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ABSTRACT: Background and problem addressed: background consists of work and researches of russian and international authors, dedicated to revealing of career development
factors. but there is no synergy between models of career which were suggested by foreign
it causes topicality in our research. The

of the research is to reveal factors which
Methodology:
were used qualitative methods: documents analysis and deep semi-structured interview with
experts – managers and supervisors at «holiday Inn Suschevsky hotel». Results: As a result
managers and supervisors at «holiday Inn Suschevsky hotel»: individual qualities and competencies, organizational factors of career development. Amongst the most important factors we highlighted: experience in hospitality industry, passing different trainings, communication and climate in the collective. These results are pilot. We plan to continue our research
with a bigger sample. Keywords: career, career development, factors of career development,
models of career.

ProbLeM And ToPIcALITY
260 million people work in hospitality industry worldwide. This is
tractive and rapidly growing sector of economy, which can provide a
tality industry) and external circumstances of the labor market in spite
of high level potential of this sector of economy.
career of an employee is characterized as temporary. In this way deery
points out that hospitality sector has a high rate of staff turnover.
That is why it is necessary to learn the factors of career development. It is necessary to understand how personnel develops,
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which qualities and competencies are important for that. If we
understand this mechanism of staff developing in a company, we
would be able to use it as an instrument of motivation and personnel’s loyalty, effective staff managing. If we learn the model
of career development we can set up the necessary and principal
emphasis in personnel’s managing. The question about career and
career development is widely studied by scientists worldwide. In
international studies there were built several approaches about
career development:
cludes innate personal characteristics and external – socialone-dimensional model of career development focuses on the

reer development. The followers of this approach are: ruddy
), Seibert et.
al.
et. al.
In russian science and practice the career question was studied
career development in russian business organizations. career as an
industry there was a study about building personnel development
velopment of personnel in hospitality industry within the russian
frame is studied rather poor. That is why the subject of my scienhospitality industry in russia. I chose the hotel “holiday Inn Mos. Additionally, there
is no synergy between models of career which were suggested by
in hospitality companies. These several points form the topicality
matter in my research.
In that way the theme about career of russian personnel in
hospitality companies can be useful in several directions: building
quality system of personnel’s development, forming staff ’s loyalty
to the company, constructing typical schemas and individual models of career.

VInoGrAdoVA

ScIenTIfIc fIeLd of The reSeArch, AIM And TASKS
-

ment of personnel in hospitality industry.
object of the research: managers and supervisors of the internaThe aim of the research: to reveal
development of managers and supervisors in the hotel “holiday Inn
To achieve the aim of the research we formed the following tasks:
to analyze the theoretical background of career managing and

to analyze documents that regulate the development system and
to interview managers and supervisors in the hotel “holiday Inn
to reveal the factors of personnel career development in the hoto make recommendations about points which are necessary for
of factors, time frames).
Theoretical factors of career development
of career development into several groups:

political situation, historical background, labor market, societal
isn’t strict, because the same factors we can relate to different groups
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Such tendency is observed in different models of career and their critical reviews. The factors of career development: socialWe should point out that the notion of career and career development
ee’s personal attitude to career development and professional activity).
The revealed factors of career development from different career
models would be the basis for the synergy with the information from
uments and regulations of the hotel staff.
MeThodoLoGY
To research the factors of career development is important for the
ing service quality), staff turnover reduction, increasing personnel loyin the hotel, knows the qualities and competences, it will be easier for
the staff to understand their prospects in the hotel.
The respondents of the research are the managers of the departments
egory of the personnel is the most interesting in the terms of career dethat: they have enough experience in the service sector and hospitality
and competencies that are necessary for developing in hospitality industry.
by adopting theoretical models of career, which include a set of chartors from the hospitality business, we could get qualities and competencies
that a manager should have for career development in hospitality industry.
In our research we used qualitative methods: document analysis and
the deep semi-structured interview.
The research consists of two stages.
hotel is following.
There were analyzed regulations and documents: staff provision,
the system of staff estimation, the system that relates to personnel
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programs for the new staff. This information was used for conducting
the second stage of our research – the deep semi-structured interview.
Ten managers of the departments and supervisors participated in the
interview. It’s 30% of all the managing staff of the hotel “holiday Inn
which includes questions about: what helped the respondents’ career
the help of other people in the respondents’ development, corporate
-

ysis of the most typical and exceptional cases.
reSuLTS

As a result of our research we got several factors of career develties and competencies, organizational factors of career development.
We can divide the individual factors of personnel career developand acquired. These qualities are described more deeply in Table 1.
Table 1. Employee’s individual qualities and competencies of career
development in the hotel “Holiday Inn Suschevsky”
Innate
To be friendly
responsibility
Mutual
Mutual aid and assistance to colleagues
Goodwill
Love for people
courtesy
resistance to stress
Willing to learn
communication skills
A good memory for faces and information
Attentiveness
communication activity
Willingness to work
discipline
Initiative

Acquired
career development)
experience
Ability to work in a team, communication not only about professional topics
A clear understanding of one’s responsibilities
responsibility
resistance to stress
Ability to solve problems, the skill and
customer focus, empathy
Qualitative performance of one’s work
competent speech
courage to make decisions in the
frames of competence
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(cont.)
Innate
diligence
openness and willingness to help
The ability of quickly responding to different circumstances

Acquired
Ability to take responsibility
Ability to set priorities in the workload

tant at the management level in hospitality industry to take into account such
characteristic as seasonality)

Some qualities such as responsibility, resistance to stress and the
ability of quickly responding to different circumstances can be related to both groups as such qualities could be innate for a person or
learned through professional activity. Trainings can be considered organizational factors of personnel’s career development in “holiday Inn
the organizational point of view:
Inside the department. Most of all such trainings are done by
the supervisor of the department. The main aim is to teach the
get professional skills.
Trainings inside the hotel. Such trainings are done by the human
resources department or the general manager of the hotel. The
main aim of such type of trainings is to teach the personnel the
standards in the hotel chain.
cross – trainings between different hotels of the same chain. The
main aim of such trainings is the personnel exchange of experience, showing the high level of work.
from the staff point of view there are:
management.
Trainings for the top-management are done by a managing company
agers the new philosophy of the brand, how to follow this philosophy
and to implement new rules, for example. After that top-management
teaches operational management about new rules and principles in the
hotel. Then operational management implements new knowledge on
the department level.
1. Personal development of an employee.
2. Professional development of an employee.
3. The growth of the service quality in the hotel – organizational
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A manager of the human resources department pointed out the
important qualities that should the personnel have:

experience in the hospitality sector and the service sector of
economy.
of attention to the personnel career development. We revealed from
documents in the human resources department that there are:
the system that publicizes the results of the hotel work in general

and increasing the service quality.
We could concretize the factors of career development from the
having interviewed the managers and supervisors, we could point
out factors of career development that play an important role within
the frames of staff career development in the hotel. There are:
communication and climate in the team.
The team plays the most important role in the employees’ career
development. All the respondents pointed out the role of the team in
their career development:
1. openness of the managers to the staff: exchange of experience,
the personnel aren’t afraid to come to the manager and ask questions. In this way there are fewer mistakes in the employees’ work,
he/she accumulates positive work experience. It plays a good role
in the staff development.
2. communication is necessary not only inside the department, but
generally in the whole organization. The manager of the engineering department
collective interaction of the whole hotel is very important. When
didn’t understand the importance of work of every department,
for that reason there was miscommunication between the staff,
and as a result lower quality service was provided to the guest.
When collective interaction was established in the whole hotel,
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the employees from different departments communicated on a
personal level: mutual respect appeared between different departments and their work, there was no miscommunication in carrythe reason for failure in the functioning of the whole organization.
3. The team plays a huge role from the point of view of loyalty. If
an employee is loyal to the organization, he/she has an opportunity to develop career. for example, the reception supervisor
for her the team that was formed in her department and in the
whole hotel is very important.
To sum up, we can point out three main directions of the team role
education and accumulating positive experience, increasing service quality. colleagues’ openness in conducting experience and
education.
ments and in the whole organization). Increasing mutual understanding in the performance of duties and respect rising. In that
way the quality of service is increasing too.
The employees’ loyalty to organization is the result of this. Linking an employee with the organization on the emotional level.
development – in the organization.
In our research we pointed out climate in the team and trainings as
deduction we got from interviewing the managers and supervisors of
erence among the respondents.
Limitations
The limitation of the research: it was carried out only in one hotel
sults of our research are pilot. That is why we cannot consider factors
of career development for the whole personnel. The reason is that only
one hotel was studied in our research and only one category of personnel. Moreover, factors of career development can differ. It depends on
hotel. We should take this factors into account in case of a larger study.
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Opportunities
The present research is useful for the hotel “holiday Inn Moscow
1. from the personnel point of view: new staff will be more loyal if
they know how they can develop in the hotel and what qualities
and competences are required for that. The personnel who know
about career prospects in the hotel will try to build career there,
the staff turnover will be reduced, at the same time the motivation level for making the service better will increase.
2. from the human resources department point of view: knowing about
the most important factors of career development will help to build
the training system in right way. for example, if the climate in the team
is necessary for career development and loyalty of the personnel, they
should pay bigger attention to communication improvement between
the personnel both inside one department and inside the whole hotel.
3. from the organizational point of view: the quality of service will
increase, that is why a guest will be pleased with the hotel service
The present study is pilot. our research is the basis for carrying out
and supervisors of the whole hotel chain operated by IhG would take
part. The revealed factors of career development would help to build
ment will be indicators for making questions in the questionnaire. After analyzing this questionnaire we would be able to check the reliability of the revealed factors of career development by the quantitative
method – the application of econometric apparatus.
The expected results from the future research would be the models
of career development for russian personnel in companies of hospitality industry. The model would include factors of career development revealed by the qualitative method and proved by the quantita-
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