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ABSTRACT: Background and problem addressed: background consists of  work and re-
searches 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 
DXWKRUV�DQG�WKH�VSHFLÀF�RI �5XVVLDQ�SHUVRQQHO�ZRUN�LQ�LQWHUQDWLRQDO�KRVSLWDOLW\�FRPSDQLHV�²�
it causes topicality in our research. The 2EMHFWLYH of  the research is to reveal factors which 
LQÁXHQFLQJ�RQ�5XVVLDQ�SHUVRQQHO�FDUHHU�GHYHORSPHQW�LQ�LQWHUQDWLRQDO�FRPSDQLHV�RI �KRVSLWDO-
LW\�LQGXVWU\��IRU�H[DPSOH��DW�WKH�©+ROLGD\�,QQ�6XVFKHYVN\�+RWHOª��0RVFRZ���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 
RI �RXU�UHVHDUFK�ZH�UHYHDOHG�JURXSV�RI �IDFWRUV�ZKLFK�LQÁXHQFHG�RQ�FDUHHU�GHYHORSPHQW�RI �
managers and supervisors at «holiday Inn Suschevsky hotel»: individual qualities and com-
petencies, organizational factors of  career development. Amongst the most important fac-
tors we highlighted: experience in hospitality industry, passing different trainings, communi-
cation 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 
�����RI �DOO�WKH�ZRUNSODFHV�LQ�WKH�ZRUOG��:77&���������7KLV�LV�DQ�DW-
tractive and rapidly growing sector of  economy, which can provide a 
ORW�RI �ZRUNSODFHV��%DXP��1LFNVRQ���������7KHUH�LV�D�VSHFLÀF�SDUWLFX-
ODULW\�LQ�WKLV�HFRQRP\�VHFWRU�WKDW�IROORZV�LQWHUQDO�WHQGHQFLHV��LQ�KRVSL-
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 devel-
opment. 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 per-
sonnel’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:
�� QRUPDWLYH�TXDOLWDWLYH� PRGHO� RI � FDUHHU� GHYHORSPHQW� �LQ-

cludes innate personal characteristics and external – social-
HFRQRPLFV�IDFWRUV���7KH�IROORZHUV�DUH��'HDULQJ���������0F-
&DOO�	�+ROOHQEHFN���������'UXFNHU���������(E\�HW��DO����������
6DPVRQ��������

�� one-dimensional model of  career development focuses on the 
RQO\�RQH�IDFWRU�WKDW�LQÁXHQFHV�FDUHHU�GHYHORSPHQW��7KH�DXWKRUV�
WKDW�VKDUH�WKLV�DSSURDFK�DUH��'RQQHOO�	�+DOO���������6LPSVRQ�	�
$OWPDQ���������%XUNH�	�&ROOLQV��������

�� PXOWLSOH�PRGHO�LV�D�IXQFWLRQ�RI �VHYHUDO�IDFWRUV�WKDW�LQÁXHQFH�FD-
reer development. The followers of  this approach are: ruddy 
��������0HODPHG���������3DWWRQ�	�0F0DKRQ������), Seibert et. 
al. ���������*DUDYDQ�et. al. �������

In russian science and practice the career question was studied 
UDWKHU�ZLGHO\��(IIHQGLHY�HW�DO���������VWXGLHG�PDQDJHU·V�PRGHO�RI �
career development in russian business organizations. career as an 
HIIHFWLYH�PDQDJHPHQW�LQVWUXPHQW�ZDV�VWXGLHG�E\�6WDURELQVN\���������
(JRUVKLQ���������*UDFKHY���������:LWKLQ�WKH�IUDPH�RI �KRVSLWDOLW\�
industry there was a study about building personnel development 
E\�6HOXNRY�	�5RJRYD� ��������%XW� WKH�TXHVWLRQ� DERXW� FDUHHU� GH-
velopment of  personnel in hospitality industry within the russian 
frame is studied rather poor. That is why the subject of  my scien-
WLÀF�LQWHUHVW�LV�WR�UHYHDO�WKH�IDFWRUV�RI �FDUHHU�GHYHORSPHQW�LQ�WKH�
hospitality industry in russia. I chose the hotel “holiday Inn Mos-
FRZ�6XVFKHYVN\µ�DV�DQ�REMHFW�RI �P\�UHVHDUFK. Additionally, there 
is no synergy between models of  career which were suggested by 
IRUHLJQ�DXWKRUV�DQG�WKH�VSHFLÀF�IHDWXUHV�RI �5XVVLDQ�SHUVRQQHO�ZRUN�
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 mod-
els of  career.
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ScIenTIfIc fIeLd of The reSeArch, AIM And TASKS

6FLHQWLÀF�ÀHOG�RI �WKH�UHVHDUFK��IDFWRUV�LQÁXHQFLQJ�FDUHHU�GHYHORS-
ment of  personnel in hospitality industry.

object of  the research: managers and supervisors of  the interna-
WLRQDO�KRWHO�´+ROLGD\�,QQ�6XVFKHYVN\µ�LQ�0RVFRZ��5XVVLD��

The aim of  the research: to reveal IDFWRUV�WKDW�LQÁXHQFH�WKH�FDUHHU�
development of  managers and supervisors in the hotel “holiday Inn 
6XVFKHYVN\µ�

To achieve the aim of  the research we formed the following tasks:
�� to analyze the theoretical background of  career managing and 
FDUHHU�GHYHORSPHQW�

�� WR�UHYHDO�JURXSV�RI �IDFWRUV�ZKLFK�LQÁXHQFH�FDUHHU�GHYHORSPHQW�
�� WR�GHVLJQ�WRROV��JXLGH�LQWHUYLHZ��IRU�GRLQJ�UHVHDUFK�LQ�WKH�KRWHO�
´+ROLGD\�,QQ�6XVFKHYVN\µ�

�� to analyze documents that regulate the development system and 
SHUVRQQHO�FDUHHU�PDQDJHPHQW�LQ�´+ROLGD\�,QQ�6XVFKHYVN\µ�

�� to interview managers and supervisors in the hotel “holiday Inn 
6XVFKHYVN\µ��RSWLRQDOO\��

�� to reveal the factors of  personnel career development in the ho-
WHO�´+ROLGD\�,QQ�6XVFKHYVN\µ�

�� to make recommendations about points which are necessary for 
FDUHHU�GHYHORSLQJ�LQ�KRVSLWDOLW\�LQGXVWU\�LQ�5XVVLD��WR�PDNH�D�OLVW�
of  factors, time frames).

Theoretical factors of  career development

$IWHU�DQDO\]LQJ�VFLHQWLÀF�EDFNJURXQG�ZH�V\VWHPDWL]HG�WKH�IDFWRUV�
of  career development into several groups:
�� VRFLDO�GHPRJUDSKLF�IDFWRUV��VXFK�DV�DJH��JHQGHU��PDULWDO�VWDWXV��
�-XGJH�HW��DO����������

�� VXEMHFWLYH��LQGLYLGXDO�DQG�SHUVRQDO���ZKLFK�ZH�GLYLGHG�LQWR�LQQDWH�
�LQWHUHVWV��WDOHQW��YDOXHV��DGGLFWLRQ�WR�LQQRYDWLRQ�DQG�ULVN�DQG�HWF���
DQG�REWDLQHG�VNLOOV�DQG�FRPSHWHQFLHV��H[SHULHQFH��SURIHVVLRQDO�
VNLOOV���3DWWRQ�	�0F0DKRQ��������

�� PRWLYDWLRQDO�IDFWRUV��LQWHUHVW�WR�LQGXVWU\���$\UHV��������
�� IDFWRUV�RI �WKH�HQYLURQPHQW��PLFUR�OHYHO��WKH�VL]H�RI �D�KRWHO��OHY-
HO�RI �VWDUV��HVWLPDWLRQ�RI �D�KRWHO���GHYHORSPHQW�SURJUDPV�RI �D�
KRWHO��*DUDYDQ�HW�DO����������PDFUR�OHYHO��JHRJUDSKLFDO�ORFDWLRQ��
political situation, historical background, labor market, societal 
�FXOWXUDO�HQYLURQPHQW��HFRQRPLF�HQYLURQPHQW��HWKQLF�HQYLURQ-
PHQW��VRFLDO�FKDQJHV���5XGG\��������

,W�LV�QHFHVVDU\�WR�SRLQW�RXW�WKDW�VXFK�W\SH�RI �WKH�IDFWRU�FODVVLÀFDWLRQ�
isn’t strict, because the same factors we can relate to different groups 
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�:KLWHODZ�������� Such tendency is observed in different models of  ca-
reer and their critical reviews. The factors of  career development: social-
GHPRJUDSKLF��VXEMHFWLYH��SHUVRQDO���IDFWRUV�RQ�HQYLURQPHQWDO�OHYHO�KDYH�
FRPSOH[�IXQFWLRQ��7KLV�FRPSOH[�IXQFWLRQ�LQÁXHQFHV�FDUHHU�GHYHORSPHQW��
We should point out that the notion of  career and career development 
KDV�D�GRXEOH�QDWXUH��REMHFWLYH��IURP�WKH�SRLQW�RI �YLHZ�RI �IDFWRUV�RI �FD-
UHHU�GHYHORSPHQW��DQG�VXEMHFWLYH��IURP�WKH�SRLQW�RI �YLHZ�RI �HPSOR\-
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 
WKH�SHUVRQQHO�LQWHUYLHZV�DW�́ +ROLGD\�,QQ�6XVFKHYVN\µ��DQDO\VLV�RI �GRF-
uments and regulations of  the hotel staff.

MeThodoLoGY 

To research the factors of  career development is important for the 
KRWHO�LQ�GLIIHUHQW�ZD\V��HPSOR\HH·V�PRWLYDWLRQ��IRU�H[DPSOH��IRU�LPSURY-
ing service quality), staff  turnover reduction, increasing personnel loy-
DOW\��,I �DQ�HPSOR\HH�KDV�D�ZHOO�GHÀQHG�SLFWXUH�RI �FDUHHU�GHYHORSPHQW�
in 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 
�LQFOXGLQJ�WKH�+XPDQ�5HVRXUFHV�GHSDUWPHQW��DQG�VXSHUYLVRUV��7KLV�FDW-
egory of  the personnel is the most interesting in the terms of  career de-
YHORSPHQW��IDFWRUV�RI �FDUHHU�GHYHORSPHQW���7KHUH�DUH�VRPH�UHDVRQV�IRU�
that: they have enough experience in the service sector and hospitality 
EXVLQHVV��%HLQJ�H[SHUWV�LQ�WKLV�ÀHOG�WKH\�FDQ�GHÀQH�LPSRUWDQW�TXDOLWLHV�
and competencies that are necessary for developing in hospitality industry.

by adopting theoretical models of  career, which include a set of  char-
DFWHULVWLFV�IRU�FDUHHU�GHYHORSLQJ��DQG�DGGLQJ�WKH�PRGHO�E\�WKH�VSHFLÀF�IDF-
tors 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.
7KH� ORJLF�RI � WKH�ÀUVW� VWDJH�ZDV� WR� DQDO\]H� WKH�KRWHO�GRFXPHQWV�

�´+ROLGD\�,QQ�6XVFKHYVN\µ��WKDW�LQFOXGH�LQIRUPDWLRQ�DERXW�SHUVRQ-
QHO�HVWLPDWLRQ��EHQHÀWV��WKH�LQIRUPDWLRQ�WKDW�LV�QHFHVVDU\�WR�OHDUQ�KRZ�
WR�UDLVH�FRPSHWHQFLHV�LQ�GLIIHUHQW�ÀHOGV�RI �ZRUN��WKH�SKLORVRSK\�WKH�
hotel is following.

There were analyzed regulations and documents: staff  provision, 
the system of  staff  estimation, the system that relates to personnel 
UHVXOWV�RI �ZRUN��WUDLQLQJ�SURJUDPV��EHQHÀW�SURJUDPV��DSSUHQWLFHVKLS�



VInoGrAdoVA ���

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 
6XVFKHYVN\µ��7KHLU�ZRUN�H[SHULHQFH�LQ�KRVSLWDOLW\� LQGXVWU\�ZDV�PLQL-
PXP�WKUHH�\HDUV��DW�OHDVW�RQH�\HDU�LQ�WKH�KRWHO�́ +ROLGD\�,QQ�6XVFKHYVN\µ�
)RU�WKH� LQWHUYLHZ�WKH�VSHFLDO�JXLGH��OLVW�RI �TXHVWLRQV��ZDV�PDGH��

which includes questions about: what helped the respondents’ career 
GHYHORSPHQW�LQ�WKH�KRWHO�́ +ROLGD\�,QQ�6XVFKHYVN\µ��SHUVRQDO�TXDOLWLHV�
�LQLWLDWLYH��KDUG�ZRUN��DFWLYLW\���HGXFDWLRQ��VSHFLDOL]HG�RU�QRW�VSHFLDO-
L]HG���H[SHULHQFH��LQ�WKH�KRWHOV�RI �WKH�,QWHUVWDWH�FKDLQ��RWKHU�KRWHOV���
the help of  other people in the respondents’ development, corporate 
SURJUDPV�WKDW�SURYLGH�EHWWHU�HGXFDWLRQ�DQG�TXDOLÀFDWLRQ�
7KH�PHWKRGV�RI �TXDOLW\�LQIRUPDWLRQ�SURFHVVLQJ��FODVVLÀFDWLRQ��DQDO-

ysis of  the most typical and exceptional cases.

reSuLTS

As a result of  our research we got several factors of  career devel-
RSPHQW��WKH�EDFNJURXQG�LV�WKHRUHWLFDO�DQG�HPSLULFDO���LQGLYLGXDO�TXDOL-
ties and competencies, organizational factors of  career development.

We can divide the individual factors of  personnel career develop-
PHQW�LQ�WKH�KRWHO�´+ROLGD\�,QQ�6XVFKHYVN\µ�LQWR�WZR�JURXSV��LQQDWH�
and 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 Acquired

��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 infor-

mation
��Attentiveness
��communication activity
��Willingness to work
��6HOI�FRQÀGHQFH
��discipline
��Initiative

��.QRZOHGJH�DQG�HGXFDWLRQ��WKH�HGXFD-
WLRQ�VSHFLDOL]DWLRQ�GRHV�QRW�LQÁXHQFH�
career development)
��experience
��Ability to work in a team, communica-

tion not only about professional topics
��A clear understanding of  one’s respon-

sibilities
��responsibility
��resistance to stress
��Ability to solve problems, the skill and 
DELOLW\�WR�ZRUN�ZLWK�´SUREOHP�JXHVWVµ
��3HUVRQLÀFDWLRQ
��customer focus, empathy
��Qualitative performance of  one’s work
��competent speech
��courage to make decisions in the 

frames of  competence
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��diligence
��openness and willingness to help
��The ability of  quickly responding to dif-

ferent circumstances

��Ability to take responsibility
��Ability to set priorities in the workload 
DQG�ZRUN�FRQWHQW��LW�LV�HVSHFLDOO\�LPSRU-
tant at the management level in hospi-
tality 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 re-
lated to both groups as such qualities could be innate for a person or 
learned through professional activity. Trainings can be considered or-
ganizational factors of  personnel’s career development in “holiday Inn 
6XVFKHYVN\µ�²�WUDLQLQJV��7KHUH�DUH�GLIIHUHQW�W\SHV�RI �WUDLQLQJV�IURP�
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 
SHUVRQQHO�WKH�VSHFLÀF�SRLQWV�RI �WKH�ZRUN�LQ�WKH�GHSDUWPHQW��WR�
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  experi-
ence, showing the high level of  work.

from the staff  point of  view there are:
�� ��WUDLQLQJV�IRU�WKH�OLQH�SHUVRQQHO�
�� ��WUDLQLQJV�IRU�WKH�PDQDJHUV��WRS�PDQDJHPHQW�DQG�RSHUDWLRQDO�

management.
Trainings for the top-management are done by a managing company 

,+*��,QWHUFRQWLQHQWDO�+RWHO�*URXS���WKH�JRDO�LV�WR�WHDFK�WKH�WRS�PDQ-
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.
7KHUH�DUH�D�ORW�RI �EHQHÀWV�IURP�WUDLQLQJV�
1. Personal development of  an employee.
2. Professional development of  an employee.
3. The growth of  the service quality in the hotel – organizational 
EHQHÀW�

Innate Acquired

(cont.)
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A manager of  the human resources department pointed out the 
important qualities that should the personnel have:
�� UHVSRQVLELOLW\�
�� NQRZOHGJH�RI �OHJLVODWLRQ�
�� FRPPXQLFDWLRQ�VNLOOV��DELOLW\�WR�PDQDJH�VWDII �LQ�WKH�ULJKW�ZD\�
�� DELOLW\�WR�ZRUN�ZLWK�D�ODUJH�DPRXQW�RI �GRFXPHQWDWLRQ�
�� NQRZLQJ�RSHUDWLRQDO�SURFHVVHV�LQ�WKH�KRWHO��IURP�FDUU\LQJ�D�WUD\�
WR�VSUHDGLQJ�SDUW�RI �ZRUN�EHWZHHQ�WKH�VWDII��

�� experience in the hospitality sector and the service sector of  
economy.

7KH�PDQDJHPHQW�LQ�WKH�KRWHO�´+ROLGD\�,QQ�6XVFKHYVN\µ�SD\V�D�ORW�
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 
DQG�RI �WKH�EHVW�HPSOR\HH�

�� WKH�SHUVRQQHO�HVWLPDWLRQ�V\VWHP�
�� WKH�EHQHÀW�SURJUDPV�WKDW�PRWLYDWH�VWDII �IRU�SURIHVVLRQDO�JURZWK�

and increasing the service quality.
We could concretize the factors of  career development from the 

WKHRUHWLFDO�EDFNJURXQG�E\�WKH�VSHFLÀF�SRLQWV�RI �WKH�KRWHO�´+ROLGD\�
,QQ�6XVFKHYVN\µ�

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:
�� H[SHULHQFH�LQ�KRVSLWDOLW\�LQGXVWU\�
�� SDVVLQJ�GLIIHUHQW�WUDLQLQJV�
�� 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 ques-
tions. 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 engi-
neering department�LQ�́ +ROLGD\�,QQ�6XVFKHYVN\µ�SRLQWHG�RXW�WKDW�
collective interaction of  the whole hotel is very important. When 
WKH�SHUVRQQHO�RI �WKH�KRWHO��LQ�JHQHUDO��GLGQ·W�FRPPXQLFDWH�²�WKH\�
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 depart-
ments and their work, there was no miscommunication in carry-
LQJ�RXW�RIÀFLDO�GXWLHV��:H�VKRXOG�WDNH�LQWR�DFFRXQW�WKDW�D�KRWHO�LV�
D�´ZKROH�PHFKDQLVPµ��ZKHUH�IDLOXUH�RI �RQH�RI �LWV�SDUWV�ZRXOG�EH�
the 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 oppor-
tunity to develop career. for example, the reception supervisor 
LQ�´+ROLGD\�,QQ�6XVFKHYVN\µ�SRLQWHG�RXW�WKDW�VKH�ZRXOGQ·W�JR�
WR�ZRUN�LQ�DQRWKHU�KRWHO��HYHQ�LI �WKH�VDODU\�ZDV�KLJKHU���EHFDXVH�
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 
LQ�FDUHHU�GHYHORSPHQW�RI �PDQDJHUV�DQG�VXSHUYLVRUV�LQ�WKH�KRWHOV��RQ�
WKH�H[DPSOH�RI �WKH�KRWHO�´+ROLGD\�,QQ�6XVFKHYVN\µ��
�� education and accumulating positive experience, increasing ser-

vice quality. colleagues’ openness in conducting experience and 
education.

�� ,QWUD�RUJDQL]DWLRQDO� FRPPXQLFDWLRQV� �ERWK� LQVLGH� WKH� GHSDUW-
ments and in the whole organization). Increasing mutual under-
standing in the performance of  duties and respect rising. In that 
way the quality of  service is increasing too.

�� &RPIRUWDEOH�FOLPDWH�LQ�WKH�WHDP��WKH�VR�FDOOHG�́ FROOHFWLYH�IDPLO\µ��
The employees’ loyalty to organization is the result of  this. Link-
ing 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 
WKH�PRVW�LPSRUWDQW�IDFWRU�WKDW�LQÁXHQFHV�FDUHHU�GHYHORSPHQW��6XFK�
deduction we got from interviewing the managers and supervisors of  
WKH�KRWHO�́ +ROLGD\�,QQ�6XVFKHYVN\µ��7KHVH�IDFWRUV�KDG�WKH�ELJJHVW�UHI-
erence among the respondents.

Limitations

The limitation of  the research: it was carried out only in one hotel 
²�´+ROLGD\�,QQ�0RVFRZ�6XVFKHYVN\µ��7KH�VDPSOH�LV�UHSUHVHQWDWLRQDO�
ZLWKLQ�WKH�IUDPHZRUN�RI �WKH�KRWHO�´+ROLGD\�,QQ�6XVFKHYVN\µ��7KH�UH-
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  person-
nel. Moreover, factors of  career development can differ. It depends on 
WKH�KRWHO·V�HVWLPDWLRQ��WKH�OHYHO�RI �VWDUV��IRU�H[DPSOH���WKH�VL]H�RI �WKH�
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 
6XVFKHYVN\µ�LQ�VHYHUDO�GLUHFWLRQV�

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 motiva-
tion 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 
�JXHVWV·�OR\DOW\�ZLOO�LQFUHDVH���SURÀW�ZLOO�JURZ��7KH�PDLQ�LQWHUHVW�
RI �VWDNHKROGHUV�ZLOO�EH�VDWLVÀHG�

The present study is pilot. our research is the basis for carrying out 
D�ELJJHU�VXUYH\��ZLWK�D�VDPSOH�RI ����²����SHRSOH���LQ�ZKLFK�PDQDJHUV�
and supervisors of  the whole hotel chain operated by IhG would take 
part. The revealed factors of  career development would help to build 
WKH�IXWXUH�UHVHDUFK�GHVLJQ��7KH�LGHQWLÀHG�IDFWRUV�RI �FDUHHU�GHYHORS-
ment will be indicators for making questions in the questionnaire. Af-
ter analyzing this questionnaire we would be able to check the reliabil-
ity 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  hos-
pitality industry. The model would include factors of  career develop-
ment revealed by the qualitative method and proved by the quantita-
WLYH�PHWKRG��RQ�D�ELJJHU�VDPSOH��
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