knowing that her career was set for hospitality. This was a career 

choice planned entirely by her father. Since then all of her academic and career 

decisions were driven towards a career in the industry: 

“when I was 14 years old my father kind of sat down with me (…) and he 
said to me you know maybe we should get you into hospitality (…) I 
remember that clearly from day one I always knew what I wanted to do 
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after I finish my A levels, because majority of girls who were studying 
with me didn’t have a clue (…) but I always clearly said to everyone 
listen I’m gonna do tourism or hospitality” (Anna) 
 

John’s parents were also not professionally linked to the hospitality industry, yet 

they demanded that John secured a management job. In particular his father 

suggested a management trainee post in a hotel, which he was accepted for: 

“literally I was just thrown the dice so there was no decision at any stage 
to go into the business at that stage anyway, there wasn’t” (John) 
 

Although Jack’s parents had not initially welcomed his choice of a hospitality 

management degree, they accepted this decision by helping him to choose the 

best university offering such a degree: 

“They would’ve expected that I would’ve gone to school, done well at 
school, done well to the end of school, gone to university, and entered 
into some sort of profession. Again, I’m sure from a relatively early age, 
before secondary school perhaps, there was no question of me following 
into the same industry that most of my family before had done, they’re all 
engineers of some sort” (Jack) 
 

Daniel, whose career choice had always been in hospitality, received advice from 

his parents about the working conditions in the industry, which he shares in his 

response below: 

“when I was 13 and 14, because that school started at 15, and I 
remember my parents and relatives saying, are you sure because you 
have to work on the weekend, and if you will have to work on bank 
holidays, are you sure you want to get into this, and I was yeah yeah, I 
wanna do it, I wanna do it. Then my parents have always been supportive 
whatever I did, throughout my life, so they were like okay sure go for it, 
by all means, and then that's how I ended up there” (Daniel) 
 

It is clear from the above examples that participants’ parents had some influence 

on their career choices. In some instances, participants were virtually unable to 

make independent and autonomous career choices, and entered hospitality almost 

involuntarily. With a lack of any concrete career plans, the choice of entering the 
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industry happened almost through convenience. Together with insufficient 

knowledge of the industry and an unawareness of career opportunities post 

graduation, lack of career plans contribute to the decision to leave the hospitality 

industry. The above extracts from participants’ life stories also suggest that a 

hospitality career can be so deeply ingrained in individuals’ sense of identity that 

they may find it very difficult to remove this inheritance and follow their own 

career desires, which is proposed by Inkson (2004) in his conceptualisation of 

career as a legacy. Jack explains what it means to him to be socialised into a 

specific career. He reflects on the importance of ones’ upbringing and the type of 

school one attends, as having a significant influence on career decision-making: 

“not in any sinister way at all (…), but again going to a private school 
like that means that all of the people around you are from similar 
background to you (…) got similar aspirations from their parents, there 
are just fewer options in your head at that age. I remember a few years 
after university looking back and thinking, if I’ve known the amount of 
different things there are in life to do, whereas at school if you weren’t 
going to university to become a lawyer, a doctor you know a specific set 
of professions you were kind of, you were weird you were doing 
something unusual because that was normal, and I remember, now the 
range of careers there are available to people is unreal but you just, I 
didn’t know about them at the time, and that’s what I mean by 
conditioned, just because all the extra tension around you, are going 
towards one thing. It’s not a bad thing at all, it just means that for few 
people it’s not gonna be right for” (Jack) 
 

Career inheritance also manifests itself in acknowledging that certain forms of 

behaviour are reflections of parents’ behaviour. For example, Monica is aware 

that her work ethics are based on principles practised by her mother, which she 

acknowledges in the following response: 

“my mums works ethics is crazy, and I think that’s why I have such a 
high work ethic, I try not to take time off sick unless I’m really, really 
dying, if I’m working from home, I work from home” (Monica)  
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According to the nature-nurture theory, which is also discussed by Gottfredson 

(1996), individuals and environments are created in line with each other, based 

on individuals’ stream of experiences. Daniel, who also explains his belief in the 

benefits of hard work over luck or chance, discusses this mutual relationship 

between the individual and the environment in the following response: 

“I don't see myself as being an achiever just because I was born an 
achiever, you know, I just I think it's just a result of hard work, I believe 
in hard work, and being honest, like I really believe in hard work, I 
believe that if you put a lot of hours into your work at uni, to give you an 
example, and you've got good techniques, you will definitely rip it off. 
There is no way if you're well prepared, you're going to fail. There is no 
way” (Daniel) 
 

Nevertheless, as already discussed in the literature review chapter, as every 

person can be considered a free agent able to choose and pursue career goals, the 

focus should be directed towards promoting proactive career behaviour. Thus 

career inheritance should not be treated as an unnecessary burden. Instead, career 

choices and decisions should be placed in the hands of the individual making 

them. Knowledge of one’s career inheritance should empower the decision-

maker to either accept or reject this legacy (Inkson, 2004). 

 

4.2.3 Career Slider 

The term career slider is used to signify a move, or a ‘slide’, into hospitality 

education as a way of partially remaining in the hospitality industry, and 

emphasises individuals’ commitment to the philosophy of hospitality. It is 

applicable to the life histories of both Sarah and Mark, whose decisions to move 

to hospitality education are discussed below: 

“I didn’t leave hospitality, I left that career path, and I'm now using 
hospitality in a different way. So part of me is, I'm educating the future of 
hospitality people, so for me I feel like I'm giving back to hospitality, 
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because I'm educating the future managers, but yeah it will always be a 
part of me, always” (Sarah) 
 
“I was even moving into technology was a bit of a career change, but 
because it was still a hospitality related and still what I am doing now 
working in a hotel school, it’s still sort of the link fundamentally back to 
the world of hospitality” (Mark) 
 

As career sliders and university lecturers delivering hospitality management 

programmes, Mark and Sarah were able to partially continue their hospitality 

careers by educating the new generation of hospitality professionals. This has 

also given them the opportunity to pass on their legacy of hospitality to 

hospitality students, and share operational knowledge and experience gained 

during employment in the industry. Career sliders are committed to the 

philosophy of hospitality, which enables them to feel part of the wider 

understanding of hospitality, whilst being directly linked to hospitality education. 

It also provides an insight on career inheritance as a concept, which is not only 

applicable to individuals’ career development. From this perspective, career 

inheritance impacts directly on the career development of others, in this instance, 

on the careers of hospitality students, which is seen in Mark’s response: 

“I’m now educating people to go into the industry” (Mark) 
 

Sarah also believes that her continued engagement with the industry through 

reading the industry news and staying informed about current affairs helps her to 

feel part of it:  

“I’d like to think I was within the industry, and I think actually being, the 
job that I'm doing at the moment, I do a lot, even now on maternity leave 
I still do my research, and I still read articles, and so I still feel part of it, 
and every time I go to a restaurant, I'm the worst customer that they 
could ever have, because I'm just, I analyse everything still, and I'm still, 
I still feel like I'm part of the industry but in a very distant way” (Sarah) 
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This sense of belonging to both the hospitality industry and education showcases 

the possibility of having multiple commitments. Although this feeling is real for 

individuals who are called career sliders, for the purposes of this research it is 

vital to recognise that only those practising in the hospitality industry can be 

classed as part of it. This perspective was laid out in the research design chapter, 

and is further confirmed in John’s response:  

“if you’re practising in the industry, you’re in the industry, if you’re not 
doing that you’re not” (John) 
 
 

4.2.4 Transferable Hospitality 

In this section of the findings chapter, it is argued that the decision to leave the 

hospitality industry is influenced by individuals’ ability to transfer with ease the 

knowledge and experience gained whilst working in the hospitality industry to 

other non-hospitality roles. These refer to skills such as customer service skills 

and also knowledge gained during a hospitality management degree. The legacy 

of hospitality is, therefore, extended beyond the hospitality industry, which 

contributes to recognising career inheritance as a developmental concept. 

According to the literature (cf. Sullivan, 1999; Hall, 2002; Ballout, 2009), 

individuals whose careers resemble protean or boundaryless careers are more 

likely to make use of transferable skills. During their careers, they focus on 

employability, personal accomplishments and self-management of careers, which 

are applicable to any industry.  

The data revealed that skills acquired in operational roles in the hospitality 

industry are transferable into other sectors of the industry, because such skills are 

not the key technical skills specific to an organisation. For example, a middle 

manager working at a Marriott Hotel could become a middle manager working 
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for a Novotel, providing s/he is able to adapt to a different brand concept, which 

is further emphasised by Jack in the following response:  

“particularly again in hospitality that's more normal as well actually to 
move companies, because the skills are so transferable, there is much less 
technical secrets to it, you know, my father works in electronic 
engineering, in global positioning, satellites, one company has got really 
really really key technical secrets compared to another one, whereas a 
middle manager for Marriott could go and be a middle manager for 
Malmaison, for Novotel for any company they like, and the skills to be 
honest are much the same. They just have to get with a different brand 
concept” (Jack) 
 

Furthermore, management skills or customer service skills, which are also 

essential for managerial roles in hospitality, are universal and can be applied in 

different industries, as seen in Jack’s response: 

“management of hospitality is no different really to management of 
anything else” (Jack) 
 

This finding contributes to the wider discussion on the employability of 

hospitality graduates, often with a focus on graduates’ lack of skills desired by 

employers (cf. Raybould and Wilkins, 2005; Spowart, 2011; Gursoy, Rahman 

and Swanger, 2012). However, in this research hospitality graduates, who are 

equipped with transferable skills, have found themselves highly employable in 

other service sectors. Furthermore, the nature of transferable skills and their 

value for non-hospitality roles, adds to individuals’ decision to leave the 

hospitality industry. Moreover, individuals who self-manage their careers and 

whose careers resemble protean careers, are more likely to value transferable 

skills and capitalise on them for future careers outside the hospitality industry. 

This also gives them confidence and a sense of security. Jack, in his response 

below, explains how he used transferable skills to help him narrow down career 

options after leaving hospitality; whereas Louise explains how her previous 
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experience in customer facing roles improved her chances of securing a job in 

the banking sector: 

“I got a job in the bank working in complaints, so it’s customer service 
skills, that's why they took me on cause I've got customer service 
experience, and obviously in hotels etc. you spot… you deal with angry 
people face to face so on the phone is just a breeze, it's not a problem at 
all” (Louise) 
 

“I started looking for what industries I suppose are there that I could use 
the skills that I’ve got, which were you know since what by them probably 
8 years that I’ve been working in hospitality and leisure and sport, and I 
didn’t feel you know qualified, so I would have had to start it again 
literally to go and do something really different. So I knew that I was kind 
of tide into management of some sort of services, particularly, so I was 
looking for what could that mean” (Jack) 
 

There is also an increased interest in recruiting hospitality graduates for non-

hospitality jobs, where more satisfactory working conditions are offered. 

Therefore, hospitality graduates feel more confident about leaving the industry, 

as they know that their skills and knowledge will be valued in other sectors, as 

recognised by Martin:  

“has a very strong place in most industries, that I don't think any industry 
could exclusively say they have no exposure to principles of the 
hospitality industry” (Martin) 
 

Moreover, the structure of hospitality management degrees, which resembles a 

business administration degree with a specialisation in hospitality, contributes to 

graduates’ gaining essential life-long skills, as is illustrated in Joanna’s response 

below: 

“yes that probably would've had a deciding factor, but I think in fact I 
essentially did a business degree with how to run a hotel on top of it. 
Because I structured it in that way, I could've done modules with how to 
run restaurants and do this and the other, I just wasn't interested in it, but 
I think the way I structured my degree, I got the opportunity to work, and 
to do the business side rather than the operational side” (Joanna) 
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Although transferable skills can improve individuals’ career prospects by 

allowing them, for example, to move sideways into the retail sector, this has been 

found to have negative implications for the hospitality industry, which loses out 

on talented and educated employees. The retail sector, for example, actively 

seeks out and recruits hospitality graduates, who are known for their excellent 

customer skills and extrovert personalities, as reported by Lynch (2014).  

Paul and Joanna, in the following responses, provide a very apt description of 

what the hospitality management programme is like and how to best benefit from 

its content:  

“if you think of the hospitality degree at some point it seems like a 
business administration degree with a specialisation. So you still have 
sort of skills that can let you work in different industries, with better 
working hours, better compensation and more appreciation for the 
education that you've got. It is really easy actually for you to quit the 
hospitality industry unless you are an idealist, basically. I don't think… I 
mean I knew right from the start that you have to be an idealist to work in 
the hospitality industry, because you've got to be crazy to work bank 
holidays, weekends, nights for shit basically, but you have to be, I think, 
an extreme idealist to remain within the industry” (Paul) 
 
“I suppose that was one of the things that I quite liked about the whole 
idea of hospitality degree, that you can come out of it and while you're 
not nurse, you're not a doctor, you have to experience, the kind of go off 
and work in a higher level, you're not just, is not just arty farty kind of a 
degree” (Joanna) 
 

In this section of the findings chapter, a discussion focused on the transferability 

of knowledge and skills gained whilst working in the hospitality industry to, 

firstly, different sectors of the industry, and secondly and most importantly, to 

non-hospitality roles. It emerged that the service culture of hospitality can be 

transferred on to two levels – to a sector within the industry, as well as to a 

service sector outside the scope of the hospitality industry, where similar skills 

are sought and valued, for example the retail sector. A question begins to form, 
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which seeks to find out at what point the transferability of hospitality skills are 

no longer applicable, and whether transferable skills gained during hospitality 

experience can be employed on a third level, for example in manufacturing or 

engineering sectors. This will be addressed in more detail in a later section of 

chapter 5 which recommends avenues for future research.  

 

4.3 Career Manager as a Self-efficacious Agent of Change 

The aim of this section of the findings chapter is to demonstrate that career 

managers are self-efficacious agents of change, who are responsible for the self-

development of their careers, and who believe in their capabilities to achieve 

desired results. A key finding directly related to the concept of self-efficacy is 

that a significant number of participants exhibited high levels of career self-

development; this characteristic formed the basis for a career manager. 

The following section discusses the data related to the concept of self-efficacy, 

with a focus on two emergent, organising themes. The concept of self-efficacy, 

together with career inheritance, is believed to influence the process of leaving 

the hospitality industry, which is informed by career commitment. Self-efficacy 

allows for a better understanding of the nature and characteristics of the career 

manager, who is more likely to make a decision to leave the hospitality industry 

on the basis of feeling capable to find employment opportunities in other sectors 

or industries by capitalising on already mastered skills.  

The analysis begins with an illustration of career self-development as the primary 

goal of career managers, followed by a discussion of career identity and its 

contribution to the process of leaving the hospitality industry.  
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4.3.1 Career Self-development 

The data revealed that career managers are able to recognise their dynamic career 

identities, as their careers resemble protean careers. They rely on themselves to 

achieve career success and take responsibility for the development of their 

careers. This is in line with a recent interest in self-management of careers 

reflected in the shift towards ‘do-it-yourself’ career management, which is an 

individual process (cf. Weiss et al., 2003; Sullivan and Baruch, 2009; Weng and 

McElroy, 2012). Career managers can be distinguished from non-career 

managers by expressing feelings of perceived high self-efficacy, which is a 

subjective belief evident in the amount of confidence in one’s own capabilities to 

achieve desired results (cf. Bandura, 1986; 1997a). Career self-management, 

therefore, becomes a way of responding to the changing nature of careers 

(Clarke, 2009), where self-efficacy is considered a form of self-judgment which 

helps to evaluate one’s competence in the world, as explained by Oyserman, 

Elmore and Smith (2012). Feeling self-confident and believing in one’s own 

capabilities are characteristics that set career managers apart from others. 

As argued in the literature review, the power of self-efficacy influences different 

spheres of life, yet its significance is most visible in relation to career choices 

and career development (cf. Lent et al., 1994). Whilst recalling their life 

histories, participants’ self-efficacy was revealed in their responses about feeling 

confident and having self-belief in their capabilities. Indeed, the literature review 

revealed that self-efficacy, in relation to careers, is assessed by the amount of 

confidence in the ability to effectively engage in tasks and activities when 

making career decisions (cf. Taylor and Betz, 1983; Choi and Kim, 2013). It is 

important to note that the concept of self-efficacy emerged from participants’ life 
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stories, even though the researcher took care not to lead participants during the 

interview. The concept of self-efficacy was not explicitly discussed during each 

in-depth interview, as the researcher did not want to jeopardise the interview 

process by using academic or scientific jargon. The interview questions were 

structured in such a way as to allow self-efficacy to be discussed by participants 

(see Table 6, p. 142-144, interview questions 4 to 10). Therefore, participants, 

whilst recalling stories about their careers and career-related decisions, spoke 

about their perceptions of feeling confident, which was used in the spoken 

discourse to illustrate the concept of self-efficacy. The following extracts from 

participants’ life histories demonstrate the use of the word confidence to 

illustrate the centrality of the concept of self-efficacy in their lives:  

“the support just builds confidence, and telling people you're doing a 
good job builds confidence and you know it's that whole university thing 
is that rewards, responsibility and recognition, I think those are the real 
foundation of bringing people on and making people thrive and I've 
always kind of tried to use those in the world as much as I can because I 
really believe those are kind of foundations of creating good employees 
and hard-working employees and getting the best out of people” (Chris) 
 
“I was asked if would I contemplate it, which helped my self-confidence 
and my view of my role within that department, okay the department 
found me so they obviously think I have the capability, so that you know it 
aided my decision and b) it gave me a level of confidence going in” 
(Martin) 
 
“again it was the confidence from going abroad, and doing that and 
knowing that is something I want to do in the future, working abroad and 
then being in that hotel, that's really made me realise that it isn't what I 
want to do, when I started university in my head I was going to be a hotel 
manager or a pub manager and that was it, that was what I was gonna do 
but it was then, when I realised: no, I don't wanna do this any more” 
(Louise) 
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“I think also the close relationship that you have with other students that 
you work with a lot, I think they give you a lot of self-confidence as well, 
and I think that’s a real motivator” (Monica)  
 

Participants talked about five different sources that helped them feel self-

confident: receiving support and positive feedback from significant others, 

successful past performance, the ability to turn negative experiences into positive 

ones, visualising future success, and chance factors. Out of these five sources, 

the first three have been proposed in the seminal work of Bandura (1977a; 1986) 

on self-efficacy, whereas the latter two emerged during data analysis. Based on 

participants’ responses, receiving verbal persuasion from significant others is the 

source of self-efficacy most commonly referred to. As this section argues that 

career managers are more likely to leave the industry quicker in pursuit of other 

career options, the sources of self-efficacy will be interwoven into the discussion, 

as their significance is apparent throughout the findings.  

A significant number of participants talked about drawing confidence from 

remembering their past career successes. Indeed, successful career performance 

in the past drives future career development, and becomes a source of 

confidence, as originally proposed by Bandura (1977a; 1986). A career manager, 

therefore, treats past success as the motivation to pursue new career goals and 

persevere in the face of difficulties. The following response shows that Claudia’s 

confidence was based on her previous experience working in hospitality:   

“I would say it was the experience that I have, before I got there, because 
I knew, while I know how to serve, I know how to work with the till 
systems, I know how to do a stock control, I just had all these experienced 
before I got there and I knew that doing a simple cafe or restaurant job is 
something pretty much the same to what I used to do before, so yeah this 
kind of experience gave me all this confidence I'd say” (Claudia) 
 

 231 



  CHAPTER FOUR: FINDINGS
   

Although self-efficacy is domain-specific, successful completion of a 

challenging task can increase one’s confidence to undertake tasks beyond the 

career focus, which implies the GSE, the key focus in the work of Luszczynska 

et al. (2005). Experiencing a positive career turning point, such as successfully 

completing a hospitality management degree, can become a source of confidence 

for other areas of one’s life, which was Louise’s experience:  

“The confidence I got in myself, yeah the confidence when I started to 
when I finished I was a different person, I believed in myself a lot more, 
so I felt like if I could finish a degree I could finish everything, that's what 
my opinion was. It really was” (Louise) 
 

According to Bandura’s (1977a; 1986) work on sources of self-efficacy, past 

performance is the strongest source. However, the findings do not confirm that, 

but instead point to receiving verbal support and encouragement from others as 

the most significant source. As the pursuit of a career is such an individual 

process which demands determination and perseverance, career seekers benefit 

more from the support of significant others than relying only on their own 

perceptions of confidence based on past performance. Moreover, receiving 

verbal encouragement from others also has a positive impact on future career 

development. Participants often talked about the importance of knowing that 

other people believe in their capabilities, by offering support and words of 

encouragement. Both, Sarah and Chris in their responses below, discuss how 

important it was for them to be reminded of their skills by significant others:  

“I sit in my comfort zone, and I kind of need someone, actually you can 
do that position, you need to look at the skills that you've got, and you 
can do it, but I find it quite hard to sell myself I suppose, because I don't 
like to think of myself as being, you don't want to get arrogant about it, 
do you? Cause you don't wanna think that but sometimes you have to do 
that” (Sarah) 
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“I think it is important to have people around you who believe in you (…) 
my ex-boss he’s always been so so supportive (…) when I went back to 
work for them freelance they've always been so so supportive and said, 
you know, can you do this? And even if I’ve said I don't know they just 
said, you know, just get on with it, just do it, you can do it. So other 
people's self belief as well (…) the support just builds confidence and 
telling people you're doing a good job builds confidence” (Chris) 
 

In a work context, a supportive network of colleagues who encourage and 

believe in employees’ capabilities and provide emotional support, can transform 

individuals’ career development strategies. Receiving positive feedback about 

one’s performance results in gaining self-confidence and self-worth, as is also 

seen in Chris’ response provided above. 

As proposed by Farndale et al. (2011), one of the reasons why employees feel 

encouraged to remain in an organisation or a job is because their employer 

believes in them. Also, a direct positive contact with a line manager, who has 

supervisory responsibilities, fosters professional growth and development.  

Significant to the process of leaving the hospitality industry is the finding related 

to working with a supportive group of managers, as well as having good working 

relationships with other colleagues. Participants often talked about receiving 

hardly any appreciation from the management for their skills, in particular the 

hospitality management degree, which is believed to have led many of them to 

the decision to leave the industry. This is echoed in Louise’s response below, as 

she felt disillusioned about the necessity of the degree to a career in the industry:  

“I think for somebody to recognise the fact that a degree was hard work, 
whereas these hospitality people weren’t even acknowledging it (…) I 
think as well in hospitality, degree is sometimes… a lot of people don’t 
have degrees cause they had worked their way up, I honestly do think that 
people without the degrees do find it…they don’t want people who have 
got university education there, cause they might worry that they’re better, 
I know the chefs that I’d work with would always ask me why I was 
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studying hospitality, why didn’t I just work my way up like they did (…) 
what’s the point cause no one is going to recognise it anyway” (Louise) 
 

Furthermore, persuasion and encouragement from others are paramount for 

allowing individuals to step outside their comfort zone. A supportive network of 

colleagues is also an example of collective efficacy, whereby all members’ 

individual self-efficacy is strengthened, as well as the collective efficacy of the 

entire group (cf. Bandura, 1995; 2001). 

The data also revealed that receiving verbal encouragement from others, which 

in itself can be classed as a career turning point, is significant at different stages 

in people’s careers, and has long-term implications. For example, in relation to 

developing an interest and passion for hospitality, Paul’s love for cooking started 

in childhood, when his grandmother would ask him to assist her in preparing and 

cooking meals. Catering managers at a boarding school attended by Peter, 

encouraged him to consider hospitality as a career path. A schoolteacher 

supported Chris and helped him to fill in an application form for his first job in 

the hospitality industry. This was a significant moment for Chris, who realised 

that there were many different career paths available, which he shares below: 

“I just spoke to my geography teacher at the time and he said, I said do 
you think I can do this? And he said yeah yeah it’s easy, he said just 
apply, I write you a reference letter and go and do it. So that was a big 
deal cause of that kind of started me on that road. I was probably quite… 
I was probably yeah the point when I realised I really didn't have to 
follow the traditional route of college, education college, university, 
career sort of thing” (Chris) 
 

Observing and modelling one’s own behaviour on the behaviour and 

performance of role models increases the perceived ability to act, and is a 

positive stimulus to perform the desired behaviour. It also strengthens self-image 

and clarifies one’s own career desires (cf. Bandura, 1977a; 1986). Although this 
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is an important source of self-efficacy, participants’ responses focused more 

precisely on gaining confidence from receiving words of encouragement and 

positive feedback from significant others, which was discussed above. This 

confirms that people’s decisions are not made in isolation, but in social settings, 

where career and non-career roles and responsibilities are created and exercised. 

According to the data, career managers take responsibility for and are in charge 

of their learning, and become problem solvers, with confidence in their own 

capabilities. They also accept change and are prepared to take risks as part of 

career development, and therefore become agents of change. In particular in the 

current fast-changing work environment, individuals have to take charge of their 

careers, which Jack and John both reflect on below: 

“You’re there to be a problem solver, you’re there to just say right, well 
makes sense of the situation, and decide what you gonna do”; “Always 
been a confident sort of person, just take charge of other people, to say 
right come on this is what we’re doing, and therefore management was 
actually quite fun and certainly during, during university and during the 
entering into a management career, that was always really fun because 
it’s crying out for people to take charge” (Jack) 
 
“I decided let’s change things around (…) as I do every year I asked 
myself what do you wanna change in your life, so at 39, I finished with 
this hotel catering business and I quit” (John) 
 

A number of participants discussed the need to remain flexible and to allow 

change during career development – primarily to adapt to the fast evolving and 

changing nature of industries – which are also qualities required from individuals 

embracing protean careers, and point to the notion of career self-management, 

proposed by Ballout (2009) and Sullivan and Baruch (2009). The need to take 

charge of one’s career is seen in the life stories of many participants, for example 
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Joanna, Milly and Martin, who understand that career success is highly 

dependent on individuals’ efforts: 

“it’s what you put in them, is what you’ll get out (…) it’s a means to an 
end” (Joanna) 
 
“I researched the whole chain up, where I want to go, so that’s my career 
path and this is what I want to get and that is my final goal, so I did my 
research, I know the positions into which positions I should guide myself, 
which ones to take that will take me there, so yes I have a more of sense 
of career now let’s say, in the hospitality industry you just work because 
that’s what you were given, right. So it’s a little bit different in my 
opinion” (Milly) 
 
“it’s setting myself a goal if I want to achieve something” (Martin) 
 

As revealed in the data, self-development, proactive behaviour revealed in 

evolving ways of working, and career growth through taking initiatives, are 

examples of other techniques that can be used to manage a career.  

Individuals, who consider themselves career managers, exercise agency within 

the context of a career, whilst accepting that career barriers exist and are 

necessary to achieving clear career choices (Inkson et al., 2012). In the context of 

the process of leaving, to be a self-efficacious agent of change requires taking 

charge of career moves by staying fully informed about available career choices, 

which are discussed in the following responses: 

“actually there is other roles out there I could possibly do, I could try 
and support people in a different way and potentially earn more money” 
(Monica) 
 
“ultimately it’s my decision and I have to think and do with myself. I do 
like having their perspectives kind of give me a little bit of guidance and 
support” (Joanna) 
 
“I’m getting stressed about something, which I can change. I couldn’t 
change what I was doing in my job (…) time for me to think about moving 
on” (Sarah) 
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Therefore, for career managers, challenging tasks are treated as tasks to be 

mastered. The ability to reflect on and learn from negative experiences is an 

example of a technique which also helps to gain self-confidence, as explained by 

Joanna. Another example of how to deal with career challenges, which was 

provided by Anna, requires accepting the existence of challenges in life: 

“I think the life gives you then, regardless of whether you want them or 
not. I think every day is a various challenge in life, so I think I just have 
too, just have to be aware that they are coming, or they are there, and 
then you have to deal with them. So there is no time really to moan or, of 
course you…it might be tough and you know, had tough decisions” 
(Anna) 
 
“I think it's nice knowing that people kind of go: yeah, you can do this, 
but I think you kind of just learn by trial and error sometimes. So if I have 
to do it, I will do it, if I fail, I failed and I learn from it but it's not a case 
that I will kind of goal: okay I can't do this at all and I have to get 
someone to tell me. I'm not like that.” (Joanna) 
 

A career manager would also undertake challenging tasks, with a focus on 

learning and development, even if this might mean a career change. This is 

because the ability to alter the course of a career is key to achieving long-term 

career success, which implies stepping outside one’s comfort zone. This is a 

strategy used by Monica, who discusses it in her response below:  

“whether it’s because I’m a bit older now, and I’d probably initially 
when I was younger I would’ve gone “oh no, I don’t wanna do that” but I 
kind of think well I’m coming up to the middle of my life if I don’t try 
things now will I ever tried them, and also does that reflect well on my 
children? if I turn round and go “oh no I’m not gonna do that” will they 
look up to me and go mum is not gonna do and I’m not gonna do it as 
well, so that’s kind of a bit of an impetuous for me to kind of not say no 
and try and give things a go and not give up, I don’t like to give up” 
(Monica) 
 

Career managers also recover quicker from drawbacks related to their careers (cf. 

Bandura, 1977a; 1986). This implies that a career manager reacts positively to 
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career challenges, such as unsuccessful job interviews in Daniel’s life history 

below, and treats them as opportunities for growth, rather than as a sign of 

weakness. The ability to deal positively with emotional states, moods or stress 

levels is also a fourth source of self-efficacy according to Bandura (1977a; 

1986): 

“I realised that the third interview was five times better than the first 
time, simply because you know, the questions most of the time are the 
same, what are your three weaknesses and what are your three strengths, 
you know you start to have a clear idea, and you're better prepared to 
give the answer, you're more confident, of course there are questions that 
come from all the sides, you'll never know all the answers but at least 
you, you know, you learn how to navigate better to the conversation” 
(Daniel) 
 
“I always think that the more you gain experience and the more you do 
things, then the better you become at it” (Daniel) 
 

Jones et al. (2011: 178) propose that individuals “have to accommodate change 

and uncertainty by creating and recreating (…) lives on a routine basis”. 

Therefore as revealed in the data, career management at an individual level, 

instead of focusing on formal career planning, needs to focus on employability 

and job mobility. Jack, below, reflects on his choice of a career outside the 

hospitality industry and discusses the decision to continue focusing on 

employability through valuing his own skills:   

“am I enjoying what I’m doing, and that has usually been an impetuous 
to start thinking about something else. Then am I earning enough to 
achieve what I wish to do in my life? And I’ve always been fairly realistic 
about you know…from my current position what are my options, (it’s not 
like going) and then triple my earnings one day, but again I think there 
became a point when I realised well we don’t, the only reason we go to 
work is to earn a living so that’s a motivation, definitely, is this career 
path, is this job giving me the maximum benefits that I can get for my 
skills, because my lifestyle is going to better as a result?” (Jack) 
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Transferring personal interests into career opportunities is another strategy used 

by a career manager. In order to improve future career possibilities, this requires 

questioning the ‘status quo’, rather than ‘going with the flow’. This can be 

achieved by, for example, establishing professional networks through engaging 

with industry professionals, or by being involved in extracurricular activities to 

broaden one’s knowledge and widen experiences. Joanna shared how she 

strategically chose to make career decisions with a view to enhancing her 

employability prospects in the future:  

“strategically building alliances and gaining knowledge for a specific 
reason to progress within the company or organisation (…) God knows 
where I'm gonna be. But I think it's just important that I just keep 
building on what I have already learnt and making the most out of every 
opportunity that I have” (Joanna) 
 

In relation to the process of leaving, the data also revealed that career managers 

take advantage of different career opportunities, which requires them to be 

highly adaptable. This also requires them to be protean, meaning self-reflective, 

having a strong internal compass, and the necessary resources and capabilities to 

take charge of a career, instead of relying on the employer as a source of 

confidence (cf. Hall, 2004). The possibility of personal and professional 

development provides career managers with a sense of control and desirable 

career success, which can be characterised by the level of enjoyment, satisfactory 

work benefits and suitability to personal life (Hall, 2004). Furthermore, as 

proposed by Sullivan (1999), employees who embrace boundaryless careers 

measure success according to how psychologically meaningful their work is in 

order to achieve learning-related milestones. Moreover, as self-efficacy is one of 

the most important factors “in the recipe for success” (Maddux, 2002: 277), it 
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becomes a crucial factor for individuals who aim for a successful career, which 

further increases their positive relationship to that career.  

Imagining future career success is proposed as a source of self-efficacy, which 

emerged directly from the data. Participants often talked about trusting in the 

success of their recent career changes, because they could envision being 

successful. This new-found source of self-efficacy resembles imaginal 

experience, which is part of cognitive self-modelling, and implies visualising 

oneself coping in the challenging circumstances proposed by Usher and Pajares 

(2008). Their research shows that visualising future success has a significant 

influence on feeling self-efficacious. An example of participants visualising 

career success is provided below: 

“I know in my heart that it will be really successful and I know in my 
head, because I've done the analysis so it's going to be really successful 
(…) and it's something that I am passionate about as well (…) I am 
passionate about this and I know it will be a success. So I guess that's 
what people have that make them driven in their careers that they can say 
that I know I am going to get to this point, I know I've got the skills to do 
it, and I'm not going to stop until I get there” (Chris) 
 

As revealed in the literature review chapter, it is important to find out how 

individuals cognitively process and interpret efficacy-relevant information, as 

this helps to uncover the developmental pathways to confidence (Usher and 

Pajares, 2008). It is believed that visualising success achieves that, in particular 

through listening to participants’ stories, and interpreting and understanding the 

significance of self-efficacy in guiding their career choices. 

Both Milly and Sarah provide very practical suggestions on how to achieve 

career success. Sarah recommends, firstly, setting yourself an achievable career 

goal and, secondly, doing research on how to achieve it. Milly, having left the 

hospitality industry, arranged a meeting with an experienced professional in her 
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new-found career in order to find out more about the nature of working in that 

sector. These two examples show that visualising future success does not only 

require creating a cognitive map of what that success might look like, but also 

actively seeking out help and support in order to ensure that a career plan is 

feasible and well-substantiated:  

“I always say to my students, you need to look at your end goal, look at a 
job description or an advert, see what they are asking for, cause if they 
are asking for five years of managerial experience, you need to go and 
get that managerial experience, there is no point in getting a masters if 
that's not what they are wanting, they want the work experience. But it 
depends where in the world you're going, which is quite tough for a 
student” (Sarah) 
 
“when I went into this industry I had a clear vision what is expected of 
me and what I should be putting up with so…I was prepared” (Milly) 
 

Some participants talked about how their careers have been influenced by 

chance. Mark, for example, shared how a conversation with a friend he met on 

the street, resulted in Mark changing his job: 

“that was actually a little bit more of a chance, that’s actually definition 
of irony, I bumped into an ex university colleague, completely random 
(…) I just bumped into him and said how you’re doing, I said yeah not 
very good, I’m looking to leave (…) I sent my CV, he gave it to his boss, I 
had an interview and got the job” (Mark) 
 

Jack’s career, after he had left the hospitality industry, began with an informal 

chat with a friend, who spoke about particular management opportunities in a 

retail sector. These examples point to what Grimland et al. (2011) call chance 

events – unpredictable and unplanned events that influence career development. 

Such unpredictable events have also been referred to as epiphanies, which are 

particular moments in people’s lives that can act as lucky or fortunate events 

(Denzin, 1989). Bandura (1998b) suggested that individuals can control these 

powerful events which influence self-belief and action. In relation to 
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participants’ life stories, choosing to follow up a recent chance event is an 

example of taking active charge of such an event. Running into an old school 

friend whose boss is looking for new team members, or being offered significant 

financial help when it is most needed, are two examples of how career decisions 

are triggered by chance events. In the theory of planned happenstance, chance is 

incorporated into career development, and shifts the emphasis from the negative 

associations with an unplanned event into opportunities for learning (cf. Mitchell 

et al., 1999). This continues to be an area of research which, in relation to 

careers, requires further investigation according to the work of Gubler et al. 

(2014).  

However, chance events also help to explain that in some situations individuals 

are not in complete control of their choices, but instead can choose to exercise 

agency by taking action and reacting with conviction to situations with which 

they are faced. Chris has referred to chance events on a number of occasions, as a 

way to perhaps shift his lack of career planning and responsibility away from 

himself, implying that events have an ‘external power’ over one’s life: 

“I can't think that far ahead and I've never for years, I just didn’t think - 
oh I am going to do that now (…) even university I've never… I don't 
think I've ever thought if I do this it will help my career when I graduate, 
I’ve never ever thought that, so everything has been by chance and I've 
been lucky very, very lucky” (Chris) 
 

Considering events as having external power over one’s life points to critical 

realists’ understanding of the existence of external reality, in spite of individuals’ 

knowledge of it (cf. Blaikie, 2007).  

Participants have also used chance events to explain receiving guidance from a 

Higher Being, who is in control of all events, including one’s career choices and 

decisions. Peter, as a devoted Christian, acknowledges God’s hand in different 
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areas of his life, knowledge of which acted as a source of confidence. Although 

to him God is an initiator of all his decisions, he also understands his own active 

role in bringing plans to completion. Furthermore, according to Swann and 

Bosson (2010) founding one’s self-esteem on internal contingencies, such as 

virtue or God, is believed to have a positive influence on displaying fewer signs 

of psychological distress, as opposed to self-esteem being founded on appearance 

or the approval of others, which are the external contingencies. Naomi’s self-

confidence is derived from believing that certain events happen for a reason. She 

understood that she had to divert her original plan in order to choose a different 

career path, and leave the hospitality industry:   

“there is a saying that when one door closes another one will open up 
and if you keep focusing at that same door it won’t open anyway, but 
you’re just wasting time staring at the closed door, when you can just go 
on a different route and find out an open door for you” (Naomi) 
 

In situations, when an individual chooses to follow one’s passions, work takes on 

a new meaning of a calling, or ‘a path with a heart’ which ultimately defines 

one’s passions and contributes to being protean (cf. Weiss et al., 2003; Hall, 

2004). As a way of realising one’s own identity, a calling “doesn’t begin or focus 

on finding the right “career” or “job” choice” as explained by Weiss et al. (2003: 

197); it involves doing something that one loves, and being able to recognise 

one’s talents and abilities, which need to fit with the purpose of that calling 

(Weiss et al., 2003). One’s identity is also reaffirmed when a career is 

meaningful. In Peter’s case, his desire to become an ordained minister is an 

example of a calling, a decision made according to God’s will and purpose for 

his life, which he discusses below: 

“I didn’t go about making this one (…) I felt God was saying that I need 
to be thinking about this line of work, work inverted commas, it is work 
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and it’s not, in a sense it’s a calling, a vocation, because if you strictly 
speaking treat it as work then I think you’re heading down the wrong 
path, because you can end up very disillusioned and so on, just the 
challenges of parish ministry and being a priest is not a nine to five 
again, so that’s quite ironic because it then brings me back full circle to 
what I’m trying to get away from, but I guess it’s the Christian spiritual 
dimension there” (Peter) 
 
 

4.3.2 Career Identity: Is This Me? 

The data revealed that participants, when re-telling their academic and career 

stories, facilitated by the use of life history, inadvertently talked about who they 

were in relation to themselves and to others, and how they perceived themselves 

in relation to their careers and wider society (cf. Lawler, 2008). Tierney (2000) 

and Meyer and Herscovitch (2001), in their work on identity, propose that one’s 

career and job are indeed significant parts of one’s identity.   

According to Valach and Young (2004), career identity, as well as values, 

interests and behaviours, are constructed in conversations with others, through 

socially rather than individually constructed forms of action. 

Therefore, for the purposes of this research, identity is not discussed as innate or 

genetically conditioned or inherited, but rather as dynamic and changing in 

different life stages, as defined by Lugosi (2013)6. Furthermore, it is argued that 

the process of career construction is developmental, as proposed by Gottfredson 

(1996), and starts as early as in childhood, and is linked to the development of 

self-concept. Congruent with that notion is the process of identity formation, 

6 The definition of the concept of identity used in this research is derived from the work 
of Lawler (2008) and Oyserman et al. (2012). Identity is fluid, socially produced and 
embedded, and is formed in people’s everyday social lives. Individuals’ traits and 
characteristics define their identities, which are further developed by engaging in social 
roles and relations. Memberships of certain social groups, such as working in the 
hospitality industry, also define what one is like.  
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which takes place throughout one’s entire life, and is a point delivered by Elliott 

(2014). Therefore, as previously proposed in the literature review, this process is 

associated with the centrality of a career to one’s identity (cf. Goulet and Singh, 

2002; Day and Allen, 2004).  

The following discussion on identity is important to this research because, as 

explained by Oyserman et al. (2012), knowledge and understanding of the self 

and identity aids in better understanding how people make choices and meaning 

of their experiences, which is applied in this research to choices and experiences 

related to leaving a career in the hospitality industry. Thus the sense of identity 

changes is (re)shaped through experiencing major turning points in life, as well 

as through participation in social situations. As a result, a career can be seen as a 

series of lifelong identity changes, as proposed by Weiss et al. (2003).  

Upbringing, personal motivations and family circumstances are examples of 

factors that contribute to identity formation, which can be seen in Anna’s 

response below: 

“I consider myself person of two countries and of course I’m gonna have 
a totally different aspirations and personal motivations, commitment to 
anything” (Anna) 
 

In relation to the process of leaving, knowledge of the development of one’s 

identity has given participants the confidence to decide to leave. The importance 

of one’s career to one’s identity is seen in Jack’s response below: 

“that job definitely defines in my mind a little bit about who you are. 
Because it's kind of a badge, you know, at the party the first thing 
someone asks when you introduce you, hello my name is, what do you 
do? That is what we spent, what, half of our time doing? In life? So it is 
what you are” (Jack) 
 

Career identity provides individuals with occupational meaning and is expressed 

in how they see themselves in relation to their careers. But it requires taking 
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charge of one’s career, and further understanding of how the work we do defines 

who we are (cf. Aryee et al., 1994; Cherian and Jacob, 2013). As revealed by the 

data and further supported in the literature, career identity acts as a compass or, 

as put by Jack, “a badge”, which helps individuals to navigate through their 

career opportunities, and allows them to define themselves in the career context 

(Fugate et al., 2004). Also, as proposed in the literature review, individuals who 

identify themselves in relation to their careers rather than in relation to their jobs 

or employers, are less likely to suffer from low self-esteem – the latter can result 

in poor employability prospects (cf. Hall, Briscoe and Kram, 1997; McArdle et 

al., 2007). Career identity, when detached from an employing organisation and 

when based on an individual’s perception, becomes a guide during unstable 

circumstances. Career is something that individuals can take control of as it is so 

closely linked to their identities, which is seen in Jack’s response below: 

“I think that only recently became important to me as this is what I am. I 
think straight after university, leaving university to finding that career, I 
think it was important to me what people thought about it, much more as 
a badge, you know this is what I do, and I'm proud of that or not, I think 
these days I'm more interested in it myself to define to myself that's what I 
do” (Jack) 
 

According to Bauman (2010: 97), in the liquid modern world, “the recipe for 

success is ‘to be oneself’ and not ‘like all the rest’”. This implies that success in 

the context of a career does not come as a result of replicating what was done 

before, such as acquiring skills and knowledge accredited by others previously, 

but instead showing uniqueness and “unusual ideas ‘unlike any other’” (Bauman, 

2010: 97-98). This implies that individuals are searching for the “‘how to’ kind 

of knowledge (…) rather than ‘know that’ kind of knowledge” (Bauman, 2010: 

98). Furthermore, career identity reflects the ‘knowing-why’ competencies 
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identified by Defillippi and Arthur (1994), which embrace career motivation, 

personal meaning and individual values (McArdle et al., 2007). The development 

of one’s career identity resembles a process of aligning one’s abilities with a 

career deemed the most suitable, hence referring previously to the expression 

‘natural progression’, which is seen in Mark’s response, as he felt that 

undertaking a hospitality management degree was a natural step in his hospitality 

career: 

“it’s definitely going to be for hospitality, need to do a bachelor degree, 
so I don’t think, there wasn’t like a real eureka moment where ‘Oh I 
wanna do hospitality degree’, it was just really more of a natural 
progression for me” (Mark) 
 

This alignment not only implies that the job we do has a strong bearing on who 

we are, but also that we are most likely to be drawn to a job that allows us to 

express our identity. This was the case with Joanna, who purposefully looked for 

a career that would allow her to fulfil specific identity criteria: 

“But there is things like I knew, like working with people and kind of 
working in technology, they were the things I knew I wanted to be able to 
identify with in my role” (Joanna) 
 

In relation to the process of leaving the hospitality industry, it is argued that if 

belonging to and identifying with a hospitality industry and its employees 

implies sharing knowledge, experiences and values (Palmer et al., 2010), the act 

of leaving symbolises disconnecting from this industry and the discourses that it 

carries. As Slay and Smith (2011) further explain in their work on identity, a 

membership of a profession influences self-definition and shapes how others 

think about an individual. Therefore the process of leaving is manifested through 

disidentification, which means that participants choose not to associate their 

sense of self with being a restaurant or an operations manager. If such 
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individuals were already beginning to feel less committed, there were also less 

likely to identify as part of that group. According to Doosje, Spears and Ellemers 

(2002) highly committed members of a group are more likely to identify as part 

of a group, even when there are no realistic chances of improving the group’s 

status. However, participants have talked about experiencing a negative group 

identity imposed on them by working in hospitality. Through the act of 

disengaging with that group, they were able to no longer feel aligned with 

characteristics of a group instrumental to the individual self (Ellemers et al., 

2002). An example of that comes from a life history of Milly, who felt 

disappointed and somewhat embarrassed about the choice of a postgraduate 

degree, to the extent that she started questioning her career goals in the industry:  

“another thing that I learnt, hospitality industry and hotel they don’t pay 
you much, and a lot of the time I learnt that I don’t need a specific 
education like that to be working in the hotel, you know, everybody I 
worked with…some of them didn’t even go to university, you know, I was 
kind of surprised…it woke me up a little, you know, this whole idea why 
did I do it…even some people told me that, very recently actually, they 
asked me ‘what did you do your master’s degree in?’ and I said 
‘International Hotel and Restaurant Management’ and this person said 
‘Oh, I didn’t know you need education to work in a hotel’. I was like ‘Oh 
no that sounds so hard!’ Had kind of wasted couple of years of my life 
pretty much, according to that person…it was kind of strange…what is 
my goal, what is my aim working in the hotel?” (Milly)  
 

As identities and lives evolve together, what once seemed like an adequate fit 

between one’s identity and career choices may no longer seem to be the case, as 

proposed by Hall (2004). Therefore the decision to leave the hospitality industry 

allowed participants to stop evaluating and identifying themselves with that type 

of profession. This implies not only a physical disconnect from the hospitality 

industry, but a disconnect from the form of identity that a particular job or 

position represents (cf. Ellemers et al., 2002).  
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As Jones et al. (2011: 24) explain “(...) identity becomes intimately linked to 

work and class membership; how you see yourself and how you are seen by 

others becomes defined by the work you do and the rewards this work brings.” 

Therefore, as career influences one’s identity, individuals do not want to be 

associated with and defined by careers that no longer match their self-concept, 

which is evidenced in Sarah’s response below: 

“I think it was just the fact that I couldn't see myself being able to have a 
family, have the work life balance, being able to, I've actually have 
moved about 20 miles away from where I was working, because I couldn't 
afford to buy my own property where I used to live, and I think all of it 
made me a bit disillusioned about the hospitality industry and what it 
could offer to me long term” (Sarah) 
 

According to Owens et al. (2010), identification is key as it allows people to 

commit to that particular identity. Furthermore, as outlined by Oyserman et al. 

(2012), individuals interpret situations in light of their active identities, and when 

action does not feel identity congruent, engagement in a behaviour seems 

pointless. This is because identity is also achieved by “facing up to choices, 

subsequently questioning one’s existing frame of reference, and finally making a 

well-argued choice” (Meijers, 1998: 197).  

As Lawler (2008: 66) explains, career can also be considered an axis along 

which “people’s self and behaviour could be judged”. Thus, choosing a career 

also implies making a decision about who you want to become, and taking on the 

existing preconceived ideas, whether positive or negative, of what it means to 

perform that type of work. A career also differentiates us from others and carries 

hidden meanings specific to that career, to the extent that it becomes self-

perpetuating as seen in Jack’s response below:  

“we are, certainly in our culture very defined by our jobs cause you 
spend huge amount of life doing it (…) a career-that’s what it is- it’s 
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developing over a long period of time, and it defines you, just as much as 
you’re part of it” (Jack) 
 

Furthermore, in the literature review in Chapter two, perspectives have been 

identified – personal reality and common reality – as ways in which individuals 

describe their careers (Miller-Tiedeman and Tiedeman, 1990). Common reality 

refers to what others expect a person to do, whilst personal reality refers to 

having an understanding that one’s life choices result from inner knowledge. 

Being able to reflect on the meaning of a career to one’s life provides an 

individual with the ability to develop their personal reality, and therefore achieve 

empowerment and a level of control of major life choices. 

Louise, who used to be identified as a teenage mother, a phrase that was used in 

a derogatory fashion, felt unable to develop professionally due to low self-esteem 

and lack of confidence. In this instance, Louise’s sense of identity was being 

threatened by a stereotype, and resulted in her underperforming (cf. Ellemers et 

al., 2002). However, this was a temporary point in her life, which was partially 

overcome by successfully graduating with a university degree. This significant 

career turning point brought her self-confidence and helped her to believe in her 

own capabilities, which is seen in her response below:  

“capable of doing things, that I want to do, if I want to do a degree I can 
do it, and I can get a first, if I wanna go and work a job in a bank I can 
get that job in a bank, I can do it and I can do it well” (Louise) 
 

As Fugate et al. (2004) concluded, the ability to distinguish between different 

identities inside and outside work also confirms the existence of multiple 

identities in relation to the self and the career one chooses. This is related to 

people being able to take on numerous identities, such as a woman can be caring 

with children, guarded with colleagues, and open with neighbours (cf. Lawler, 
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2008; Swann and Bosson, 2010). The social psychology view of the self, as a 

collection of multiple and context-dependent selves, demonstrates that people 

have different self-aspects (a wife, mother, employee). These are activated in 

social contexts (dinner with a friend, or a meeting with an employer), and give 

rise to a behaviour, as proposed by McConnell and Strain (2007). This does not 

mean, however, that individuals separate the self into different entities, which 

would imply having multiple personalities, but they understand their own sense 

of self and how it changes in different situations, as proposed by Oyserman et al. 

(2012), and further evidenced in Louise’s response below: 

“it's the outside of home part, cause I've got my mom's side, which 
doesn't really care about my career, but then I've got my other side which 
does, which is focused on my career, once I'm out of this house, I'm at 
work, I'm a different person, at uni I’m a different person” (Louise) 
 

The data also revealed the possibility of having more than one career at one time, 

for example a professional career in the hospitality industry, and a second career 

as a mother. These imply the existence of a self at work and a self in relation to 

other spheres in life, which are activated depending on the context. This 

activation can be achieved by the act of putting on a uniform prior to starting 

work, which helps to identity with the self at work, and temporarily disengage 

with the self outside work. As proposed by Goffman (1990; 2001), different 

social spaces carry different rules, signs and symbols, which help to make this 

transition between different selves and careers possible, and is evident in the 

following response:  

“it's like a game, not a game, I don't know, it’s like you're playing a part 
isn’t it, once you put that uniform on you've got your dickie bow on, 
you're not Louise any more, Louise the mum, you're there to do that job” 
(Louise) 
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Owens et al. (2010) explain that individuals’ multiple identities give their 

behaviour meaning and purpose. By taking on multiple identities, individuals are 

also able to self-initiate a change of identity. For example, when an identity is 

undermining the possibility of achieving a goal, as was the case with Louise 

whose identity as a mother was stopping her from pursuing her career, an 

individual will try to negotiate a different identity under the new set of 

circumstances. If the identity negotiation brings the desired results, as proposed 

by Swann and Bosson (2010), it will lead to a permanent identity change.  

The existence of multiple forms of identity, as explained by Goffman (1990), 

demands using different sets of skills, as well as adhering to different rules and 

responsibilities in the work context. This is in line with the concept of self-

efficacy, which is domain-specific, meaning one’s sense of self-efficacy will 

alter in different contexts (cf. Bandura, 1986). This characteristic is seen in 

Jane’s response below, where she explains how her self-confidence changes in 

different situations:  

“I think yeah, it’s just basically what drives me to the point, where yes I 
think I am able to achieve this. I just try to believe in myself, that’s hard 
especially when you’re at work, cause but I think is only where I’m 
working that I believe in myself, otherwise it doesn’t really work good, 
like personal relationships like back in my, you know, whatever, 
colleagues family, doesn’t work that well, but working it’s a completely 
different person that I really so yeah, I think really is motivation, and the 
risk and I don’t know, all the other elements that really are a part of the 
challenge, it’s really the challenge driving me always, always keeping up 
and trying you know step up and like learn much so I can achieve and I 
get there, get where I want” (Jane) 
 

In relation to the process of leaving the hospitality industry, individuals’ 

motivation to change a career is likely to be affected both by the desire to 

achieve and the search for an ideal career. The desire to find an ideal career 
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suggests the existence of a fixed, stable career. However, as previously 

explained, careers are dynamic and far from stable, especially as they require 

individuals to be flexible and adaptable, meaning protean. Searching for an ideal 

career resembles searching for an authentic or real self, with the intention of 

discovering one’s authentic identity. However, the quest for an authentic career 

rejects the premise that identity is socially constructed and is a deeply social 

activity, and together with the sense of self, changes at different domains of 

activity (cf. Hall, 2004; Lawler, 2008; Lugosi, 2013; Elliott, 2014).  

 

4.4 Summary of the Key Findings 

The aim of the findings chapter was to provide evidence from hospitality 

management graduates’ life histories in order to help us answer the research 

question of this study. ‘Why hospitality management graduates leave the 

hospitality industry, and how the decision to leave was made’ became the focal 

point of this research. It was also proposed that by analysing the rich data 

obtained from 17 semi-structured interviews, the interaction between the three 

key concepts would be uncovered.  

The findings have revealed that the decision to leave the hospitality industry is a 

complex journey punctuated by significant career turning points. The leaving 

process brings together the concepts of career commitment, career inheritance 

and self-efficacy and involves the interaction between them, which sheds light on 

the process that led hospitality management graduates’ to the decision to leave 

the hospitality industry. This process is discussed in detail in the following 

section of this chapter.  
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The findings chapter was divided into three main sections, which were founded 

on the three major concepts and their relevant findings.  

The first section discussed career commitment as a developmental process. The 

concept of career commitment, defined as a psychological contract between the 

individual and a chosen career, demonstrated the course of leaving the hospitality 

industry. The findings revealed that the strength of commitment to the hospitality 

industry is influenced by the completion of a hospitality management degree and, 

in particular, at what point in participants’ hospitality journey the degree was 

undertaken. Participants who had some years of industry experience were 

motivated to complete the degree with a view to improving their future career 

prospects. Participants who had little or no experience prior to doing the degree 

were motivated by the possibility of establishing themselves in the industry, 

because the degree was believed to open doors to managerial positions. Without 

any prior industry experience, and with a very idealistic perception of the 

industry, those participants also had high career expectations, which could not be 

met by the industry. Participants’ motivations for entering the hospitality 

industry also had an influence on their level of commitment. Some participants 

seemed to have ‘stumbled’ across hospitality, with little intention of making a 

career out of it. Others were motivated by a possibility of supplementing their 

income, or were almost forced by their parents into the industry. A number of 

participants also reflected on how easy it was for them to get a job in hospitality. 

Only a few participants entered the industry, inspired by their parents who had 

also worked in hospitality. In this instance, participants either had not considered 

any other career options or felt almost obliged to join the industry because of a 

strong family connection. The findings also confirmed that commitment is 
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maintained reciprocally, in other words career commitment needs to bring 

desired benefits, whether economic, social, psychological or emotional. The 

majority of participants did not feel that the completion of the hospitality 

management degree benefitted them as much as they hoped it would. The degree 

was not recognised as a valuable accomplishment, and hospitality employers 

placed more emphasis on candidates having the ‘right’ industry experience. 

Moreover, participants felt that all the efforts they had put into obtaining the 

degree, whether financial or emotional, were not reciprocated. One participant 

felt very discouraged once he learnt that his time of employment in the industry, 

during undergraduate and postgraduate degrees, was not counted in equal 

measure to full-time, permanent employment. 

Although a significant number of participants gave direct reasons for exiting the 

industry, such as low monetary rewards, demanding and unsociable working 

hours, and difficulties planning ahead due to shift work, these are considered 

only as reasons which contributed to the decision to leave. It is believed that the 

influence of a career turning point is critical to making the decision to leave.  

The second section of the findings chapter revealed the findings pertaining to 

career inheritance. Participants, who showed high levels of career inheritance, 

were born into a family directly linked with the hospitality industry. In this 

instance we can talk about their careers as inherited from one of their parents. 

These participants were prepared to work in the industry for longer, before they 

made the decision to leave. They experienced a strong emotional attachment to 

the philosophy of hospitality, which was inherited in the form of the legacy of 

hospitality. Understood as an affective form of commitment, the legacy of 

hospitality implies that despite leaving the hospitality industry, individuals have 
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the desire to implement the philosophy of hospitality in non-hospitality roles. 

This means that hospitality values, such as welcoming others to our homes or 

providing a high quality of customer service, continue being applied in other 

sectors outside the hospitality industry. Individuals, who identify themselves as 

hospitality people, feel the need to share their homes and their provisions with 

others in an act of hospitableness.  

In this category are also participants whose parents had not worked in the 

hospitality industry, yet their career inheritance was high. They developed a 

passion for hospitality, which became an inescapable part of their lives, and also 

experienced a strong affective commitment to the philosophy of hospitality. As 

revealed in the findings section, career inheritance not only impacts on the early 

stages of career decision-making, but it continues to influence career choices 

after leaving the hospitality industry. This is evident in the transferability of 

hospitality, which applies to individuals who consciously continue to use skills 

and knowledge gained during their time in hospitality in other non-hospitality 

roles. The continuation of career inheritance is further illustrated in the term 

career slider; this refers to individuals who ‘slide’ into hospitality education both 

to remain indirectly linked to the hospitality industry, and to pass on the legacy 

of hospitality to younger generations.  

Informed by the concept of self-efficacy, the third section of the findings chapter 

revealed the characteristics of a career manager, who has the capability to self-

manage a career. According to the findings, self-efficacy is the foundation for 

making self-determined career decisions. Individuals equipped with powerful 

self-efficacy rely on themselves to achieve desired careers, have confidence in 

their own capabilities, take control of their career choices, and focus on self-
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development. These capabilities are driven by the feeling of self-confidence 

derived from different sources of self-efficacy: past performance based on the 

premise ‘I’ve done it before, so I will manage now’; support and encouragement 

from others, such as receiving positive feedback and words of encouragement 

from an employer; physical and emotional states, which enable a career manager 

to turn negative experiences into positive ones and treat them as challenges to be 

overcome. These three sources are based on the seminal work of Bandura 

(1977a; 1986).  

Although past performance was originally the most significant source of self-

efficacy according to Bandura (1977a; 1986), the findings indicated otherwise. 

Support and encouragement from significant others is the most influential source 

of self-efficacy for career managers. This finding emphasises the importance of 

supportive networks, which help individuals to thrive, grow and develop, and 

ultimately achieve career success rewarded by self-fulfilment. The findings also 

revealed two new sources of self-efficacy that equip a career manager with self-

confidence. Vision of success suggests that career managers can visualise their 

future victories, a vision which drives them forward and helps them to persevere. 

A career manager feels confident about the success of his or her future career 

plans, because an act of cognitive visualisation of a task took place. Being able to 

accept limited control over life and career, by acknowledging the influence of a 

Higher Being or chance factors, also acts as a source of confidence in pursuing 

career tasks. Career managers include chance factors in their career strategies. 

Such individuals are also able to recognise their dynamic career identities, as 

their careers resemble protean careers. As a self-efficacious agent of change, a 

career manager takes charge of career decisions by remaining fully informed 
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about available career choices, and recognises his or her changing career 

preferences. This not only indicates that career managers embrace change, but 

also that they have the capabilities to recover from challenging activities by 

treating them as tasks to be mastered. 

The discussion now moves on to the most significant finding of this study, the 

leaving process, which depicts the interaction between the three concepts and 

explains the process the hospitality management graduates undertook to reach 

the decision to leave the hospitality industry.  

 

4.5 The Leaving Process  

At the end of the literature review chapter three concepts, from different 

disciplinary backgrounds, namely career commitment, career inheritance and 

self-efficacy were identified and proposed as the three key concepts whose 

possible interaction could provide insights into why hospitality management 

graduates leave the hospitality industry and how the decision to leave was made. 

The purpose of the findings chapter was to then provide evidence derived from 

participants’ responses with a view to trying to understand the process that 

individuals undertook in order to reach the decision to leave the hospitality 

industry. The insight on how these three concepts interact emerged from the data 

and is explained in the concept of the leaving process, which is discussed in this 

section of the findings chapter.  

The schematic illustration of the concept of the leaving process is presented in 

Figure 7, p. 262. The leaving process discussed here is founded on the research 

findings, which are relevant to leaving a job in the hospitality industry. However, 

it is believed that this concept can be more broadly applied to other sectors 
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experiencing similar challenges and has the potential to explain the process of 

leaving a job in a different industry, which is argued for in Chapter 5.  

Conceptualised as part of a larger career decision-making process, the decision to 

leave the industry is rarely made in isolation. As proposed by Hodkinson (2008), 

such a decision is seldom a single event, but rather there is a string of events that 

precede it. Following the developmental route of career research employed in 

this study, making a career choice is perceived as a process rather than an event. 

Therefore, the process of leaving the hospitality industry is complex and 

punctuated by significant career turning points that led to hospitality 

management graduates’ decision to leave the hospitality industry. The dynamic, 

flexible and non-linear nature of career paths contributes to making this decision, 

because individuals no longer feel bound to an organisation or an industry for a 

specific period of time. The findings revealed that the initial decline in 

commitment is influenced primarily by the working conditions in the hospitality 

industry or lack of reciprocation for having a hospitality degree, whilst the speed 

of decline in commitment that follows, or the rate of change in commitment, is 

dependent on the interaction between career inheritance and self-efficacy.  

The findings chapter revealed that career commitment is a developmental 

process, and as such is defined as a psychological contract between the 

individual and a chosen career. Based on that finding, the nature of the leaving 

process is developmental and is significantly influenced by critical career turning 

points. These transform the intention to leave into the decision to leave, and help 

to illustrate that leaving a job in the industry is a shifting process. Employed as a 

conceptual foundation for the process of leaving the hospitality industry, career 

commitment further helps to explain that as individuals go through this process, 
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their focus begins to shift away from the job and to one’s career. The decline in 

commitment to the hospitality industry occurs in exchange for growing 

commitment to one’s career. Therefore, the decision to leave the hospitality 

industry starts with the waning of job commitment, followed by the increase in 

career commitment. It is necessary to indicate at this point in the discussion that 

the leaving process does not reflect organisational procedures that individuals are 

required to follow when they leave a job, such as handing in a letter of 

resignation. Neither does it imply that individuals have no choice in the matter of 

leaving. Instead, this process is highly subjective and requires a high degree of 

confidence to make a decision to leave. Completing the leaving process requires 

commitment to the self, which is evident in one’s commitment to career choices, 

having clarity about future career goals, and a strong sense of confidence in 

one’s capabilities.  

The schematic diagram of the leaving process presented in Figure 7 (p. 262) is 

illustrative of the interaction between career inheritance and self-efficacy based 

on the research findings discussed in the previous section of this chapter.  

Figure 7 is positioned on two axes. The x-axis represents time, which depicts the 

duration of employment in the hospitality industry; the y-axis represents 

commitment, ranging from high commitment at the top of the axis, to no 

commitment when an individual leaves.  

The convex line in Figure 7, marked in purple, illustrates the first type of the 

leaving process (TYPE 1) demonstrated by the participants, and a particular level 

of interaction between career inheritance and self-efficacy. This first type shows 

that the rate of decline in commitment starts off very slowly which, once 

influenced by a career turning point, begins to increase. The duration of leaving 
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is a result of the rate of change of commitment, which is represented by the 

shape of the curve. In this case the leaving process signifies that the decision of 

the respondents to exit the hospitality industry was not instantaneous, but 

comprised a cumulative power of critical career turning points. Following the 

discussion of the TYPE 1, the researcher provides arguments for two other types 

of the leaving process, thus offering wider application of this interdisciplinary 

concept. 

 

 

 261 



  CHAPTER FOUR: FINDINGS 
 

 

 

 

Figure 7. Three Types of The Leaving Process 
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The leaving process begins with an intention to leave, marked as a light grey 

circle, which is a psychological impetus prompted by situations that are 

unsatisfactory. As pointed out earlier in this chapter (p. 192), factors such as 

relatively low wages, unsociable working hours, as well as a lack of 

acknowledgement of employees’ efforts, all have a significant impact on the 

initial decline in commitment. However these factors alone are not sufficient to 

make the decision to leave. Although it is possible that a hospitality management 

graduate had intended to leave for a long time, an intention in itself cannot be 

compared to making the actual decision to leave. A number of participants, such 

as Claudia, Jack and Monica, talked about a particular incident that became the 

ultimate trigger for them to decide to leave, such as growing concerns over one’s 

health, an unexpected meeting with a friend, who happened to know about an 

exciting job opportunity, as well as an unprofessional appraisal with a line 

manager. Referred to as a critical career turning point, such an event has the 

power to convert an intention to leave into a decision to leave, marked on the 

graph as a dark grey circle. It also equips individuals with confidence to re-

evaluate their original career plans. The transition from an intention to a decision 

to leave also indicates an individual’s readiness to actually leave the hospitality 

industry, which is supported by a proactive career behaviour, revealed in 

choosing to take charge of one’s career rather than one’s job in the industry. As a 

result of the influence of career turning point(s), the decision to leave increases 

the speed of decline in commitment, which is influenced by the interaction 

between career inheritance and self-efficacy.  

The findings revealed that an individual with a powerful sense of self-efficacy, 

and a weak career inheritance leaves sooner as the rate of decline in commitment 
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is faster. In this instance, which is depicted as a purple convex line, an individual 

exhibits characteristics of a career manager who takes control of career decisions 

by believing in his or her own capabilities, and has the self-confidence to make 

the decision to leave quicker. Self-efficacy becomes the foundation for making 

self-determined career decisions. The findings further confirmed the strength of 

the three original sources of self-efficacy, although support and encouragement 

from significant others was found to be the strongest source impacting on feeling 

self-efficacious. Two new sources were also proposed, namely visualising 

success and spirituality/ chance factors, which enable career managers to focus 

on goal achievement with a view to arriving at self-fulfilment. One possibility of 

a variation of the leaving process TYPE 1 can be explained by a different speed 

of decline in commitment. In this instance once the decision to leave is made, 

triggered by a critical career turning point, the decrease of commitment is faster. 

Claudia’s life history supports this variation as seen in her reason behind leaving 

the industry:  

“when I realised that I’m really having health issues now because of my 
job, and I always promised myself, I wanna have a career, I love the 
hospitality industry, but there is a few things that I am not going to do, 
and I'm not willing to pay with my friends, I'm not willing to pay with my 
family, and I'm not willing to pay with my own health, and this is what 
just happened” (Claudia) 
 

Although there were significant factors that influenced the initial decline in her 

commitment, such as a low monetary remuneration, once her health started to 

deteriorate due to poor working conditions, her decrease in commitment 

increased rapidly leading to her leaving the industry.  

The findings revealed that for individuals with high career inheritance and low 

self-efficacy, the decline in commitment is slower. This is based on 
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conceptualising hospitality as an inescapable part of one’s life, demonstrated in a 

strong affective commitment to the philosophy of hospitality expressed through 

the legacy of hospitality. Individuals who belong to this category often struggle 

to make other career decisions, because they feel committed to the essential 

values of hospitality. Either their careers have been inherited from a family 

member or they feel obliged to continue working in this industry, as it was the 

case with Peter. Because of the generous financial support he had received in 

order to undertake a university degree, his commitment to this industry was 

relatively low. During the placement year he realised how different the industry 

was compared to his perception of it, which meant that he could not see himself 

having a career in this industry. After graduating with the hospitality 

management degree he did not receive any job offers from hospitality 

establishments of his choice, and instead started working in a hotel in his 

hometown. Following these negative experiences he continued his employment 

in the front of house department offering hospitality to hotel guests, whilst his 

commitment was slowly decreasing. Although in this instance the initial decline 

in the level of commitment was more rapid compared to the leaving process 

TYPE 1, the speed of decline that followed was reduced significantly. 

Furthermore, whilst working in the industry, Peter felt continually discouraged 

by the working conditions, such as a difficulty of planning ahead due to 

fortnightly rotas or being always expected to work in case of colleagues’ absence 

as seen in his response below: 

“I found that I couldn’t really deal with the shift work anymore just 
because you don’t really have much of a life… that’s the reality of it, and 
then I found myself not really enjoying it, and I couldn’t commit to 
anything outside, and if you are on a rolling fortnightly rota you can’t 
actually have set days off and there was also that expectation that if 
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somebody went off sick of whatever, you were obliged to cover, even 
though you didn’t have to if it was your day off you could say no but then 
the expectation was that you would otherwise it doesn’t, you know, look 
good in front of management and so on, which made me then think 
actually is this something that I want to do for the rest of my life? What 
happens when I have a family?” (Peter) 
 

These factors contributed significantly to him eventually leaving the industry. 

The discussed shift in the decrease in commitment, from rapid to slow, could 

also be influenced by organisations responding to leaving signs exhibited by 

employees by, for example, offering them opportunities for career development 

or rewarding them through incentive schemes. Short-term interventions such as 

these postpone an individual’s decision to leave by helping to maintain his or her 

low, but nonetheless, still existing commitment to the hospitality industry. Yet 

because of their short-term nature they are not classed as career turning points, 

and therefore have a transient influence on the changing level of commitment.  

The example of the life history of Peter illustrates the leaving process TYPE 2, 

marked in blue, which is characterised by an overall slower decline in 

commitment based on high career inheritance and low self-efficacy.  

The findings have also provided evidence for the leaving process TYPE 3, the 

yellow line in Figure 7 (p. 262), which demonstrates that leaving the industry can 

be a linear and consistent process. This means that an individual, who is very 

likely to be also exhibiting characteristics of a career manager and has high self-

efficacy, has made the decision to leave based on the desire to enhance his or her 

employability prospects and increase future career opportunities. The duration of 

employment in an organisation and the level of commitment of such an 

individual are strongly dependent on the career growth potential in that 

organisation, which s/he would have carefully researched prior to starting 
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working there. In this instance, employment in hospitality organisations is 

carried out predominately for one’s own career benefits. Paul’s life history 

provides evidence for this type of the leaving process. Paul’s initial decline in 

commitment was driven by factors that a number of other participants also talked 

about, which he discusses below: 

“lack of appreciation for the experience and the degree that really got me 
frustrated and that was like you know this first time when I really started 
to think about why would I want to remain in that industry if everything 
that I've achieved so far is not really appreciated and I would sort of 
need to start all over again and work my way up with everything I've 
done so far, you know it's just gonna be a waste of time” (Paul) 
 

However as a committed hospitality professional, Paul described the journey of 

leaving the hospitality industry as a shifting process, during which his core work 

responsibilities have moved away from hospitality and towards social media 

marketing as he explains in the following response:  

“I started to realise that I’m getting further and further away from the 
actual industry and my focus really started to be social media marketing, 
Internet marketing in general, and I started to liaise with employees from 
other business units within X Gastronomy that worked also within social 
media marketing and that was sort of the time when I realised that I'm 
shifting away from the industry and my focus is going to be social media 
marketing or Internet marketing. So it wasn't like this one event 
necessarily but it was sort of shifting process” (Paul) 
 

Career inheritance of an individual following this third type of the leaving 

process is not maintained on the same level as self-efficacy. The steady decline 

in commitment is influenced by high self-efficacy, which enables the individual 

to prioritise career opportunities over job commitment; whilst the level of career 

inheritance decreases, allowing the individual to slowly begin detaching himself 

or herself from the philosophy of hospitality. During this third type of the leaving 

process (TYPE 3) an individual’s core work responsibilities are becoming less 
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about the industry, and more about the generic skills or knowledge that can 

enhance one’s future career. An individual engages in a form of an exchange, 

whereby s/he chooses to stay in a job and commit for as long as s/he receives the 

desired benefits. Paul has undergone a transition, firstly, from a ‘pure hospitality’ 

role to a more specialised role, which eventually led him to the decision to leave 

the industry. Ultimately, once the decision to leave is made, the remaining 

process of leaving the industry takes effect as a result of disengaging from an 

identity taken on during an employment in the hospitality industry. Career 

commitment provides a conceptual link between one’s career and one’s identity, 

and the implications of this interaction on the leaving process. The findings 

revealed that as careers are constructed and continually reconstructed in light of 

social and economic changes, so is one’s identity.  

Furthermore, participants who followed the leaving process TYPE 1 decided to 

leave the hospitality industry, because they realised that they no longer identified 

with the industry, and instead chose to enrich the psychological contract between 

themselves and their careers. They experienced feelings of high self-efficacy, 

which equipped them with a sufficient amount of confidence to make the 

decision to leave. They were also more interested in career self-development, and 

as soon as they learnt that a job in the hospitality industry was not going to 

contribute to that, they decided to look for career prospects in different 

industries. However, they did not develop a strong affective commitment to the 

hospitality industry that participants who fall into the category of the leaving 

process TYPE 2 had done. Some of these participants (TYPE 2) also experienced 

such a strong normative or continuance commitment to the hospitality industry, 

often resulting from a hospitality career being inherited from their family, that 
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that they felt almost obliged to stay in the hospitality industry. Many of those 

individuals invested time and effort in developing themselves in the industry and, 

as revealed in the findings, expected the hospitality management degree to 

provide them with more managerial opportunities. The realisation that the degree 

did not turn out to be as beneficial as initially believed, became a career turning 

point for those participants.  

The findings, which confirmed that commitment requires reciprocation, have 

significant implications for the decision to leave for all three types of the leaving 

process. Having completed the hospitality management degree, participants 

learnt that it did not enrich their career prospects in hospitality. Instead it 

equipped them with confidence to choose other career options and became a 

platform for further professional development. Participants also recognised that 

knowledge and skills acquired during their time of employment and education in 

hospitality could be transferred to their new-found careers with ease.  

 

The above discussion of the three types of the leaving process concludes Chapter 

4, and therefore completes the fourth research objective of this study.  

The following chapter (Chapter 5) concludes this doctoral research, discusses 

this thesis’ contribution to knowledge and the wider application of the life 

history approach, and offers practical implications for hospitality management 

practitioners. Finally, the limitations of this study are discussed and 

recommendations for further research are proposed. 
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CHAPTER 5. CONCLUSIONS 

The aim of this doctoral thesis was to identify key concepts, whose interaction 

could help to gain insights into the very important question faced by the 

hospitality industry, which is why hospitality management graduates leave the 

hospitality industry and how the decision to leave the industry was made.  

The examination of the current state of the hospitality industry, careers and 

education, as well as the critical review and evaluation of the relevant literature 

on career development theories concluded with a presentation of three distinct 

concepts, i.e. career commitment (cf. Meyer et al., 2002), career inheritance 

(Inkson, 2004; 2007) and self-efficacy (cf. Bandura, 1977a; 1986). The 

researcher then proposed that by utilising the life history methodology, informed 

by the principles of the philosophy of critical realism, the potential relationship 

between these concepts would be empirically examined with a view to 

determining if their interaction could shed any light on answering the research 

question. Life stories of 17 hospitality management graduates, no longer 

employed in the hospitality industry, were collected during in-depth semi-

structured interviews. As a result of the thematic data analysis, the process of 

leaving the hospitality industry emerged. Therefore, this doctoral thesis is 

concerned with the concept of the leaving process, which depicts the interaction 

between the three key concepts and explains the journey hospitality management 

graduates undertook to arrive at the decision to leave the hospitality industry. 

The aim of this concluding chapter is, firstly, to demonstrate the originality of the 

theoretical contribution of this research by discussing the implications of the 

concept of the leaving process and the findings that support it. Secondly, this 

concluding chapter highlights the benefits of utilising the chosen research 
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methodology and its future wider application in other research. As this study has 

also set out to provide practical recommendations for hospitality industry 

practitioners, the next section discusses an integrative definition of career, 

characteristics of a career manager, as well as the legacy of hospitality. These are 

important research findings whose implications are of significance to the HRM. 

This chapter concludes with the discussion of the limitations of this study and 

recommends avenues for further research. 

Before discussing this thesis’ contribution to knowledge, which is both 

theoretical and empirical, the following table illustrates how the research 

objectives of this study were met. 
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Table 9. Meeting the Research Objectives 

AIM 
To identify key concepts, whose interaction will help to gain insights into why 

hospitality management graduates leave the hospitality industry, and how the decision to 
leave was made. 

OBJECTIVE 1 OBJECTIVE 2 OBJECTIVE 3 OBJECTIVE 4 OBJECTIVE 5 
To critically 
review and 
evaluate the 

relevant 
literature in 

order to 
identify the key 
concepts whose 

potential 
relationship 

will enable the 
understanding 

of why 
hospitality 

management 
graduates no 

longer work in 
the hospitality 

industry. 

To utilise the 
life history 

methodology 
within the 
context of 
hospitality 
careers to 

empirically 
consider how 
the identified 

concepts 
interact and 
how their 

interplay helps 
to gain insight 
into how the 
decision to 
leave the 

hospitality 
industry was 

made. 

To conduct 
primary 
research 

focusing on 
hospitality 

management 
graduates who 
used to be, but 
are no longer, 
employed in 

the hospitality 
industry. 

To understand 
the process 
individuals 

undertake in 
order to reach 
the decision to 

leave the 
hospitality 
industry. 

To inform the 
hospitality 

industry and 
higher 

education 
authorities 
about the 
practical 

implications of 
the process of 

graduates 
leaving the 
hospitality 
industry. 

MEANS OF ACHIEVING OBJECTIVES 
 

 
 
 
The literature 

review  
(Chapter 2) 

concluded with 
an 

identification 
of three key 
concepts, i.e. 

career 
commitment, 

career 
inheritance and 
self-efficacy. 

 

The research 
design chapter 

(Chapter 3) 
provided the 

justification for 
the suitability 
of life history 
methodology, 

which was 
employed to 
examine the 

possible 
relationship 
between the 

three concepts. 

In-depth 
interviews 

were conducted 
with 17 

hospitality 
management 
graduates, no 

longer 
employed in 

the hospitality 
industry, who 

shared their life 
stories with the 

researcher.  

The concept of 
the leaving 

process depicts 
the interaction 
between the 

three concepts, 
and explains 
the journey 
individuals 

undertook to 
make the 

decision to 
leave the 

hospitality 
industry 

(revealed in 
Chapter 4). 

A collaborative 
approach to 

career 
management is 
proposed based 
on the research 

findings 
pertaining to 
the holistic 

definition of 
career, 

characteristics 
of a career 

manager and 
the principles 

of the legacy of 
hospitality 

(Chapter 5). 
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5.1 Contribution to Knowledge 

The concept of the leaving process, which emerged directly from the analysis of 

data based on hospitality management graduates’ life histories, becomes this 

thesis’ original contribution to knowledge. The research addresses the gap 

identified in the reviewed literature by exploring the interplay between self-

efficacy and career inheritance, and its influence on career commitment by 

gaining insights into how hospitality management graduates arrived at the 

decision to leave. Furthermore, this interdisciplinary concept employs the 

principles of these key concepts and provides a holistic picture of the process of 

leaving the industry, which is concerned with the subjective journey of an 

individual.  

The leaving process is informed by career commitment, which is a psychological 

contract between the individual and a chosen career. This first key concept 

provides insights on the self, which identifies with the self-defined career. The 

leaving process also considers one’s past by trying to understand the extent to 

which academic and career choices are driven by the family one was born into. 

Thus career inheritance depicts another dimension of the self, which is part of a 

wider group, the family. Furthermore, self-efficacy provides a third insight on 

the self expressed through feelings of self-confidence. In this instance, the self is 

responsible for making self-determined career choices. Once the self is unable to 

identify with the rules and symbols of an industry or sector and no longer 

receives any form of reciprocation for choosing to stay, the individual decides to 

leave in search of more adequate expressions of the self available in other 

industries or sectors. This manifests itself through the process of 
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disidentification, which marks the individual’s gradual disengagement from a 

hospitality identity previously exercised.  

Three types of the leaving process, namely TYPE 1, 2 and 3, were identified in 

the interviews of participants, and explained in Chapter 4. Different interactions 

between career inheritance and self-efficacy support each of the types, and the 

impact on their interplay on career commitment. Although there are an infinite 

number of variations of the three types, the concept of the leaving process 

demonstrates three scenarios which impact on the individual’s decision to leave 

(see Figure 8, p. 276). Each of the three types is founded on the premise that 

individuals with high self-efficacy and low career inheritance would leave the 

industry sooner than those with low self-efficacy and higher career inheritance. 

Therefore, the three types of the leaving process are of particular significance, as 

they not only answer the research question of this doctoral thesis, but they also 

demonstrate how three concepts from different disciplinary backgrounds provide 

new insights on career decision-making. Although the leaving process was 

originally set out to explain the journey of leaving the hospitality industry, this 

section of the concluding chapter argues for practical implications and a wider 

application of this interdisciplinary concept.  
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Figure 8. Example of One Variation of the The Leaving Process 
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The leaving process TYPE 1, depicted in Figure 8 as a purple convex line, helps 

us to understand that leaving the hospitality industry is not based on an impulse 

but instead is a dynamic process punctuated by career turning point(s). Once the 

decision to leave is made, the speed of decline in commitment, influenced by 

high self-efficacy and low career inheritance, is rapid. Individuals who fall into 

this category exhibit characteristics of a career manager, informed by principles 

of self-efficacy, who makes self-determined career decisions and prioritises 

career opportunities over job commitment.  

The leaving process TYPE 2, depicted in Figure 8 as a blue concave line, 

demonstrates that although the initial decline in commitment is rapid, it is 

followed by a steady decrease which concludes with an individual leaving the 

industry. In such instance, the individual experiences an affective commitment to 

the philosophy of hospitality founded on the concept of career inheritance, whilst 

the level of self-efficacy is low. Such an interaction between these two concepts 

delays the decline in commitment. As a result the level of career inheritance is 

higher than that of self-efficacy.  

Individuals who fall into the category of the leaving process TYPE 3 experience 

a steady decline in commitment. The duration of employment in an organisation 

and the level of job commitment of such an individual are strongly dependent on 

the career growth potential in that organisation. The decision to leave the 

hospitality industry is a shifting process during which the individual moves away 

from core hospitality roles into more generic one’s. This transition takes effect as 

a result of disidentifying yourself from an identity taken on during an 

employment in the hospitality industry. As soon as all the perceived benefits are 

gained from an employment in a particular job, the individual chooses to leave in 
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order to further enhance employability prospects and increase future career 

opportunities. As previously revealed in the findings chapter, there are an initiate 

number of different variations of the shape of the leaving curve but only three 

types of the leaving process. Each of the variations is independently person 

specific, which follows the subjective nature of career proposed in the research 

findings.  

In order to demonstrate an example of one of the very many possible variations 

of the leaving process, the red linear line was added to the schematic diagram in 

Figure 8 (p. 276). This line represents a different possibility of the leaving 

process TYPE 3. The shape of this line helps to explain that the decision to leave 

can be based on an impulse. In such an instance the individual experiences a 

career turning point, which causes a very rapid decline in commitment. A 

negative placement experience or a challenging first year of hospitality 

employment can have a significant impact on the choice to not pursue a career in 

the industry and leave after a very short period of employment.  

 

5.2 Practical Implications of Research Findings 
 
This study provides practical insights aimed at the management of hospitality 

organisations, suggests a self-help tool for career managers and proposes an 

interdisciplinary approach to career management. These are informed by the 

findings on an integrative definition of career, the characteristics of a career 

manager and the principles of the legacy of hospitality discussed below. This 

research also advocates for the importance of achieving mutuality of 

organisational and individual interests. In particular, discussions about 

employees’ career plans should become part of an organisational culture, which 
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encourages such a forward-thinking approach. Due to the uniqueness and 

originality of the concept of the leaving process, further research is required to 

shed light on adequate managerial tools that could help to slow down or prevent 

the leaving process. 

 

A Self-Help Career Management Tool 

The research findings revealed characteristics of a career manager, conceptually 

informed by self-efficacy (Bandura, 1977a; 1986), and further supported by the 

findings. A career manager is responsible for career self-development, with a 

view to improving and developing both at professional and personal levels. The 

aim for such an individual is to structure a career to achieve the desired goal of 

self-fulfilment. Therefore, a new type of a manager emerges within the 

hospitality industry, whose career choices are no longer restricted by 

organisational bureaucratic controls, but instead they are self-managed with a 

view to achieving the desired career. Such an individual seeks employability, 

work-life balance, and psychological rewards, which need to be known and 

accepted by hospitality organisations. As careers are fluid and subjective, a 

career manager acts as their own career agent who, with a specific goal in mind, 

builds a personalised career. The career strategy of such a manager does not 

resemble following an already established career path, experienced by others, but 

is an individually designed path. Although there is a career goal in sight, a career 

manager remains flexible and (re)adapts the career strategy accordingly.  

In order to utilise the concept of the leaving process, a self-help tool is proposed, 

which will alert career managers when a career decision needs to be made. As 

identified in this research, critical career turning points have the power to 
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transform an intention to leave into a decision to leave. Therefore this tool will 

incorporate such turning points and other crucial episodes in one’s career, and 

enable career managers to reflect on their past experiences with a view to 

incorporating them into future career planning. Visualising future success, which 

is a new source of self-efficacy proposed in the findings chapter, will enhance 

feelings of self-confidence to pursue further career goals and should be 

incorporated in the self-help tool. As proposed in the literature review chapter, 

organisations can indeed play a significant role in ensuring that employees’ 

career needs are met, and that they remain committed to pursuing their careers. 

Career managers, as revealed in the findings chapter, need to be encouraged to 

undertake tasks they feel passionate about, which will increase their productivity 

as well as the productivity of the company for which they work. They also form 

a stronger commitment to their interests and enjoyable activities. This self-help 

tool will allow career managers to map out career steps and goals, which can be 

then presented and discussed with a manager. This employee-driven approach to 

career management can be further collaborated with the organisational 

objectives, and provide mutual benefits for both parties. Depending on the results 

obtained from such a tool, an informal meeting with an assigned mentor could 

assist in employees’ transition into another department, prevent them from 

leaving the industry, or support their choice of moving to a new career 

altogether. Offering career managers a chance to shadow a colleague working in 

another department or simply rewarding employees by showing appreciation for 

their hard work illustrate the company’s commitment towards employees’ 

professional development, and is likely to increase their willingness to stay. 
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Empowering employees will also give them the desired autonomy, which can 

further motivate them and strengthen their commitment and engagement at work. 

To support employees in effectively managing their careers, organisations should 

also consider shifting their focus onto employability, by providing opportunities 

for career enhancement through job rotations, short-term projects, sponsored 

career workshops, independent advisors, and internal and external networking. 

Furthermore providing training opportunities, in particular, geared at employees 

being able to obtain transferable skills is another example of how organisations 

can collaborate with career managers. 

Employers should facilitate a healthy working environment, which encourages 

learning and development, especially for young trainees. If those individuals 

experience feelings of low self-efficacy, training and workshops can boost and 

enhance their self-belief, as well as increasing employees’ decision-making 

through job autonomy. However, further research is required to determine 

preventative techniques that the management of an organisation can adopt. This 

is of particular significance for the variation of the leaving process TYPE 3 

discussed in the previous section (represented as a red linear line in Figure 8, p. 

276), where a negative career turning point impacts on the very rapid decline of 

commitment leading to a instant decision to leave the industry.   

Verbal persuasion and encouragement from others significantly increase self-

efficacy as revealed in the findings section. In particular working within a 

supportive group of colleagues, as well as having good working relationships 

with people of similar interests increases self-efficacy, as reported in the 

findings. Therefore people’s decisions, including those related to their careers, 

are not made in isolation but during interactions with others and are preceded by 
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a string of events, named as career turning points. Moreover, when employees 

are experiencing career challenges, employers, designated mentors or trusted 

colleagues should support them during these difficult times, in order to ensure 

that they do not take this as a personal defeat, but rather as a positive learning 

experience. The proposed self-help career management tool could include 

information on how to behave in such situations by indicating steps employees 

could take in their own time as well as details of help points internal or external 

to the organisation. It is proposed that the management of organisations should 

also focus on internal recruitment. Treating employees as assets, rather than costs 

will help in retention, attraction and future recommendations of hospitality 

organisations. Before an individual starts working for an organisation, during the 

recruitment process hospitality management degrees should be treated as a basis 

for a career in the industry. Job advertisements should feature information about 

the career progression of a particular hospitality job role, including how working 

in that job can contribute to candidates’ overall career, and listing career options 

available afterwards. Information such as these will help individuals to make 

informed career decisions, and contribute to their career commitment. 

Having discussed the above practical examples of, what could be termed a 

collaborative approach to career management, it has become apparent that the 

concept of the leaving process is not only a theoretical contribution to 

knowledge, but has the power and potential to explain the process of leaving a 

different industry or sector.  
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Integrative Definition of Career 

In the research findings chapter a holistic and integrative definition of a career 

was proposed based on participants’ responses on what the term career meant to 

them: 

Career is more than a job. It is an enjoyable and rewarding journey 
towards a goal of self-fulfilment that is continually worked on, and 
involves continued personal and professional development. The path is 
non-linear and resembles a web with various choices that can be taken, 
based on the subjective goal of the individual. The goal is not static and 
is continually (re)constructed in light of changing life priorities. Although 
the more traditional view postulates having only one life-long career, it is 
now acceptable to have multiple careers running simultaneously, as well 
as having more than one career in a lifetime.  
 

This holistic definition captures different facets of a career. Having such a unique 

and post-modern perspective on the subject of career can be promoted as the 

organisation’s unique selling point during recruitment and selection processes. 

As the above definition proposes, a career is not synonymous with a job. Instead 

it is a choice undertaken with a view to arriving at self-fulfilment, which is a 

subjective goal of a career seeker. As opposed to one’s job, which is 

organisationally bound, career is a journey involving continued personal and 

professional development. This definition also demonstrates that a career is not 

one-dimensional, as it is possible and socially acceptable nowadays to have more 

than one career in a lifetime and multiple careers running simultaneously. Such 

information conveyed clearly by organisations can help employees with family 

or other commitments outside of work to achieve a better work-life balance, as 

well as feel that both careers are equally valued. Although the proposed 

integrative definition of a career is based on perceptions of hospitality 

management graduates, this definition has wider applications beyond the context 

of the hospitality industry, because of its generic attributes. It is, therefore, 
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relevant to the journeys of career seekers of today, who place more emphasis on 

their overall employability prospects, instead of willingly creating long-term 

commitments to their jobs (cf. Bauman, 2010). The proposed definition also 

allows individuals to seek meaningful careers that benefit others around them, 

whilst also ensuring that their careers are successful.  

 

5.3 Wider Application of Life History  

This research utilised life history methodology within the context of hospitality 

careers by employing a qualitative approach to understanding the three concepts, 

through an in-depth exploration of hospitality management graduates’ life 

histories. The current state of knowledge on self-efficacy and career commitment 

was considered as being restricted to using established quantitative measurement 

tools based on a positivistic approach, with little allowance for trying to further 

understand their meanings from the perspective of participants. The concept of 

career inheritance was not previously employed in the research setting. 

Furthermore, prior studies on career choices in hospitality largely employed 

quantitative research methods, and focused on the choices of hospitality students 

and/or recent hospitality graduates. In order to gain insights into the process of 

leaving the hospitality industry, it was necessary to find out the underlying 

reasons behind individuals’ academic and career decisions. Therefore by utilising 

life history this research has not only employed the three concepts indicated 

above following the qualitative approach, but has also combined them to develop 

the concept of the leaving process. This methodology provided a holistic picture 

of individuals’ lives and informed the concept of the leaving process based on 

life histories that span across the entire lives of individuals.  
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In Chapter 3, the philosophy of critical realism and its unique take on the nature 

of reality and knowledge through ontological realism and epistemological 

constructivism was explained, and is now employed as the foundation for 

conceptualising the leaving process. In particular, the notion of epistemological 

constructivism allowed perceiving careers through the eyes of hospitality 

management graduates, whose unique understanding of careers is based on their 

own perspectives and standpoint. This is also in line with the previous 

conceptualisation of the term career discussed in the literature review chapter, 

where a career is perceived as a subjective construct experienced differently by 

individuals, who realise that career success emerges from their own efforts and 

capabilities (Patton and McMahon, 2006; Gebbels and Pantelidis, 2014). 

Therefore the term career goes beyond work roles and encompasses aspects of 

life holistically (Gebbels and Pantelidis, 2014). This implies that individuals 

make the decision to leave, informed by their very subjective understanding of 

the term career. Furthermore, as we all cohabit the world with other individuals, 

a career is employed as an expression of one’s uniqueness and individualism in 

order to set us apart from others. It can also be perceived as a common 

denominator, which helps individuals to identify with similar others. 

Understanding the ever-changing nature of career has only been possible by 

employing life history as the methodological approach. Listening to participants 

recall their academic and career stories, has not only allowed their subjectivities 

to come to light, but also enriched the current understanding of careers with a 

holistic perspective based on participants’ unique life experiences. Therefore, the 

entire process of leaving the hospitality industry is contextualised in an 

understanding that a career is a social construction. Such knowledge allows 
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individuals to let go of organisational barriers in search of their own unique 

versions of careers, and becomes the driving force behind his/her career choices 

(Weber and Ladkin, 2008). This is supported by acknowledging a career as 

strongly dependent on human ability and ambition (cf. Ladkin, 2002; Weber and 

Ladkin, 2008). Implications of this unique understanding of the construct of 

career, further supported by the research findings, was earlier discussed in this 

chapter.  

Furthermore this novel approach, founded on the principles of critical realism 

contributes to understanding life histories as gathering knowledge objectively, 

yet also allowing for knowledge to be constructed during an interview process. 

According to critical realists, causation is based on explaining mechanisms 

which enable the interaction between objects and events (cf. Sayer, 2000; 

Blaikie, 2007). It was argued in Chapter 4 that causality is no longer employed in 

academic research only to explain the extent to which variance in x causes 

variance in y. By employing Maxwell’s (2005: 23) explanation of causality in 

critical realism as “how x plays a role in causing y, what the process is that 

connects x and y”, this research demonstrated the role of self-efficacy and career 

inheritance in the changing levels of career commitment illustrated in the leaving 

process. The representation of the three concepts causally further illustrates that 

critical realism, as a research philosophy, is and can continue to be applicable in 

the context of careers.  

A continuous life history approach is proposed, which can be utilised by a person 

for a person, instead of a researcher being the lead collector of life histories. This 

new approach could be incorporated into the self-help tool discussed above, with 

a view to supporting the individual’s career decision-making processes. An 
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individual could then discuss career plans with a manager to find out whether the 

employing organisation can support such plans. Further research is required to 

devise a set of questions, which will become the primary structure of this tool 

and help to identify the crucial points in one’s career.  

 

5.4 Research Limitations  

This section of the concluding chapter is concerned with identifying limitations 

of this research.  

Retelling academic and career stories is highly subjective. In particular 

retrospective accounts used in this research pose a number of biases, related 

mainly to the difficulty of recalling stories and the possibility of participants 

forgetting important events or adding new facts. Furthermore, only one interview 

with each participant was conducted, which did not provide any more 

opportunities to collect further details on their life stories. Interviews were 

conducted only with hospitality management graduates no longer employed in 

the hospitality industry, which in itself can be considered a limitation. 

The purposive sampling technique employed to recruit participants was not 

representative of the entire population of the hospitality management graduates, 

which led to this study being unable to provide generalisable results.  

The majority of interviews were conducted using Skype. Although there are 

many advantages of using this method compared with the traditional interview 

format, the possibility of using Skype from the comfort of participants’ homes 

meant that some of them were disturbed during the interview, which interrupted 

the flow of their answers. 
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A number of participants had only recently left the hospitality industry, a 

decision that was likely to increase their willingness to share their feelings and 

opinions. Although the chosen research design provided a view on careers at a 

specific point in participants’ lives, this may have implications related to 

participants providing a one-sided and, perhaps, more negative view of the 

industry fuelled by a significant life event, such as health concerns as a result of 

demanding working conditions. 

 

5.5 Further Research Recommendations 

This research identified three key concepts which helped us to answer the 

research question, and whose interaction is illustrated in the concept of the 

leaving process. Although the exploratory power of this interdisciplinary concept 

is considered sufficient to answer the research question, there are other avenues 

to which future research can contribute. In this final section of the concluding 

chapter recommendations for further research are proposed.  

 

Widening the Sample Population 

As identified in the previous section on research limitations, interviews were 

conducted only with hospitality management graduates no longer employed in 

the hospitality industry. Thus in the future, research should focus on participants 

who do not have a hospitality management degree but who also decided to leave 

the industry. Such perspective may provide more details on the relative 

importance of hospitality degrees and point to other factors that contributed to 

the decision to leave. Furthermore, future studies should not only interview 

participants who left within a very specific period of time, but also hospitality 
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management graduates who were employed in more varied subsectors of the 

industry.  

 

Expanding the Concept of the Leaving Process  

As a way of standardising the leaving process, future research should employ the 

current research design and the conceptual framework in other service sectors 

using a larger sample population. This will validate the leaving process as a 

conceptual tool applicable in other settings. Furthermore, the leaving process was 

founded on the interaction of career commitment, career inheritance and self-

efficacy. It is proposed that future research should explore other variables that 

might contribute to an even greater understanding of the leaving process and 

strengthen it conceptually by becoming the basis for the self-help career 

management tool. Such a tool could have individual usage outside of the context 

of the hospitality industry, and be utilised as a source of information to enhance 

one’s career development.  

Moreover, future research should use a social database to conduct a network 

analysis in order to research individuals’ entire career paths, including number of 

employers and types of jobs performed. As a much larger scale study, it may 

provide a more detailed analysis of whether the duration of leaving is influenced 

by the working environment as well as other variables, such as lack of degree or 

a number of dependants. 

Further research is also required to determine how the continuous life history 

approach can be arrived at, and how it can be then utilised for the purposes of the 

self-help career management tool. It is proposed that the first stage of devising 

such methodology could take place during focus groups, where individuals rather 
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than the researcher enquire about life histories of others. The researcher could 

then begin to map out answers that might contribute to further expanding the 

concept of the leaving process.  

 

Individual’s Commitment to a Group 

Commitment can help to define or indicate the strength of people’s ties with a 

particular group. It is recommended that future research focuses on an 

individual’s commitment to a particular group, such as the hospitality industry, 

and the extent to which such a connection, or a lack of it, impacts on the decision 

to leave. According to Doosje et al. (2002) highly committed members of a 

group are more likely to identify as part of a group, even when there are no 

realistic chances of improving the group’s status. Future research that focuses on 

this aspect of one’s commitment will also provide a perspective on group 

identity, rather than focus only on the individual self, which is a research area 

already highly permeated according to Ellemers et al. (2002).  

 

Transferability of Hospitality Service Culture 

As emerged in the findings chapter, the hospitality service culture can be 

transferred onto two levels – to a different sector within the industry, and to a 

service sector outside the scope of the hospitality industry where similar skills 

are sought and valued, for example the retail sector. It is proposed that future 

research should, therefore, seek to find out at what point the transferability of 

hospitality is no longer applicable, and whether transferable skills gained during 

university education and employment in hospitality can be introduced on a third 

level, for example in manufacturing or engineering sectors. This may contribute 
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to raising the status of hospitality management degrees as providing 

employability prospects outside of the hospitality industry. 

 

The Legacy of Hospitality  

The meaning of hospitality is of greater paradigmatic significance than 

anticipated. It is conceptualised as a legacy, and becomes an inseparable part of 

participants’ lives despite following a different career path. The legacy of 

hospitality is an important finding of this research, and requires further 

investigation in the context of hospitality careers as well as outside of the 

hospitality industry.  

 

Involuntary Career 

The research findings demonstrated that some participants felt unable to exercise 

agency in relation to their career choices, which were strongly influenced by 

their family. It is possible to talk about individuals entering into careers 

involuntarily, which is a research area proposed for further investigation. In 

particular, future research should explore the extent with which people engage in 

involuntary careers, and the possible implications of such a contract, both for 

individuals and organisations. 

 

Career Slider 

The term career slider was introduced in the findings chapter to signify a 

hospitality management graduate’s move, or a ‘slide’, into hospitality education 

as a way of partially remaining in the hospitality industry. Career sliders are 

committed to the philosophy of hospitality, which enables them to feel part of the 

 291 



  CHAPTER FIVE: CONCLUSIONS 

wider understanding of hospitality, whilst being directly linked to hospitality 

education. It is recommended that research should be conducted with such 

individuals in order to determine the significance of this finding and gain further 

insights into its applicability in career research.  

 

Continuation of Career Inheritance  

Career slider also provided an insight on career inheritance as a concept, which is 

not only applicable to individuals’ career development. From this perspective, 

career inheritance impacts directly on the career development of others, in this 

instance, on the careers of hospitality students. Based on the relative strength of 

this study, future research should further explore the concept of career 

inheritance and its significance to understanding career paths in other 

employment settings.  

 

New Sources of Self-efficacy 

The findings revealed that in the context of careers, spirituality/chance factors 

and visualising success were proposed as two new sources of self-efficacy, 

which can help individuals to feel confident about and trust in their career 

undertakings. Furthermore, the findings also reported that within the context of 

hospitality careers, verbal support and encouragement from others were the more 

prominent sources of self-efficacy, and not successful past performance as 

originally theorised by Bandura (1986). Future research should determine if these 

sources are indeed significant and whether they can be employed in other career 

and non-career settings. 
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GLOSSARY 
 

Hospitality: providing for an individual’s basic needs through a host and guest 

interaction and looking after his or her welfare; it is all-encompassing and ever-

present, not bound to a specific industry 

 

Interdisciplinary: in relation to academic research it refers to bringing together 

concepts or perspectives from different disciplines or fields in order to advance 

understanding of or provide solutions to a research problem  

 

Job: a paid position, part-time or full-time, undertaken as part of regular 

employment 

 

Significant other: a gender-neutral term, which refers to a person important and 

impactful on one’s life and decision-making processes, such as a husband, 

mother or work colleague 

 

Vocation: one’s paid employment regarded as worthy and requiring dedication, 

often referred to as a calling  
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APPENDICES  
 
Appendix 1. The Summary of Major Career Concepts, Models and 
Measurements 

Career Concept Explanation Measurement 
 

Protean career  
Hall (1996) 

Based on the Greek god Proteus, the 
protean careerist is able to rearrange 
and repackage his or her knowledge, 
skills, and abilities to meet the 
demands of a changing workplace as 
well as his or her need for self-
fulfilment. The individual, not the 
organisation, is in control of his or 
her career management and 
development. 

Seven-item scale 
using 7-point 
Likert scale.  

Boundaryless career 
Arthur and Rousseau 
(1996) 

Defined as career opportunities 
beyond the boundary of a single 
employer. An individual is 
independent rather than dependent on 
a traditional organisational career 
arrangement. Six different meanings 
of boundaryless careers were offered. 

A measure was 
not offered. 

Postcorporate career 
Peiperl and Baruch 
(1997) 

Refers to careers that take place 
outside large organisations, whereby 
individuals enact a multitude of 
alternative career options, including 
employment with smaller, more agile 
firms; self-employment; working in 
small project teams; or other ad hoc 
arrangements. Individuals have 
voluntarily or involuntarily left large 
organisations because they are unable 
or unwilling to pursue corporate 
careers due to the uncertainty that is 
inherent in them. Postcorporate 
careerists have a permanent career 
rather than a permanent job. 

No set of items 
exist to measure 
this concept. 

Kaleidoscope career 
model (KCM) 
Mainiero and Sullivan 
(2005) 
 

Using the metaphor of a 
kaleidoscope, the KCM describes 
how individuals focus on three career 
parameters when making decisions, 
thus creating the kaleidoscope pattern 
of their career. These parameters are: 
(a) authenticity, defined as being true 
to oneself; (b) balance, defined as the 
equilibrium between work and non-
work demands; and (c) challenge, 
defined as stimulating work and 
career advancement. 

15-item measure 
to assess the three 
aspects of the 
KCM. 
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Appendix 1. The Summary of Major Career Concepts, Models and 
Measurements Continued  

Reconceptualised 
protean orientation  
Briscoe and Hall (2006) 

Revised by defining two dimensions 
(values driven and self-directed 
career management) of the protean 
orientation. 

14-item 
assessment 
measure, Briscoe 
and Hall (2006). 

Reconceptualised 
boundaryless career 
Sullivan and Arthur  
(2006) 

Revised by defining varying levels of 
physical and psychological career 
mobility between successive 
employment situations. Illustrated by 
a 2 × 2 model with physical 
movement along the horizontal 
continuum and psychological 
movement along the vertical 
continuum, suggesting the concept be 
viewed and measured by the degree 
of boundarylessness displayed by the 
career actor. 

Briscoe and Hall 
(2006) developed 
a 13-item scale to 
measure the two 
dimensions of the 
boundaryless 
career. 

Career profiles 
Briscoe and Hall (2006) 

The combination of the two 
dimensions of boundaryless career 
(psychological and physical 
mobility) along with the two 
dimensions of protean career (values 
driven and self-directed career 
management attitudes) yields 16 
potential career profiles. 

Profiles 
determined by use 
of the values 
driven attitude, 
self-directed 
career 
management 
attitude, 
boundaryless 
mindset, and 
organisational 
mobility 
preference scales, 
Briscoe & Hall 
(2005). 

Boundaryless 
perspective on careers 
Greenhaus et al. (2008) 

The three components of a 
boundaryless perspective are: (a) 
multidirectional mobility patterns, (b) 
career competencies, and (c) protean 
orientation. Economic factors, 
organisational conditions, and 
personal and family characteristics 
are antecedents of the boundaryless 
perspective. Both positive and 
negative individual and 
organisational outcomes are possible. 

The authors do 
not offer any 
measures 

Hybrid careers 
Emergent concept not 
associated with any one 
scholar 

Careers that contain aspects of both 
the traditional and protean or 
boundaryless career concepts. 
Characterised by elements of both 
traditional and non-traditional career 
options.  

Scales used to 
measure protean 
and boundaryless 
careers can be 
used here too. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 

Research Methods Employed                                   Research Findings  

Harkison et al. (2011): An investigation of students’ and industry’s expectations 
and assumptions of the desired attributes of hospitality employees (New Zealand). 

Self-completed 
questionnaire filled in by 74 
hospitality managers and 
137 students from Auckland 
University of Technology, 
Bachelor of International 
Hospitality Management 
degree. 

The findings of this study indicate that there were 
significant differences between students’ and industry 
views about the desired attributes of hospitality 
employees. The biggest discrepancy in the views was 
based on the industry professionals being less interested 
in students’ skills and knowledge, which was largely 
gained at university, but instead valuing their 
personalities. The industry is prepared to help 
employees gain the skills needed for their roles.  This 
could mean that the industry is looking for the ‘right 
type of people’ who are willing to learn. This also 
raises questions about the value of having a hospitality 
degree as an advantage during the recruitment process. 

Chuang and Dellmann-Jenkins (2010): Career decision making and career 
intentions of hospitality undergraduate students (the US). 
Self-report survey completed 
by 360 hospitality students. 
Measurement tools were used 
to determine career decision-
making and career intentions 
of hospitality undergraduate 
students: Career Decision 
Self-Efficacy–Short Form 
(CDSE-SF) scale, Career 
Outcome Expectations 
(COE) scale, and Vocational 
Exploration Commitment 
(VEC) scale. 

Students’ decisions about the academic major were 
first and foremost made by themselves, almost half 
(46.1%, n=166), followed by being influenced by 
friends (16.7%, n=60), parents/siblings/relative 
(13.3%, n=48), others (10%, n=36), employer (8.1%, 
n=29), and high school counsellor or teacher (1.4%, 
n=5). These decisions can be strengthened through role 
models and persuasion from important others.  
Being responsible for having the most influence on 
deciding on a career in the industry was reported by 
40% (n=145) of participants, followed by the deciding 
influence being faculty (16.1%, n=58), 
parents/siblings/relative (11.6%; n=42), employers/co-
workers (11.4%; n=41), friends (6.9%; n=25), and 
others (5%, n=18) 

Open-ended questions were 
related to finding out 
motivations to pursue career 
in hospitality industry (85%, 
n=306). In order of 
importance, starting with the 
most important. 

People interactions, personal interests and fit, passion 
for the industry were the most significant reasons for 
pursuing a career in the industry, followed by the 
nature of work, employment opportunity, work 
environment, monetary rewards, the degree or the 
major, personal capabilities, past/current work 
experience, family business, job security/stability. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 Continued  

Niu (2010): The examination of the relationship between self-efficacy and career 
commitment of the foodservice industry employees (Taiwan).  
Questionnaire using multi-
item Likert-type scales 
completed by 1025 
employees, using the Career 
Decision-Making Self-
Efficacy Scale (CDMSE) and 
Carson and Bedeian’s (1994) 
12-item scale to assess self-
efficacy and career 
commitment, respectively.  

The findings indicate that self-efficacy can help to 
explain variance in career commitment. Employees 
with high self-efficacy are Y-type employees; self-
efficacy is an antecedent factor to career commitment; 
and employees with high self-efficacy need to be able 
to take responsibility for their own learning and to be 
part of a developing work environment.   

Richardson (2009): Exploration of undergraduate tourism and hospitality 
students' views of the industry as a career choice (Australia). 
Online survey completed by 
379 hospitality students. 

A total of 82.8% of participants claimed that a tourism 
and hospitality degree was their first choice of study 
area, with 43.5% indicating hotel management as their 
major. The main findings include that the 
undergraduate students studying tourism and 
hospitality in Australia do not believe that the industry 
offers attributes that they consider important when 
choosing a future career. Pay, promotion opportunities, 
career prospects, job security, and the working 
environment are areas that the industry needs to 
improve on to attract those students. 

van Rheede et al. (2009): An investigation into factors influencing career decisions 
of highly educated employees to stay or leave the hospitality industry (The 
Netherlands). 
Case study of 8 highly 
educated employees from the 
hospitality industry, who 
knew each other as they all 
studied at Hotelschool, The 
Hague. Six in-depth 
interviews and 1 group 
interview were conducted 
with two respondents. The 
interviews focused on career 
paths of hospitality graduates, 
their childhood and families, 
their school career, and 
motives for studying 
hospitality as a degree and 
choosing a career in this 
industry. 

Two patterns with sub patterns were identified and 
analysed: Firstly, career decisions (keeping options 
open and finding new fields of interest, setting a goal, 
biting the bullet). Secondly, making sense from a task, 
career and social perspective, which directs the 
decision to stay or leave the industry (guest focus, low 
salaries, flexible working hours). 
Employees have to put a lot of effort in to reach the 
summit of the hospitality organisation, which has 
been interpreted as an important reason for people 
deciding to leave the industry. The focus on 
guest/hospitality is important for attracting and 
retaining employees. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 Continued  

Walsh and Taylor (2007): Examination of turnover intentions of management 
staff, graduates from 1987 through to 2002 (the US). 
Online survey completed by 
401 respondents, with open-
ended questions. 

The findings revealed that hospitality managers take 
charge of their careers; challenging jobs that offer 
opportunities to grow, competent leadership and fair 
compensation are important features for managers. 
The likelihood of leaving their companies and the 
industry decreases with managers’ commitment to 
performing challenging work. 
 

Barron et al. (2007): Job experiences and career expectations of Generation Y 
hospitality management undergraduates (UK).  
A total of 25 students took 
part in five focus groups.  

Students had employment experience within the 
hospitality industry. 
Positive features of the industry include: exciting, 
enjoyable nature, perceived prospects for career 
opportunities, and interesting experiences via the 
rapidly changing sector. 
Negative features largely focus on poor pay and 
unsociable hours, feeling undervalued in their jobs, 
and lack of proper rewards. Some students no longer 
considered a career in the industry, half were 
considering setting up their own businesses. 
Those considering a future career in hospitality sought 
managerial positions, also short term ‘pain for long- 
term gain’ as a justification for making personal 
sacrifices and working hard. 
 

Cho et al. (2006): An investigation of how hospitality students perceive hospitality 
organisations as prospective employers (the US). This study was an extension to 
and repetition of a similar study conducted in 1997.  
Questionnaires were emailed 
to hospitality management 
students at 20 colleges in the 
US, 343 were returned.  

The study confirmed five factors (company-sponsored 
events, word of mouth and experience as a customer, 
media experience, company representatives, direct 
work experience) to examine the relationship between 
the factors and the likelihood of employment in eight 
industry segments (luxury hotels, clubs, fine dining, 
midmarket hotels, contract/non-commercial food 
service, Midscale/family restaurants, economy hotels, 
quick-service restaurants (QSRs)). As expected, the 
influence of factors varies between sectors. For 
example, word of mouth and experience as a customer 
can decrease students’ interests in working in 
economy hotels and QSRs. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 Continued  

O’Leary and Deegan (2005): Career progression of Irish hospitality management 
graduates. 
A two-stage longitudinal 
study: firstly questionnaires 
were sent to tourism 
graduates, 444 responses were 
received; two questionnaires 
were sent- respondents had to 
choose which one to fill out 
based on whether they worked 
in the industry or not. 
Second questionnaire with 77 
responses returned, was sent 
to those who completed the 
first questionnaire and 
provided their address. 

A significant drop-out rate from employment in the 
tourism/hospitality industry in Ireland was reported, 
particularly amongst women: 48% still working in the 
industry compared to 73% in the original study. 
Poor pay and unsuitable working hours were 
considered the negative aspects of the sector, as well 
as incompatibility with family life, poor career 
structure, and unchallenging work. 
Those who left the industry did so also to achieve a 
broader range of experiences. 

Raybould and Wilkins (2005): A comparative study of hospitality managers’ 
expectations of graduate skills versus student perceptions of what hospitality 
managers value (Australia).  
Industry survey completed by 
371 industry managers, 
whereas the student survey 
was completed by 211 
undergraduate students 
enrolled on a Bachelor of 
Hotel Management degree. 

This research shows that there are significant gaps 
between industry expectations and students’ 
perception of the skills that are most valuable to 
graduates entering the industry. These have to be 
addressed to ensure that hospitality graduates do not 
leave the industry because of unfulfilled expectations. 
Hospitality managers value graduates who can exhibit 
interpersonal skills, problem solving and self-
management, rather than conceptual and analytical 
skills. Employees may leave the industry to gain more 
challenging opportunities in other industry sectors or 
to gain further education (the skills that they achieved 
during their degree are not enough for the industry). 

King et al. (2003): An evaluation of career experiences and perceptions of 
graduates from the School of Hotel and Tourism Management at the Hong Kong 
(HK) Polytechnic University and the School of Hospitality, Tourism and 
Marketing at Victoria University in Melbourne, Australia.  
Online questionnaire (with 
open- and closed-ended 
questions) completed by a 
total of 327 degree graduates 
from both universities. 

About half of the respondents left the tourism or 
hospitality sectors within 3-5 years after graduation. 
About half of the respondents had their first job 
experience in these sectors. The relatively high 
number of graduates choosing to leave the industry, 
could be explained by the fact that 74% (HK) and 
57% (M.) of graduates did not work in the industry 
before undertaking the studies. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 Continued  

Ladkin (2002): An exploration of the career paths of hotel general managers in 
Australia, with a specific focus on career length, vocational education, career 
mobility, and career ambition. 
Questionnaire (with open- and 
closed-ended questions), 
completed by 180 managers, 
investigating work biography 
in order to provide detailed 
career history of the 
respondents. The use of career 
analysis to achieve 
information on a person’s 
working life. 

Career analysis provided patterns of labour market 
behaviour, training grounds for hotel managers, and 
career motivations. 
 

Jenkins (2001): One of the main aims of this research was to establish the 
likelihood of the hospitality students seeking employment in the industry post 
graduation (UK and The Netherlands). 
Self-completed questionnaire 
distributed to two universities 
offering hospitality 
management degrees in the 
UK and The Netherlands. A 
total of 138 responses 
received. 

A relatively high number of students will “possibly” 
be looking for a job in the hospitality industry after 
graduating (44% for Leeuwarden; 45% for 
Huddersfield). However, as their studies progress, and 
they start experiencing more of the subject and the 
industry, they become less interested in selecting 
hospitality as their first choice career. 

Kelley-Patterson and George (2001): An exploration of the issue of graduate 
commitment through an examination of the state of the psychological contract in 
the hospitality, tourism and leisure (HTL) sectors of three groups: students on 
HTL sector placements, graduate employees in their first six months in post, and 
managers with responsibility for graduate development (the UK) 
Questionnaire (with open- and 
closed-ended questions) with 
a focus on qualitative analysis 
completed by 54 respondents 
from three groups. 

The results indicate a high level of congruence 
between the expectations of organisational HR 
practices in the HTL sector and those of actual and 
potential graduate employees. The nature of the 
contract shifts from relational (longer and based on 
high levels of trust) to transactional (short term and 
specific) between placement and employment. 
Confirmation that placement experiences damage the 
perception of the industry. HR practices should be 
developed around the areas of importance for 
graduates, which are issues of finance, job variety, 
pay and conditions, rather than the career 
development opportunities. These in turn should help 
to secure committed graduates. 
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Appendix 2. Examples of Research into Career Decisions of Hospitality 
Students and Graduates Since 2000 Continued  

Kusluvan and Kusluvan (2000): An investigation of undergraduate tourism 
students’ attitudes towards different aspects of working in the tourism industry, 
and development of a multidimensional and multi-item attitude scale for 
measuring undergraduate tourism students’ attitudes towards working in the 
tourism industry. 
Two focus groups with 10 
tourism students, from the 
Tourism and Hotel 
Management School of 
Nevsehir, Turkey were 
conducted. 

A weak commitment to the tourism industry was 
identified; over half of the students said that the 
disadvantages of working in this industry outweigh 
the advantages, only half considered tourism as their 
vocational future, and 42% were unhappy to have 
chosen tourism as a career path. Negative attitudes 
about the industry were developed after work 
experience. Over half of the respondents decided to 
study tourism and hotel management without 
sufficient knowledge about careers and working 
conditions. 
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Appendix 3. Interviewer’s Checklist and Interview Questions  

Checklist before the interview Confirmed yes/no 

Informed my husband about my whereabouts  

Email sent to I.S.P.   

Spare batteries  

NHS Depression and Anxiety list  

PIS and CF printed  

Signed Consent Form received  

 

Back up with Mobile (flight mode)  

My Business Card   

 
 

Additional Notes or Comments: 

Location: Home, Skype interview at 9.30am 
 

_________________________________________________________________ 

Thank you for agreeing to participate in this study. Your participation is highly 

appreciated, and I hope that this process will also be an enjoyable experience for 

you. If there is anything that you are unsure of, or would like clarification, then 

please let me know.  

 

Before we proceed any further I would like to remind you that: 

• this interview should last for no longer than 90 minutes; I will be recording it 

using the digital recorder and my phone as a back up; I might be taking 

occasional notes; all the information will be kept confidential and anonymous 

during and after the completion of the study; use of pseudonyms; if you wish 

you can stop or pause this interview or withdraw from this study altogether, 

however all the information provided until then might still be used; I will be the 

only person dealing with the material obtained during the interview, and I will 

be the only person transcribing it, if you wish to have access to the transcript or 

the final thesis please let me know.  

 

Before we go any further I would like to introduce myself, and my research. 
 

• My name is Maria; I am from Poland. I am PhD student at the UoB, and I have a 

degree in hospitality management.  
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• The aim of this research is to find out what makes people committed to their 

chosen careers.  

• There are no right or wrong answers, so please feel free to talk as much as you 

wish. 

• I will ask you to recall your past experiences and life events, which you feel 

directed you towards choosing to study hospitality management degree, and 

having completed the degree the reasons why you decided not to work in this 

industry after all.  

• Your participation will also involve answering questions about your childhood 

and time of growing up, as well as relationships with your family members or 

friends, and how these impacted on your career-related choices. 

 

Interview Questions 

General questions/Ice-breakers: 

How are you today? Have you had a good day so far? 

Please tell me a bit more about yourself? 
• Age 
• Where and when were you born? 
• Marital status 
• School 
• College/University 
• Qualifications 
• Other Vocational Courses   

Am I right to think that you studied hospitality management and are not working in 

the hospitality industry now? How long have you worked in this industry? Could tell 

me more about this? 

 

Questions related to understanding self-efficacy beliefs: 

Can you tell me how you decided on doing a degree in hospitality management?  

How did you feel about making it? 

Can you tell me a bit more about your time at the university? 

Can you tell me one memorable story that will help me to understand how you 
decided to: 

• work in hospitality industry? 
• quit the industry?  

What experiences contributed to your decision to pursue your current occupation? 
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How did you feel about making those decisions?  

How do you go about making your career decisions/ choices? 

 

Questions related to understanding career inheritance: 

Can you tell me whether you think your parents had a career in mind for you? 

Who did you want to be when you were growing up, and why? 

What were your career aspirations back then? (self-concept) 

Why do you think you ended up choosing your current occupation? What happened 

to those childhood/teenage ideas? (circumscription) 

Can you think of any reasons why you stopped pursuing those ideas any further? 

(compromise)  

 

Final questions: 

What does hospitality mean to you? 

What do you understand by the term hospitality industry? 

What does career mean to you? 

Career commitment/being committed to your career: what does it mean to you? 

Considering your career and academic history, if you could have done anything 

differently, what would that be?  

What are the most important things in your life for 

you?  

If you were to choose one person, or the most 

significant event that you feel made the biggest 

impact on your career, how would you answer? 

Any questions that you might have, or anything you would like to clarify? 

If there is anything to clarify, am I ok to contact you again? 

 

After the Interview:  

• Contact my husband once the interview is finished. 

• Make immediate notes, and record reflections after the interview. 
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Appendix 4. Detailed Outline of Participants’ Profiles 
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Appendix 4. Detailed Outline of Participants’ Profiles Continued 
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Appendix 4. Detailed Outline of Participants’ Profiles Continued 
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Appendix 5. Email Sent to Prospective Participants 

Dear X, 
 
My name is Maria and I am a PhD student at the University of Brighton.  
 
I am currently in the process of looking for hospitality management graduates to 
take part in my study.  
 
I have received your contact details from X. 
 
Let me explain a little bit more. 
 
I am currently doing a PhD at the University of Brighton. My research project 
explores what makes people committed to their chosen careers. I am interested in 
how people come to make their academic and career choices, and what 
influences those decisions. 
 
I am looking for hospitality management graduates, who would be interested in 
taking part in a casual conversation where I will ask simple questions related to 
their lives and lived experiences, their childhood and relationships with their 
family members, and how these impacted on their career choices. 
 
If you are a hospitality management graduate, who graduated from a British or 
Irish university, and you are NO longer working in the hospitality industry, then 
you are the participant I am looking for. Date, time and location will be set 
according to your convenience, and all information will be treated anonymously 
and confidentially. 
 
I am more than happy to answer any questions you may have about my research. 
 
I look forward to hearing from you. 
 
Many thanks, 
 
Maria 
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Appendix 6. Email Sent to Participants to Reach their Contacts 

Dear X,  

First of all THANK YOU for taking time to read this email. 
My name is Maria and I am currently doing a PhD at the University of Brighton. 
My research project explores what makes people committed to their chosen 
careers. I am interested in how people come to make their academic and career 
choices, and what influences those decisions.   
I am looking for hospitality management graduates, who would be interested in 
taking part in a casual conversation where I will ask simple questions related to 
their lives and lived experiences, including questions about their childhood and 
time of growing up, and relationships with their family members, and how these 
impacted on their career choices. 
If you are a hospitality management graduate, who graduated from a British or 
Irish university, and you are NO longer working in the hospitality industry, then 
you are the participant I am looking for. 
Date, time and location will be set according to your convenience, and all 
information will be treated anonymously and confidentially. 
I am more than happy to answer any questions you may have about my research. 
Here are my details: 

Email: m.gebbels@brighton.ac.uk 

Mob: 07929 9929 74 

I do look forward to hearing from you. 

Thank you very much,   

Maria  
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Appendix 7. Participant Information Sheet 

Dear X, 

This information sheet has been produced for your benefit, firstly to make you 

familiar with the purpose of this study and how it will be conducted, and 

secondly to give you an opportunity to raise any questions you might have.  

University of Brighton 

School of Sport and Service Management. 

 

Working title: 

“The exploration of the potential relationship between self-efficacy beliefs, 

career inheritance and career commitment in the context of the hospitality 

industry.” 

Name of Researcher: Maria Gebbels 

This research is in partial fulfilment of Maria Gebbels’ PhD degree at the 
University of Brighton, the School of Sport and Service Management. 

Its main aim is to find out what makes people committed to their chosen careers. 
You will be asked to recall your past experiences and life events, which you feel 
directed you towards choosing to study hospitality management degree, and 
having completed the degree the reasons why you chose to leave this industry. 

Your valuable participation in the face-to-face informal interview will also 
involve answering questions about your childhood and time of growing up, as 
well as relationships with your family members, and how these impacted on your 
career-related choices. The interview will be recorded using a digital recorder. 
Data collected during the interview will be later transcribed by the researcher, 
and analysed for occurring themes and patterns relevant for this research. 

You should not be at risk, or experience any discomfort or distress during the 
interview. However, should you find yourself feeling upset or anxious during the 
interview for whatever reasons, you may wish to pause or terminate the 
interview.  

The date, time and location of the interview will be of your choice; it is 
anticipated that the interview process will consist of one session, and although it 
is difficult to specify its duration, it is expected to take between 60 to 90 minutes. 
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All the information you provide during the interview will be kept confidential 
and anonymous throughout the study, and after its completion. The researcher 
will be the only person dealing with the material obtained during the interview. If 
you wish, you can have access to the transcript of the interview, and the final 
thesis.  

Your participation is voluntary and you may withdraw from this study at any 
time without giving a reason. You may also terminate the interview at any time. 
If you choose to withdraw part way through the interview process, data obtained 
until this point may still be used for the purposes of this study.  

Should you wish to contact me, or my lead supervisor from the School of Sport 
and Service Management, University of Brighton, below are the contact details. 
If you wish to discuss the conduct of this research with a person independent of 
this study, Dr Anne Mandy’s details are also listed below. 

 

To contact the researcher- Maria Gebbels 

Email: m.gebbels@brighton.ac.uk  

Mobile: 0792 999 2974. 

To contact the lead supervisor- Dr Ioannis S Pantelidis 

Email: I.Pantelidis@brighton.ac.uk 

Telephone Number: 01273 644748 

To contact a person independent of this study- Dr Anne Mandy 
director of postgraduate studies for the Doctoral College Centre at Eastbourne-  

Email: a.mandy@brighton.ac.uk 

Telephone Number: 01273 643946 

 

Thank you in advance for all your help,  

 

Kind Regards, 
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Appendix 8. Consent Form 

Dear X,    

Please read the following points carefully, and then sign this consent form below.  

“The exploration of the potential relationship between self-efficacy beliefs, 

career inheritance and career commitment in the context of the hospitality 

industry.” 

♦ I agree to take part in this research, which is to understand how and what 
makes people committed to their chosen careers.  

 
♦ The researcher has explained to my satisfaction the purpose, principles 

and procedures of the study and the possible risks involved. 
 

♦ I understand the principles, procedures and possible risks involved. 
 

♦ I am aware that I will be required to answer questions related to my life 
and life experiences related to how I made my career choices.  

 
♦ I understand how the data collected will be used, and that any 

confidential information will normally be seen only by the researcher 
and will not be revealed to anyone else. 

 
♦ I understand that I am free to withdraw from the study at any time 

without giving a reason and without incurring consequences from doing 
so. I am also free to terminate the interview at any time.  

 
♦ I agree that should I withdraw from the study, the data collected up to 

that point may be used by the researcher for the purposes described in 
the information sheet. 

 
 
Name (please print)  
 
…………………………………………………………………………………… 
 
Signed  
 
…………………………………………………………………………………… 
 
Date  
 
……………………………………………………………………………………. 
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Appendix 9. Example of an Interview Transcript  

INTERVIEW WITH MONICA (Participant 2) 

 

DATE: 10th June 2014  

TIME: start at 12.30; duration 1 hour 15 minutes  

LOCATION: London, Monica’s office 

FOLDER: E 01/02 

 

_______________________________________________________________________ 

 

INTERVIEW TRANSCRIPT  

MARIA GEBBELS: It seems to be recording, just leave it here if that’s ok. 

MONICA: it’s always a worry, isn’t it that you do it and you think ah is that right or 

not… 

MARIA: yeah… it normally works, it should work, there is no reason why it wouldn’t, 

cause I’ve tried it before so… 

MONICA: Yeah, it would be good 

MARIA: this too, if everything fails… right I have brought with me couple of things for 

you…just in case….So I have brought for you what I’ve sent you before, which is 

the…that’s the sort of participant information sheet that you’ve… 

MONICA: Yeah (in agreement)  

MARIA: exactly the same just a printed version and this is the consent so if you could 

just name, sign and yeah date it for us for me that would be brilliant. Thank you very 

much  

MONICA: it’s 10th today, Kelly’s birthday tomorrow 

MARIA: no way, how old is she gonna be? 

MONICA: she will be 12 

MARIA: Shame… 

MONICA: (laughing) 

MARIA: are you sure? 

MONICA: yeah it’s crazy isn’t it? 

MARIA: Yeah 

MONICA: there you go 

MARIA: that’s lovely and that’s obviously for you 

MONICA: thank you 
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MARIA: thank you, so there is just couple of things that I have to kind of run through 

erm but first of all yeah thank you very much for participating…. 

MONICA: pleasure  

MARIA:…and taking time and I hope that I’m not disturbing your working day too 

much  

MONICA: no, you’re fine  

MARIA:…and just so you know if there is anything that you are unsure of or yeah can 

you please let me know and I will either clarify the question or… 

MONICA: ok that’s lovely  

MARIA: so just yeah as I said before proceed just so you know the interview shouldn’t 

last more than sort of 90 minutes but yeah approximately, and as you can see I am 

recording it with a digital recorder and the phone as a back up I will not be planning to 

take any notes but you might see me scribbling if there is something that I just want to 

clarify with you, so don’t be alarmed when you see that, if you want to pause the 

interview at any time or terminate the interview at any time than you’re more than 

welcome to do that, and obviously this interview is confidential, all the data you provide 

me with will be kept confidential and anonymous  

MONICA: Yeah 

MARIA: and if I was to quote you in my thesis then I will use a pseudonym instead of 

your real name  

MONICA: ok 

MARIA: so hopefully that’s ok, and I will be the only person that will be dealing with 

this material, I will be the only one that transcribes it, so if you would like to have access 

to the transcript and or the thesis once it’s ready (laughs) then please let me know.  

MONICA: I will do. 

MARIA: I’m more than welcome to share it with you, so is that all clear for now? 

MONICA: yeah that’s fine 

MARIA: that’s great ok… so obviously you know me but just to clarify I am I’m doing 

a PhD at the moment at the University of Brighton I’ve also graduated with a hospitality 

management degree and the aim of this research is really to find out what makes people 

committed to their careers, and during the interview there’re no really right or wrong 

answers so please say and explain and say as much as you wish it’s entirely up to you, I 

will ask you to recall some of your past experiences or life events that you feel directed 

you towards making certain career decisions… 

MONICA: Yeah 

MARIA:…and directed you to take hospitality management degree, and then also why 

you chose to exist the industry at some point  
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MONICA: right. 

MARIA: and some questions might also involve your childhood or time of growing up, 

your relationships with your family, friends and how these kind of influenced your 

career decisions, is that ok? 

MONICA: yeah that’s fine.  

MARIA: lovely. Any questions up to now? 

MONICA: No, no I’m more than happy 

MARIA: great, just gonna take my watch off so we know what the time is. Right.  

So if you would like to just maybe clarify for me the obvious information like your age, 

your current occupation… 

MONICA: my name is Monica, I’m 40 years old and I currently work at X Council in 

the commissioning cluster related to adult social care as a commissioning officer  

MARIA: ok and that’s something that you have been doing just recently or…? 

MONICA: well what happened is I was placed on a graduate management programme 

related to adult social care last year and that’s run by the National Skills Academy for 

Social Care, and my host organisation was X Council, so I was here for a graduate 

placement for a year, I basically worked in a lot of the different departments related to 

adult and social care and then for the final six months I was placed with the 

commissioning health and wellbeing team that I now currently work for, and basically a 

job opportunity came up, they said to me take it, well, apply for it, and try and get it, so 

that was it yeah… 

MARIA: that’s cool, so am I right to think that you studied hospitality management, and 

obviously now, you know, you’re not work in the hospitality industry, is that right? 

MONICA: yes I did I graduated from University of Brighton with an undergraduate 

hospitality management degree 

MARIA: and when was that, do you remember? 

MONICA: 2010 

MARIA: Ok  

MONICA: I started in 2007 so I was there full-time as a mature student.  

MARIA: how was that for you? 

MONICA: interesting because I was the oldest student out of all of the cohort and I 

think, I think there was about 30, 35 other student there, and I reckon the average age 

was probably 20 and I started my undergraduate at 34, so I remember the first day I 

turned up thinking “what am I doing here? This is really...” I was really intimidated 

actually because everyone was really outgoing and quite…kind of knew each other 

already anyway it was quite interesting, and but luckily I was very lucky because when 

we had our access day I think, it was like an open day and it was kind of orienteering to 
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getting to know people, I met a couple of graduates or couple of students then and 

actually we kind of formed a bond I think on those first couple of days and that kind of 

carried us the way through the whole of the course. So yeah it was quite surreal to think 

what I was doing in 2007 to what I’m doing now as… I never knew this is where I 

would be at the beginning of my path, I thought I would be a manager probably in some 

catering establishment, public schools, catering manager something like that, that was 

kind of my vision because that was my background before I took my degree; so I 

worked as a chef for about 20 years before I decided to have a proper, a degree, because 

I applying for managerial jobs, even though I had my NVQ levels, I kind of wasn’t 

getting past the stage or being offered job opportunities as a manager. But whether that 

was the transition of moving from X to the UK… I don’t know, so there is quite a lot of 

interesting aspects…  

MARIA: so you said it was quite surreal for you the…or it is surreal to think of the time 

at the university in 2007 when you started and now, what do you mean by that? 

MONICA: I just think the opportunities that came my way I never expected that at the 

beginning and I think it showed me that you can’t say no to anything I think, if you say 

no you’re kind of selling yourself short, so and before, beforehand I wasn’t particularly 

confident doing the undergraduate but I know I’m more confident now and I think the 

whole experience of university, and whether it’s being a mature student I don’t know, I 

think I took it a lot more probably seriously than other younger students probably did, 

because I had more of a reason to do it especially because I’m married with children as 

well and I had responsibilities and kinda I was putting our family life on hold for me to 

try and progress my career to to make my family life better so yeah it’s it’s a bit… I just 

think it’s you just never know what’s gonna happen in your career life anyway you have 

this expectation or this possible understanding of where you might be, but then I 

remember at the end of my graduate when I graduated I still didn’t know what I wanted 

to do, so I went on and did the masters.  

MARIA: and what was the masters in? 

MONICA: Masters in food and nutrition policy at X, and I took that part-time over 2 

years so I graduated in, well, 2013 that’s when I graduated.  

MARIA: Ok you mentioned that your confidence have increased and you were not sure 

maybe why? Was it so can you identity maybe what happened? 

MONICA: I think there was loads of team building aspects related to our course, 

university course, we had to do a lot of group work together, lot of presentations and that 

was never really my forte, so you were kind of encouraged to do that but I think also the 

close relationship that you have with other students that you work with a lot, I think they 

give you a lot of self-confidence as well, and I think that’s a real motivator, but also my 
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tutor was great and so were a lot of the lectures as well actually, they really helped sort 

of to convince me actually I was better at than I possibly thought I was, and also getting 

the grades that I got as well it kind of reflected in that aspect as well to think actually yes 

this is something I’m good at, and should be proud to do it, so. 

MARIA: that’s great, thank you. So can you again just remind me how you decided on 

the degree in hospitality management, you mentioned that just a minute ago? 

MONICA: Ok how did I…? I think is because I was in catering for 20 years as a chef 

and I tried to apply for other jobs as a manager but that kind of never really happened, 

but I don’t know whether that was a variety of different things, because I had a young 

family, my husband was in the forces so we lived abroad for four years, and then we 

moved back to the UK so I had to look for work because I worked in X in the hospitality 

industry as well.  

MARIA: I see. 

MONICA: so I kind of thought as a chef manager of kitchens, and I came back to UK 

with my husband, so I was applying for jobs then, and I was applying for managerial 

jobs, and I don’t know whether it was the transitions from X to the UK that I had 

problems, or whether it was my rural location, I lived in a very rural area, so I had to 

find places that were bigger towns to look for better job opportunities I think that could 

possibly have an impact on availability of jobs and accessibility of jobs, so I kind of 

though “well you know if I really wanna become a manager I need to get a degree” and 

I…it’s really interesting when I left school, so many years before, about 19 years I think, 

something like that, uhm it never really occurred to me to go to university  

MARIA: Why not? 

MONICA: I just I think I was very disillusioned by education anyway I think, I didn’t 

go to a particularly good school, they kind of let you get away with murder, you know, if 

you didn’t turn up they wouldn’t tell your parents, and you because we had that 

transition as well that 13 plus you had the choice to go to grammar school, we moved a 

month before the transition to grammar school, so you had to do like a 13 plus test and 

we previously lived in X we moved to X, and in X I was at the grammar school, we 

moved to X but the syllabus was completely different so they were testing me on a 

syllabus that I knew nothing about, so I didn’t pass the 13 plus so I stayed at the school 

and it was kind of like you were the waifs and strays, and also the headmaster wasn’t 

very good, I think he had a mental breakdown and things like that, which kind of elude 

of the quality of schooling so yeah I decided to go anyway, back to the question, I 

decided to go for the degree, I had a look on the internet actually to see what 

qualifications were about, and I think I looked actually it was quite late, I think it was 

August time to be honest with you, because we moved back at the beginning of August 
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and I looked in the August, late August, and I basically just phoned up the university of 

X and said “look I’ve seen your hospitality degree course I’d like to apply what do I 

do?” and I think the receptionist said well just send us in your CV, and they looked at 

my CV, I think I must have filled in an application form, but I whether it’s because I was 

a mature student as well I think that had big points to it that they were willing to accept 

me so…and then the rest is kind of history really. 

MARIA: why do you think your attitude towards education changed, because you said 

you were quite disillusioned as a as a teenager?  

MONICA: I just think that’s maturity, I just think, you know, I had responsibilities, I 

had the children to think of, you know, there were what 3 and 6 I think, yeah so it’s 

quite, no not maybe a bit older than that 4 and 6 I think when I started so I kind of felt 

that I had I was ready to go to university, you know, I felt mature enough to go to 

university, I’d kind of done some adult education courses whilst in X in the evening, I 

did my GCSE maths and things like that as well, so I kind of got the bug for it really I 

think and that’s probably why I decided to go back to well try to get into university, but 

also it seemed easier to get into university possibly than when I was younger. 

MARIA: Interesting ok. 

MONICA: maybe that’s the reason why as well, so I think there is lots of different 

factors as to why. 

MARIA: and you obviously said that you worked as a chef for many years why did you 

choose to work as a chef? 

MONICA: I fell into it. Fell into the job, I was I was at school, was I at school?, I was at 

school and I…there was a new restaurant opening up the road from where I lived, so and 

they were having a big open day, so I went with all my friends for a bit of a laugh, and 

basically we went to find out about the restaurant and the bar and I thought yeah I will 

apply for like a bus, busman, I think it’s…, you basically you help the waitress around 

the areas, because I was under age so I couldn’t sell alcohol so I either had to be a, I 

can’t remember what it’s called, it some sort of supporter to waitresses and waiters, so 

you’d help to clear the tables and things like that, a bus boy or a bus girl I think it was, 

but then I didn’t get shortlisted for that I got shortlisted for a kitchen assistant and a 

kitchen pot washer in the kitchen, so you know it was and that’s how I kind of fell into it 

so I started working there part time, I then went into college to do my GCSEs because I 

didn’t do too well at school so I had to retake them again, and then I was working more 

for the X it was, I was working more and more for them in the kitchen, and I think the 

second… the head chef said to me “do you fancy working out front in the salad section”, 

“Ok then I’ll give it a go”, and then I worked more and more in catering and then they 

finally offered me a full-time job and said “do you wanna work as a chef”, “well what 
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else have I got to lose”, I quite enjoy, I enjoyed the lifestyle that it had with it, you 

know, the I mean it was hard work but I quite, I thrived on the pressure of trying to do a 

whole different variety of roles all at the same time, you know, to have a bunch of 

ingredients and then you combine them into something and serve to someone, they 

really like it, that was kinda cool. I liked the comradery that you had between each of 

you that works in the kitchen, and yeah they just gave me an opportunity, I’d never 

really… it’s not what I believed I would be doing, I thought I would join the forces to be 

honest with you, because I was in the cadets as at an early age and that’s kind of what I 

thought I would be doing and it… that kind of never really happened so I just stayed in 

in catering, and X were really good, they offered me offered to pay for me to go and 

complete my NVQs so I did that part time one day a week for three years, and got my 

NVQ 1 and 2 in catering, so… and I kind of just promoted, and then eventually four 

years later I was a second chef, and then yeah and then just an opportunities happened I 

worked in hotels and restaurants, and then yeah so that’s kind of, I kind of, and it suited 

my lifestyle, it suited me, I could go out in the evenings I could have fun, lot of my 

friends worked in hospitality trade as well, so it just made sense to stay in it and I really 

enjoyed the whole atmosphere of working in hospitality. I mean the pay wasn’t brilliant 

but that wasn’t ‘the be all end all’ to be honest with you, because I lived with my parents 

and when they moved away I actually moved into where I was working, and I didn’t 

have to pay any rent or anything like that, so it was kind of an incentive to stay there.  

MARIA: I see, and what was the highest role that you’ve done as a chef? 

MONICA: well I was a head chef, yeah and a catering, and also the catering manager of 

schools and things so and that was in X.  

MARIA: so I suppose you kind of reached probably the highest you can in the sense 

right? 

MONICA: well that was kind of the idea and that’s why I wanted to kind of progress 

into either a front of house manager possibly, or you know senior catering manager role, 

which is above a head chef so, and whether that’s because there wasn’t many job 

opportunities in where I lived, that’s why I kind of struggled to find work I think 

possibly as well, or my I thought that actually my NVQs weren’t enough that I needed to 

be better qualified. 

MARIA: Ok that’s great, thank you for that. 

MONICA: that’s all right.  

MARIA: so can you tell me one memorable story or an event that was to help to 

understand how you decided to work in hospitality industry, is there a one specific thing, 

you probably touched on it now but…? 
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MONICA: (pause for 7 seconds) that’s an interesting one, I just kind of fell into it, I 

mean, I’m trying to think if there is a…, I think there was some really good times that 

we used to have in in X, that was the first place I worked, and I think… we went through 

a bit of a tricky time, we had a high turnover of management and that was kind of awful 

and it was really dodgy time, we didn’t know what was coming in, and then suddenly we 

have this management couple coming called, John and Fiona, and they’ve worked at a 

variety of different locations for X. But they were brilliant, they were such great 

managers, they were real visionaries they really kind of kept the team together, and it 

kind of made you wanted to work in that team and also to work for them and try and do 

the best you can so they were real managers but they were also your friends, so you 

could always have a drink with them and have a bit of a laugh and things like that and I 

think you kind of felt like you were a family, because I remember when we opened 

Christmas days, the first time ever opened on a Christmas day, so we worked our butts 

off Christmas day sorting it all out and at the end of the Christmas when we finished the 

session we all stayed behind and all had our own Christmas day as well, and had a good, 

big party up in the place where we worked and lived, so yeah that kind of gave the bug 

to stay in hospitality I think mainly because of the friendship, but I also liked the 

pressure, you never knew what day was gonna be, what the day was gonna be like, every 

day was different, you could have a good day you could have a bad day. But you, I mean 

that was quite existing but also loved the pressure of trying to do as many covers as 

possible within a certain amount of time, and you know that was always a big thing for 

me, you know I thrive on doing lots of different projects now in my job role, I can’t 

envision myself staying, doing one job and being that sole thing, that would drive me 

nuts, I remember when I was younger that I’d swear that I’d never sit behind a desk, and 

that’s kind of what I am doing now but I’m out and about as well I am not just in the 

office, so that could probably have an impact about why I chose hospitality as well 

actually, because I could never foresee myself as an indoors, sitting behind the desk, 

being an administrator or something like that, it just wasn’t how I envisioned myself, I 

think whether that’s because of the experience I had at school, I didn’t particularly like 

it, I don’t know, so… 

MARIA: that’s very helpful, thank you. And similar question but about why you 

decided to exist the industry, because I understand that you once you’ve done your 

degree you’ve then you then, so as soon as you started your degree in hospitality 

management, you then never worked in the industry? 

MONICA: I did work in the industry, I worked part time in the industry, I had I was 

full-time at university but I used to work every Saturday morning at a school, X school it 

was, yeah, as a Saturday chef, so that was just to kind of tick me over, give me some 
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money and things like that. But then during the holidays I used to work full-time, over 

the Christmas I used to work full-time, and I really enjoyed it actually, and I kind of 

thought “well if I work this independent school there could be possibilities of me 

progressing through that company”, but actually as soon as my degree finished I was 

made redundant on a Saturday, because the school was no longer having Saturday 

schools because, it was a privately run school and a lot of parents weren’t coming to the 

school, because they didn’t want their children to be at school Saturdays mornings any 

more, so they cancelled, they stopped Saturday morning schools so that’s why I kind of 

left that catering role, but then I started my masters in food and nutrition policy and that 

was only two nights a week, so I could effectively have a full-time job during the week, 

so what I did actually I worked at a day centre for older people with physical and for 

older people for older adults and young adults with learning disabilities and physical 

disabilities, and I worked in the kitchen as the head chef, so this is kind of how I get the 

transition from one career to another. I never, I took the job in the day centre because it 

was suitable for me, it was Monday to Friday, I think it was half 8 till half 2, it you 

know it helped me get the kids to school, it’s in a local, I could cycle my bike to start 

work you know, it was quite straightforward, it basically I run the kitchen, so I did the 

menus, ordered the food, prepared the food and I had a member of staff to manage as 

well. And that was really interesting, but working in that area I saw a different aspect of 

nutritional needs and awareness, especially with the older people, and how reliant they 

were on day services and healthy food, but also support from social workers and social 

care team, the vulnerability that or the how reliant these individuals, who lived in rural 

locations that didn’t see anyone for, you know, day in day out, unless they came to the 

day centre, so I had a real interest in that and because of my master’s degree was about 

food and nutrition policy I started to look at older adults and malnutrition issues, and 

there’s a massive amount of underresearched information on community awareness of 

malnutrition, there is a lot of information about malnutrition in care homes, and in 

hospitals but actually the majority of malnutrition occurs in the community so I, that’s 

kind of what I did my thesis on, or my masters dissertation on, uh just looking at policy 

implications, and that’s why I got interested in local authorities, because local authorities 

have a big impact on funding for ‘meals on wheels’ and day centres and things like that, 

and I was researching for my dissertation and I came across the national skills academy 

for social care website, it must’ve just pinned up on Google search when I was looking 

about malnutrition and adult social care and there was a graduate scheme, and I thought 

“well why not I’m coming to the end of my dissertation”. I’d finished working in the 

day centre so I wasn’t working I was just concentrating on my dissertation, and actually 

an experience I had in a day centre is kind of why I swore I’d never work in the kitchen 
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again, so yeah that was quite awful, it wasn’t awful, but cause I went in there when I 

first started the job I met the chief executive officer and also the day centre manager, 

and they quite liked me because I was quite visionary, I wanted to do these really 

healthy menus, because what they initially did, they just had a five day rotational menu 

so they do the same meal five days a week, and I kind of didn’t want to do that I wanted 

to… a new menu each month that had different varieties of foods, you know speak to the 

individuals that came to the day centre see what they wanted and kinda go from there, so 

they were really happy about that, well about 6 months into my work I was doing this, 

and I took a week leave from the day centre and the day centre manager that hadn’t 

interviewed me, this is a different guy, he basically went behind my back and was trying 

to tell everybody that they didn’t want the huge varieties of meals, they wanted to go 

back to the five day week rotational menu, so I came back and he sat me down, he 

interviewed me, ‘well we decided this is not what we want, we want to just have these 

rotational menu’ and I said… he was kind of undermining the reason why I was 

employed and it was a bit of a control thing, cause I’m quite head strong person, I’m 

quite, you know, if I’m asked to do something I like to complete it and do it and he kind 

of, I felt he was trying to undermine my vision and my ambition to improve the health 

and wellbeing of the community, and he kind of had his own agenda and he just made 

my life extremely difficult actually to the point I thought “you know my own health and 

wellbeing isn’t great because of what he is saying and that they way he is acting” 

actually that I don’t want to do this any more so I kind of left then, you work hard, the 

pay wasn’t particularly brilliant and I thought “why am I doing this when there is other 

jobs to do”, and I think that’s kind of… and I remember saying to my husband that I 

don’t want to do this any more… 

MARIA: you mean working in the kitchen 

MONICA: yeah full stop  

MARIA: full stop 

MONICA: yeah, and I think, you know, when you look back at it maybe that was kind 

of in my mind before I did the degree that I wanted to get out of the kitchen, I kind of 

got to the head chef role I kind of wanted to move on a bit more, earn more money, 

which is always a big impact why want to progress in your career, and that’s yeah 

actually thinking back on it I think that’s… he was the final nail on the coffin to say 

right enough is enough, move on, so, anyway, so I was looking through my dissertation 

and I come up against the graduate scheme and I applied for that and that’s kind of 

where I am now, so… 

MARIA: it’s cool isn’t when you look back on your life how things 

MONICA: Yeah it is, yeah you don’t really think about it 
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MARIA: at that time 

MONICA: yeah you just kind of do it. 

MARIA: (chuckles) Interesting, yeah, that’s great. There is quite a lot of… I only have 

some questions that I kind of wrote down to make sure that I kind of touch on but it’s 

interesting how by you telling me things some of the questions are answered anyway. 

MONICA: Oh that’s good. 

MARIA: that’s why I’m kind of just looking back to double check… 

MONICA: that’s fine. 

MARIA:…whether, you know, whether I’ve we touched on it or whether there is 

anything that I want to ask you more about… 

MONICA: yeah sure. 

MARIA: (pause of 3 seconds) so I suppose yeah we’ve touched on the question about 

what experiences contributed to your decision to pursue your current career, we talked 

about this sort of again a bit of an unusual way of just something appearing on Google 

and then you going for it and just taking it from there as it is, but there was a sense of 

what you said before as well, correct me if I’m wrong but, it seems that you have the 

tendency to sort of ‘give things a go’ as you said and always trying to well try things out 

rather than saying immediately no for no good reasons. 

MONICA: yeah I think, whether it’s because I’m a bit older now, and I’d probably 

initially when I was younger I would’ve gone “oh no, I don’t wanna do that” but I kind 

of think well I’m coming up to the middle of my life if I don’t try things now will I ever 

tried them, and also does that reflect well on my children? if I turn round and go “oh no 

I’m not gonna do that” will they look up to me and go mum is not gonna do and I’m not 

gonna do it as well, so that’s kind of a bit of an impetuous for me to kind of not say no 

and try and give things a go and not give up, I don’t like to give up. Does that answer 

your question? 

MARIA: Yeah sure. 

MONICA: Yeah. 

MARIA: and how do you really in general or well how do you think you go about your 

decisions when it comes to career, or how you went about those decisions, did you have 

a certain way of doing it or…? 

MONICA: (pause for 4 seconds) I think there is always a drive to be employed, you 

know, I always wanted to be self-sufficient, not rely on other people for money, I think, 

when I was pregnant with Noah and I stopped working and had Noah, I found it 

incredibly hard to ask my husband for money, but I think that was innate because of the 

way my parents have brought me up that, you know, it’s good to work, you know, try 

not to claim benefits and things like that, I think that was always the lifestyle so I’ve 
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always kind of tried to work in that aspect. Can you just repeat the question, not sure 

whether I’m going off.  

MARIA: no, no, no you’re fine, there is no going off or you just… 

MONICA: so I, so yeah, I think I just…yeah I just tried to go for anything, if I saw 

something “oh that looks quite interesting, I’ll give it a go”, but also location is key for 

me as well.  

MARIA: so how do you find commuting, because you have to commute now from X 

right…? 

MONICA: yeah two hours a day, two hours there and two hours back  

MARIA: so it is a bit of a journey. 

MONICA: yeah it is, but my husband works in x, so we drive up together, so it takes an 

hour and a half in the car, just over an hours, and then I catch the train from near where 

he works, and then up to here, and I think it is tricky and it sometimes it could be “why 

am I doing it?”, but actually I have been given such a great opportunity here and I know 

that there is so much more that I can learn within this team that would improve my 

career progression in the future be kind of crazy for me to go “no I don’t want to do it 

any more” you know. I mean I leave early, but I get home from work, I get home at 6 

o’clock so it’s not awful… 

MARIA: No. 

MONICA:…you know I mean, fair enough, I get up at 5 but you have to make these 

sacrifices, definitely so, is not such a… it’s just interesting I think because I enjoy 

working here so much, and it’s so different to whatever I’ve done before, it’s a real 

challenge actually, out of my comfort zone, but when you get feedback from people who 

you work with but also people external from the council that you are doing a really good 

job, it kind of motivates you to do it even more, and to also prove yourself that you can, 

you can do different things, but it’s as a I say it’s so closely linked to hospitality I think 

in that way, you know, we’re providing services for people, you know, that ultimately 

they pay for, because it’s public funds and we have to make sure those services meet 

their needs or even exceed their expectations so, you know, I think hospitality and social 

care are very, very similar… 

MARIA: in what way? 

MONICA: well just because you’re providing services for people, you know, well fair 

enough some people, I mean ultimately in the future people will have choice about what 

service they go to and we kind of need to make sure that the market’s there ready to 

meet that need, and it’s very similar to hospitality like hotels or restaurants, you have to 

make sure your business is slightly different or better than someone else’s to make 

people come to you, and that’s kind of what we’re trying to say to providers of social 
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care services now “you need to make yourself little bit different, a little bit interesting to 

for some people that have their own money, self-funders but also people that have direct 

payments will wanna say “actually I wanna spend the money I’ve got with you”. So it is 

very… I think it’s quite similar in that respect.  

MARIA: and is your main role? 

MONICA: my main role…I’m a commissioning officer in the health and wellbeing 

team, basically what I do is I kind of develop the services, so what I do is I look out, for 

example at the moment I’m trying to develop the personal care assistant market and 

these are individuals that support people that have direct payment users, so basically 

what I do is I look out in our local area and I assess the needs, so I look at all different 

types of records, I speak to the finance department to find out how much money is spent 

on a certain area, and then I look to see if there is any gaps in the market so at the 

moment we know that we haven’t got enough personal care assistants to support, we 

support almost just over 8,000 people in X for social care services, so ideally we if want 

all of them to go on direct payments, we need to make sure there is enough services to 

meet their need, or enough personal care assistants, so I kind of look at where the gaps 

are, then I develop a business case that gets put forward to the council, cause it’s all 

quite… it’s all very political as well, so we have to make sure what we’re trying to 

develop is in line with the strategic aims of the council, the overarching council, and 

ours is the labour council as well, so and they have a strategic direction, a community 

plan and we have to make sure that our services that we’re commissioning are in line 

with the strategic aims of the council so it’s quite a lot of complex areas that we have to 

look at, we also have to consult with the citizens as well, the people live in the borough 

who use this service to make sure actually what we think they need is what they want, 

because historically what’s always happened is that we’ve gone “oh I think they need 

this service”, we develop that service and they go “well no that’s not exactly what we 

wanted at all” but they’re changing a lot now in X, we’re becoming our, we’re becoming 

a commissioning council so ultimately we give them the money to the citizens and 

saying to them how do you want to… you, you’ve identified these key areas, how do 

you want us to meet or reduce those key areas? 

MARIA: I see. 

MONICA: so yeah it’s trying to explain what we do is quite complex, but and probably 

completely different to what I did in hospitality when you look at it as a chef, definitely, 

but I do now that a lot of what I’ve learnt, my undergraduate, helped support me in my 

work now, just working with teams and working with different people and things like 

that I think it really helped.  
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MARIA: that’s very interesting, thank you. What I’m gonna do now is I’m going to take 

us back to your childhood a little bit. 

MONICA: Ok. 

MARIA: and I will ask, I would like to first of all ask you whether you think your 

parents had a career in mind for you? When you were growing up? 

MONICA: that’s a really interesting…they were never it’s really interesting because 

they were a bit sort of Laissez-faire with a bit liberal with their how they kind of brought 

me up when I was younger, they kind of let me make my own mistakes and learn from 

my mistakes and I always kind of envisioned them as they weren’t really that interested, 

but apparently they were, and I’ve only just found that now, so they never really directed 

me as in push me to go to university or pushed me to do well at school, I don’t really 

recall them doing it, they, I mean they might’ve done and I might’ve just ignored them, 

it could’ve been a possible things, because I think I was quite strong minded when I was 

younger, and possibly a bit troublesome as well, but I don’t ever recall them saying I 

think you should this is a career you should do that, I mean when I tried to apply to 

going to the army they were fully supportive, my dad used to take me to the career 

centre and everything like that so you know they never said to me don’t think you 

should be doing that, they were quite supportive with everything and they were 

extremely pleased when I whenever I got the job or I got promoted, you know they were 

always happy, I think they just wanted me to be happy in my self rather than them 

telling me what I should do or what I shouldn’t do, you know so 

MARIA: what do you parents do? What do they used to do? 

MONICA: my dad is a lecturer, he is he has a PhD in biology I mean historically he 

worked at institute of child health in X and you know the baby books you get, the red 

baby books, in the back of there is a growth development chart and he helped develop 

that, so he kind of did that, and he is a lecturer now, so and he used to work in schools as 

a teacher, and my mum she did a whole a range of jobs she worked in addida, addidas, 

adis factory that used to make Tupperware containers when I was younger, and then she 

worked for the X police now as a crime investigator analyser, so she analyses crime and 

tries to work our why they happen somewhere, she’s been doing that for, well since we 

moved to X, which was 86, 87 

MARIA: Wow 

MONICA: and she stays in the job all the time so I mean their work ethics’ great, my 

mums works ethic’s crazy and I think that’s why I have such a high work ethic I try not 

to take time off sick unless I’m really, really dying, yeah if I’m working from home, I 

work from home, and whoever I speak to goes Working from home? Cause you have the 

opportunity to work from home here, but a lot of other people go you, do you really 
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work from home, well yeah because I’m working from home do you see what I mean 

and everyone is kind of, you don’t really work from home, do you? As in work you just 

do a bit of cleaning, and watch a bit of telly, well no I work from home, so that’s kinda 

crazy  

MARIA: (chuckles) that is  

(both laughing)  

MARIA: and who did you want to be when you were growing up? 

MONICA: well I wanted, you did I want to be in relation to family? 

MARIA: to  

MONICA: anybody  

MARIA: job more 

MONICA: my job, when I was younger I wanted to be a structure engineer, I wanted to 

build bridges.  

MARIA: why?  

MONICA: it just looked quite exciting I now it’s a bit random and actually I did a work 

experience at a civil engineering company in X for a week but basically it was ok but I 

was just tracing design so it wasn’t there weren’t giving me a proper job, you know, so it 

was quite interesting, and I think I took CDT, which is craft, design and technology as a, 

as a GCSE but I just think the school was just completely rubbish so I kinda lost interest 

in that, and it never really turned up as a vision and my maths isn’t particularly brilliant 

either and you had to be quite a good mathematician, but I think now, so yeah so I never 

really wanted to be a policeman or a nurse, or anything, just like, yeah I wanted to build 

bridges, it’s just kind of random  

MARIA: (chuckling) how old when you then? 

MONICA: Goh, I must’ve been (pause) 10 or 11, so at primary school so but I mean I 

carried that on because I got work experience you know which was 15, so you know I 

had the thought that that’s what I would do but it just never really happened. 

MARIA: and why do you think not? 

MONICA: I think my interests changed when I got to 15 predominantly I was 

disillusioned by school but I had such a great friend base outside of school because I 

joined sea cadets and I joined them when I was 13 and I was in them till I was 19, 20 so 

that had a massive impact on life and that’s kind of why I thought actually I could join 

the forces but I didn’t want to join the navy because I was too short to go on ships, cause 

you had to be 5’2 when I wanted to join and I’m only I would like to think I was 5’2 but 

I’m less than that and my dad said that I should put something in my hair to make me 

taller but I chickened out, so I tried to apply to join the army and I was, I took geography 
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at school and I was quite interested in metrology, so I wanted to go into the army as a 

metrologist… 

MARIA: which is…? 

MONICA: to check the whether  

MARIA: Oh ok  

MONICA: so you forecast the weather but it was all about in the artillery and you 

would, so you would work out what the wind is, the wind direction so when they fire the 

cannons or the guns they would make sure it was in the right trajectory so they wouldn’t 

hit something else, so it was quite, but there those jobs weren’t that often, so I got 

through the whole application process and waited for a year for a job like that to come 

up but it never came up so then I just left that, and then I was working in hospitality and 

that’s kind of why that happened.  

MARIA: when you were, yeah I see…ok thank you.  

MONICA: it’s crazy looking back  

MARIA: it is isn’t it? 

MONICA: yeah it is, yeah it’s quite surreal  

MARIA: why is that? The surreal do you think?  

MONICA: just because of you know what you vision yourself to be when you are older 

and it’s completely different  

MARIA: why do you think that is?  

MONICA: (pause 4 seconds) I just don’t think you are aware of the opportunities there 

are out in the world I think, I think that has a big…emphasis if you were only kind of 

attune to what you there is that’s all you gonna go for, but yeah I never thought this is 

where I’d be at all, at all, so I kind of always say to my children you know there is all 

sorts of opportunities out there don’t be so narrow into choosing one kind of career 

because you think that’s a good career. I think with, I must with the impact of the 

hospitality degree, the only think I would say is unlike working doing a degree for a 

social worker or for nursing or something like there is no guaranteed job at the end of it 

MARIA: with hospitality degree you think? 

MONICA: yeah I think specially because of the way you have to pay for your course 

and thing now, I know there is the hospitality management degree or the hospitality area, 

sector is huge but you’re still kind of responsible about what part of the sector you go 

into unlike social work, you know definitely that there would probably be a job at the 

end of it, is not kind of like that with hospitality I think and yeah, just I don’t think it 

was as easy to find a job after as it possibly could’ve been but whether I was too 

restrictive on what I was looking for I knew I only wanted to do a particular, I wanted to 

stay in catering, wanted to stay in schools because it was good for me because of the 
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family, that maybe I restricted myself too much because hospitality is an antisocial beast 

and if you have a family you don’t wanna be working weekends and nights, it was a big 

no no for me definitely so that’s kind of why I restricted myself to or I thought all I 

could work in was schools because I get all the school holidays off, won’t have to worry 

about childcare, or anything like that you know and I didn’t think I would get that 

opportunity in any other area of hospitality like hotels, because they’re all seasonal, 

which is kind of holidays, if defeats the object for me. 

(pause 8 seconds) 

MARIA: is there anything, you ok for now? Are you still happy?... 

MONICA: Yeah  

MARIA: chatting and answering some questions? I think there are some sort of more 

general questions if you like, first of all what does hospitality mean to you? 

MONICA: (pause 3 seconds) Goh it’s got back to degree (chuckles) I think it is just you 

know someone comes in and asks for something you try your best to meet that need or 

even exceed it, I mean ideally, that’s what hospitality is about and even if someone 

comes into my house I’m hospi… you know I give them a cup of tea or offer them my 

hospitality so it’s kind of making people feel welcome and wanted and yeah it just 

feeling that they’re welcome within a certain space and certain aspect, albeit whether it’s 

in your home or in in a canteen or in a café, I think hospitality happens wherever you go  

MARIA: ok, so it’s not only exclusive to the industry? 

MONICA: no I don’t think so at all. I mean that’s what I say you know I have to be 

hospitable to my colleagues, and to my the providers that provide services for our 

service users, you know, you have to show curtsey in that what they’re doing is a really 

good job and you your thankful for what they’re doing, we’re not, I might not be directly 

giving them money but we are indirectly giving them money, do you see what I mean? 

So in that aspect I think it’s quite similar  

MARIA: ok, and what do you understand by the term hospitality industry? 

MONICA: Hospitality industry that is all aspects when you’re paying for services 

directly, so all whether it would be hotels, kitchens, cafes, restaurants, even tourists 

information, tourist areas like yeah everything like that  

MARIA: so there is an element of exchange of money  

MONICA: yeah, yeah definitely yeah  

MARIA: ok I think we touched on some of these issues but what does career mean to 

you, or having career mean to you? 

MONICA: Just having a direction, a purpose a sense of fulfilment I think, for me it just 

makes me feel that I’m doing something good with my life rather than siting…I don’t 

like to sit at home wishing my life away and thinking is this all that I’m gonna be I know 
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what I’m doing here, my work, it will be here, it will be a legacy for when I leave, so the 

works that I’m doing now I know it will improve people’s health and wellbeing in this 

community now and in the future so that for me I think that’s a real sense of worth of 

my career that I can do something I can give back to people that probably can’t help 

themselves or support themselves and for me I think that’s what career is all about, isn’t 

it? You know I think also it shows my children what you can do with your life but also a 

sense of self-worth but also appreciation from other people about what you do you know 

you get confirmation about yourself as an individual base on your career I mean I’m 

quite proud to say I’m a commissioning officer and I work for a local authority I think 

it’s something that I should be proud of considering where I started to where I am now 

but careers can be different I mean I hear that people have two or three different careers 

in the lifetimes it’s quite natural to do that  

MARIA: cause would you say that this is your second career so far? 

MONICA: yeah I mean I do have another career and that’s being a mother but that’s not 

a paid career so for paid career I’d say this is my second career yeah 

MARIA: interesting ok. So you would define career not only related to your paid work 

necessarily. 

MONICA: yep I’d say it’s also about your direction of where you what sector you work 

in. 

MARIA: but it’s interesting that you said that you consider yourself as a mother it’s a 

different career to the current one, that’s an interesting way of describing it I think  

MONICA: Mhm  

MARIA: why do you think that? 

MONICA: well I love my children that’s a different, that’s a, it’s a career because, it’s 

just really difficult it’s interesting because I think people have the perception of a mother 

as a job as well, it’s an unpaid job you do it because it has potential for the future 

population so that’s kind of why people become mothers as well but also you have a 

relationship with someone and you think actually we want to start a family because 

that’s innate that’s in our human biology to do that anyway, so yeah I kind of take that 

job for granted but then I have another career that I get paid for, even though I get paid 

for by unconditional love and things like that it’s different because I get paid this job 

pays me money so then I can treat my children to kind of whatever they want to do they 

can have smashing birthdays we can go out for nice trips, even I didn’t have a second 

career we definitely wouldn’t have the opportunities we have now, I mean I found that 

doing my degree both degrees, never earned as much money as I do now ever our lives 

are completely different, even though my husband supported me and the job the work 
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that I was doing would benefit us in the future by me having a career that paid well and 

it, and you know I’m very happy with what I earn here so  

MARIA: and it’s interesting that you said that it’s secondary career to you in a sense 

isn’t? you just said that the paid career if you like… 

MONICA: Yeah it’s yeah it’s if anything happened to my children I would leave my 

career, they are my priority definitely but also they’re getting older now I wanna focus 

on…if any…heaven forbid nothing happens and they’re all fantastic and they go on to 

live their own lives I want to have a sense of purpose for when I’m no longer have to be 

their full-time mother, which is kinda what’s happening now cause there’re teenagers 

kind of becoming self-sufficient and we did that, we encouraged them to be independent 

and look after themselves because that’s the best way to learn, but yeah I wanted a sense 

of worth so I’d have my own career as well, and also because I couldn’t do that much 

whilst my husband was in the army because you used to go away a lot on tours and 

things like that, so I couldn’t really…it’s really interesting because I kind of did the 

catering in Germany just in schools because it suited, it was between schooling hours 

only, so the children were in education, they were in crèche, I could have all the 

weekends, evenings off, holidays off so I could look after the children even though X 

was away you know, so I that’s probably why I started working back in the kitchen then 

as well because I initially started working supermarket  

MARIA: when was that? 

MONICA: in X, when we moved to X 

MARIA: I see  

MONICA: and that was awful, yeah as a check out assistant. 

MARIA: really? 

MONICA: yes it was tedious beyond belief, I couldn’t stand it, I did for about 6 weeks 

and then luckily job come up in the kitchen so I took that 

MARIA: yeah safe ground I suppose as well to some extent  

MONICA: sorry? 

MARIA: Safe ground, you knew the kitchen 

MONICA: yeah completely, I mean it was my comfort zone, you know I could be 

confident in going to any kitchen, which is what I used to do there as well, I used to go 

and support…if other places were short staffed I used to go into the kitchen and just 

basically run the kitchen, cause it’s kind of generic, it’s all the same just in a different 

location, you know, so  

MARIA: that’s good thank you. And a similar type of question but what does what does 

career commitment mean to you or what do you think of when you hear… 
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MONICA: career commitment…? (pause 4 seconds)…for me personally I think career 

commitment means, I’m committed to what I’m doing as my job, but I also, I’m 

committed to this sector I might or I can also see that there is potential for me to be 

promoted as well 

MARIA: and promoted within the sector or within the same organisation? 

MONICA: in the same sector, I’d be quite happy to go as a commissioning manager in 

the different borough that wouldn’t bother me at all, because it’s more less the same job 

role but you might just have different political interests that you might have to convert 

to, but generally all in all commissioning roles are all similar cause, which is really 

interesting because it’s kind of like cheffing, it’s all similar, more less where you go you 

can kind of do the job over and over again in different locations, so I’m committed to 

this career, I’m also committed to people that I serve as well and I think that’s a big 

thing in local authorities, I’m not here for myself, I’m here to support people that can’t 

look after themselves, you know, it’s a different kind of view point to… we are not 

about making money and things like that, you know, it’s a different type of ethos to 

hospitality  

MARIA: and that’s what you think that, that’s how you’re sort of distinguishing the two 

a little bit then, that here you have a sense of purposes and you’re giving yourself out to 

people, to your job whereas maybe in hospitality as a chef you were not able to? 

MONICA: well I was, but it was a bit more straightforward, they give us money, it was 

a bit more direct, you know, that transaction was there that basically people coming 

in…it wasn’t that they needed to come in, it was kind of their choice to do with their 

extracurricular activity, actually we go to the restaurant today so you kind of, you knew 

you were doing it to…because they’ve made the choice and not necessarily everybody 

makes the choice that comes into social care it’s normally through crisis that they come 

and access our services because they can’t do anything else, they’ve got no one to 

support them all their needs are so high that they can’t look after themselves so they 

basically get referred to social workers, and social workers set up a care plan and then 

we make sure those services are in place to support that individual to try and re-able 

themselves to become independent again, so, you know it’s a kind of different, yeah it’s 

kind of different in that aspect that some people don’t, some people don’t want to come 

to local, to social services, they see it as a negative aspect, rather than having choice, I 

think you have a choice in hospitality, you don’t necessarily have a choice in local 

authority in that context, people come to you because they’ve got nothing else in that 

aspect 

MARIA: I see 

MONICA: do you see what I mean? 
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MARIA: yeah I think I do yeah that’s cool, thank you. And considering your career and 

academic history, if you could’ve done anything differently what would that b, if 

anything?  

MONICA: (pause 7 seconds) That’s an interesting one… I mean I remember when I left 

X I was asked to go on the masters course that they were writing culinary art, I think it’s 

a culinary arts one? 

MARIA: Yep 

MONICA: and I think it was one of my dissertation tutor said to me I really want you to 

do it, we get free places and I kinda went oh no that’s not for me I wanted to do the 

nutrition policy one and I think that had…actually some influence was my father, who 

kinda said you shouldn’t really do the same degree and masters in the same university 

because it can’t necessarily…doesn’t necessarily reflect that well on you as an 

individual, but it works for some but not for others so that I think he has a big impact on 

that but also I really wanted to do this nutrition policy and I think reflecting back I 

would’ve done that full-time because even though I passed it and I graduated… 

MARIA: from the food policy you mean 

MONICA: yeah I didn’t get as much out of it as I possibly could’ve done  

MARIA: and why do you think? 

MONICA: because I only went…we had two lectures… 

MARIA: because it was a part time mode? 

MONICA: yeah 

MARIA: that’s what you mean 

MONICA: yeah definitely yeah and I think it just it approached whole subject 

(inaudible) nutrition policy it was just massive, you couldn’t complete that, you had to 

be really specific on what you wanted to do within that strain of food policy, you know, 

I was quite, when I finished my masters before I started I wanted to do a PhD, when I 

finished my masters I didn’t and I don’t know whether that was the experience I had at 

X, or whether I thought actually 5 years of education is enough for me, maybe I need to 

go out and earn some money, but doing things differently, I don’t know whether I 

would’ve accepted actually what X said, offered me at X and said come and do this 

course it’s, it’s nothing but would that have benefitted me, I don’t know, and it’s not 

what I wanted to do then, and I’m not sure it would, it definitely would have led me 

down this pathway at all, yeah I probably be doing a PhD now or something 

theoretically, and in the future there is no reason why I wouldn’t say no to a PhD, I’ve, 

you know even my husband said, you know, if you wanted to there is no reason why not, 

so…yeah, I wouldn’t change anything about my hospitality graduate, undergraduate 

degree so, I think I really enjoyed that whole process, the whole family feel of all the 
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graduates that we were with, it was a great cohort, great location, I think I even spoke to 

the vice president I think, on the last day of my, of handing in my course in, my course 

work in, I said I just want to say thank you I had a brilliant time and he was quite 

shocked, he was like oh ok then, but I think he was quite made up as well that actually 

someone had actually come up to him and said thank you, so yeah I really enjoyed that 

whole experience of undergraduate, it was completely different doing a masters, and I 

think I was kinda spoilt with a undergraduate of hospitality to what I was and maybe 

that’s kind of why I didn’t go back into higher education afterwards 

MARIA: after masters? 

MONICA: yeah 

MARIA: Ok, and would you think you, I suppose yeah you mentioned that but what was 

what were the main things you took out of the hospitality degree then that you feel yeah 

are the most significant to you? 

MONICA: I just… that I think...just the different aspects of module I think were really 

interesting, really innovative, I liked doing the you know, running the X bar that was 

really good, I think that really helped us really understand how what it’s liked to run a 

business, just all the team working together, a lot of our modules had a big emphasis on 

the team and that obviously in hospitality if you can’t work as a team your business 

won’t succeeded so, you know, that really showed me about working closely with 

members that you might not necessarily got on with or even associated yourself with, I 

think yeah that was a big aspect of, another thing treating people with respect and being 

honest with each other I think that’s a big thing as well between the degree but it just 

seems such a long time ago, when I graduated it’s 4 years ago now  

MARIA: it is  

MONICA: which is just crazy 

MARIA: and it’s interesting what happened in these four years, isn’t it? 

MONICA: Yeah completely  

MARIA: and how much can happen in… 

MONICA: yeah! In a such a short space of time 

MARIA: Yeah if you think about it realistically about 4 years it actually not that long, 

isn’t it? 

MONICA: but it’s really interesting how I never thought I’d apply for a graduate 

internship for hospitality management.  

MARIA: what do you mean by that? 

MONICA: Well just, because I remember we did the careers week afterwards and there 

were all these internships and I thought that’s not for me. Like a graduate programme, 

but that’s what I did last year so why did I not want to do that for hospitality, why did 
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that never kind of…? Maybe I was a bit like I know all there is to know about 

hospitality, I know what I want to do so that’s why I didn’t even think about going for 

graduate programme, but then I was gobsmacked that I was awarded the one last year 

because I really thought it would be age related and maybe that’s an aspect probably 

why I didn’t go for hospitality graduate scheme cause I was the only one that was over a 

certain age on the degree course, everyone was quite a lot younger, and maybe the way 

it was marketed it was more for the younger person probably location might’ve been an 

issue as well cause of where I lived and I think there were more probably either 

international or X, and I kind of didn’t envision working in X which is kind of odd 

because that’s what I do now (both chuckling),  so it just shows you, you just don’t 

know  

MARIA: and what do you think are the most important things in life for you, in general? 

MONICA: in general…? Health, my family, my family’s health, (pause 3 seconds) just 

relationships with your work colleagues, with your family, with your friends, sense of 

self-worth I think, you know, being appreciated by others, I think it’s a real important 

aspect and that what your doing something with your life has an impact, a positive 

impact on other people, I think that’s crucial for me. 

MARIA: and if you had to describe your hospitality career and then your current career 

in one word what would you choose? 

MONICA: Hospitality uff pressured 

MARIA: ok as in pressured in terms of…. 

MONICA: but it seems negative and actually my hospitality career wasn’t a negative 

aspect for me because it’s really difficult trying to think of one word that would sum it 

all up (pause 5 seconds) I could do like a, a negative would be pressured, and a positive 

would be family orientated that’s two words… 

MARIA: no, no that’s fine   

MONICA: I really believe that you get a sense of a family if you work in the right 

place, you all have the same goal, you move on  

This job, this career one word, (pause 4seconds) at the moments it’s exciting actually, 

I’m really excited but that’s because I’m at the beginning of my career ask me in 10 

years and I might say something different but at the moment it’s really exciting and I 

reckon if you’d asked me that 20 years, 25 years ago for my hospitality I probably 

would’ve said exciting as well  

MARIA: OK  

MONICA: then  

MH so am I right to maybe think that with hospitality as a career it had a life span?  

MONICA: yeah!  
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MARIA: or it had life to it and at some point you kind of maybe just reached a certain 

point 

MONICA: I think so, I think it’s yeah it did because I didn’t have any responsibilities, I 

only had myself to look after, when I became married and had children I had other 

responsibilities and I can’t say hospitality really fitted in that, into that niche, you know, 

it was only a very small…but that was my perception whether that’s true or not I don’t 

know, and to be honest with you I never really looked into it, it just…every time we 

looked for jobs and things like that it would always say weekend working, night time 

working, and I didn’t want to do that any more, it’s not what I…and I did that when I 

worked in a canteen that was within the factory, and I worked night time shifts, so I 

went I started to work at half 7 and I didn’t finish till 2 in the morning, and Noah was a 

baby then, so literally X would come home, we’d had tea and I would go to work, and 

then he would sort Noah out, so I yeah I kind of think my priorities changed in that 

aspect, but it just happened at the time where my children where getting older and I 

could then just had this sudden change of direction of career and it kind of fitted in to 

what I wanted to get, I worked Monday to Friday, don’t work evenings, don’t work 

weekends, you know it’s suits into, I have my public holidays off, I can have all the time 

off over Christmas and Easter if I want to, so you can’t do that in hospitality, you know, 

it doesn’t work like that. 

MARIA: and if you were to choose one person or the most significant event that you 

feel made the biggest impact on your career? 

MONICA: in hospitality?  

MARIA: Yep. 

MONICA: I think it would be the people that I spoke about before, the manager that 

come in and helped me and helped the whole business, he was just, he was quite 

inspirational, he kind of, you could see the way he was, yeah I actually that someone 

that I could be, you know, and I think that’s, you always want to look at someone else 

and go that would be me in 5 years time, you know, it’s quite aspirational, and actually 

working for X was a really good company, they gave you lots of really good offers, 

good deals, really good incentives to stay with the company, it kind of made sense to 

stay with them, the pay wasn’t brilliant but you know, they had share save scheme, you 

could join the pension scheme and things like that they, you know, incentives made you 

want to stay there, staff discounts and all that sort of stuff, so…yeah 

MARIA: and what about the reason, or the event, or the person that made you leave the 

industry? 

MONICA: I think it was being underappreciated by the day centre manager, the pay, 

actually, the pay, they gave me a pay raise I think within 6 weeks of me starting so you 
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know I kind of knew I was doing the right job but it wasn’t communicated down to the 

day centre manager, so communication real big issue for me, it was a small charity that I 

was working for, which is a completely different aspect to working for a large company 

yeah and also doing my masters and my dissertation it made me kind of think actually 

there is other roles out there I could possibly do you know I could try and support people 

in a different way and potentially earn more money 

MARIA: Yeah, so is there an event or a person that made you then choose this career? 

MONICA: (pause 6 seconds) local authority, specifically I think it was just researching 

my dissertation and I could see there were opportunities of improving people’s health 

and wellbeing on a local level, what I was doing in a day centre was great, but I was 

only helping 50 or 60 people, actually working in a local authority there is over 300,000 

people that live in this borough, so effectively services that I develop could support and 

help all of those people, so it’s kind of you helping people on a greater scale, you know, 

and that’s what I wanted to do, that’s I thought that’s would give me some sense of self-

worth and you know that, not that I was giving back, but I was doing I was achieving 

something with my career (pause 5 seconds) I think there is some people are with now 

actually that have worked in commissioning for quite a while and you can kind of see 

what they do and how they are, and you kind of think yeah that’s what I could do, I 

could definitely do that you know I’m definitely not there yet I’ve still got loads more to 

learn which is really exciting and I think that’s why I find is so exciting because it is the 

beginning of a new career that I, yeah I could see that there is a whole world out there 

that I know nothing about, and actually that’s quite cool, cause I like to learn I think 

that’s probably why I went to university as well cause I quite like reading and things like 

and thought oh it’s, makes a new…I used to try to work out issues and why is that issue 

happening and then have a look around and oh is it because of this and this and try and 

work it out to that factor so and I can kind of do that in this job role as well, yeah. 

MARIA: great, thank you. Are there any questions that you might have or is there 

anything that you would like to either add or maybe clarify or…? 

MONICA: no I don’t think so I think hopefully I’ve answered all your questions to the 

best of my ability  

MARIA: sure you have, yeah 

MONICA: yeah, no I think everything is said and done   

MARIA: if there was anything that once I’ve transcribed I would like to clarify or ask 

you for more information about am I all right to contact you via email or…? 

MONICA: of course, yeah yeah definitely no problem, more than happy  

MARIA: well if there is nothing else that you would like to add then those are all the 

questions or this is all that I, you know, wanted to you to sort of tell me about, so thank 
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you again very much for you time and for wanting to participate, and yes I really value 

your participation because without participants, without people to interview obviously 

this research would not exist so thank you again very much for that. 

MONICA: pleasure, pleasure, I hope it goes well 

MARIA: Thank you 
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Appendix 10. Examples of Preliminary Themes  

a) Understanding Career Inheritance 

 
 
b) Understanding Self-efficacy 

 
 

 371 



  APPENDICES 
 

c) Understanding Career Inheritance 
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Appendix 11. Three Types of Theme (nodes) in NVivo  
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Appendix 12. Depression and Anxiety Services for the South East Coast of 
England 

(http://www.iapt.nhs.uk/services/services/south-east-coast-nhs-iapt-services/) 
 

Name of service Current 
Referral 
Method 

Telephone Postcode 
of service 

base 
KCA Medway PTP Self-referral 01634 406087 ME4 4AN 
Time to Talk West Sussex 
(Western locality) 

Self-referral 01243 812537 PO19 8EG 

Shepway Counselling Team 
Ltd 

Self-referral 0845 456 8972 CT21 5AN 

KCA Swale PTP Self-referral 01795 439486 ME10 1DR 
KCA Thanet PTP Self-referral 01843 293844 CT9 1NX 
East Sussex Health in Mind Self-referral 0300 003  0130 BN26 6JF 
Dartford, Gravesend & 
Swanley PCPT 

Self-referral 0800 2799 500 BR8 8AE 

Time to Talk West Sussex 
(Southern locality) 

Self-referral 01903 703540 BN11 1UR 

East Kent Primary Care 
Psychological Therapy 

Self-referral 01304 216666 CT16 2AH 

Time to Talk West Sussex 
(North East Locality) 

Self-referral 01293 843300 RH10 6AE 

Maidstone Primary Care 
Psychological Therapy 

Self-referral 0800 2799 500 ME14 1PA 

KCA Ashford PTP Self-referral 01233 639 383 TN24 8QF 
New Thoughts KCA Surrey 
(Reigate) 

Self-referral 01737 225370 RH2 7JB 

South West Kent Primary 
Care Psychological Therapy 

Self-referral 0800 2799 500 TN1 2EP 

KCA Canterbury & Coastal 
PTP 

Self-referral 01795 590 212 ME13 8AB 

New Thoughts KCA Surrey 
(Woking) 

Self-referral 01483 746 900 GU21 6HJ 

KMPT Primary Care 
Psychological Therapy 
Service (Swale and 
Sittingbourne) 

GP 01795 
845034/845038 

ME9 8DZ 

KMPT Primary Care 
Psychological Therapies 
(Medway) 

GP  01634 841524 ME4 6DQ 

Brighton and Hove 
Wellbeing Service 

GP 0300 002 0060 BN1 6AG 

MHCO Talking Therapies - 
Kent 

Self-referral 0300 555 5555 TN17 4AX 

Surrey and Borders IAPT 
Primary Care Service 

GP  0300 330 5450 KT12 1AP 
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