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Abstract

The purpose of this paper is to analyse the career exploration trends among hospitality employees during the COVID-19
pandemic, gain insights into the labour shortages, and provide implications for the future of the hospitality industry’s workforce.
The pandemic decimated local, national, and international mobility, decimating the hospitality industry. All the hospitality organiza-
tions downsized, furloughed and/or reduced the compensation of their employees to keep up with turbulent times. Post-pandemic,
the hospitality industry is ready to rehire the employees that were laid off or furloughed during the pandemic. However, the em-
ployees have not returned, and the industry is undergoing chronic labour shortages. Using the tenets of the career exploration
theory, we collected data from 198 individuals who were/are employed in the hospitality industry about their career exploration
tendencies during the pandemic. The results showed heightened levels of career exploration within and outside the hospitality
industry; it is imperative that HRD practitioners should respond to the changing needs of hospitality industry employees. The
study contributes to the lifespan approach to career exploration by highlighting self-exploration and environmental exploration by
hospitality industry employees during the pandemic irrespective of demographic differences.
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Career exploration is a process characterized by exploratory
behaviours and cognitions relating to vocational development
(Stumpfetal., 1983). Individuals exhibit exploratory behaviour
by actively questioning, experimenting, and weighing various
choices before making decisions (Crocetti et al., 2013).
When COVID-19 overwhelmed the world in a matter of
weeks, employees working in the hospitality industry were
especially affected due to restrictive government guidelines
that negatively impacted the hospitality industry. During the
initial stages of the pandemic, citing public health concerns,
governments across the world used emergency powers to
restrict an individual’s ability to travel, visit other places, and
meet other people for professional, recreational, or personal
reasons. These restrictions and lockdowns impacted the
hospitality industry very badly—restaurants limited to take-
outs, capacity reduction for meeting spaces due to social
distancing guidelines, and travel restrictions and stay-
at-home orders impacting hotel occupancies etc. (Gursoy &
Chi, 2020). In addition, the pandemic crisis caused closures
of hotels, restaurants, and tourism-related businesses,
resulting in layoffs and smaller job market (Park & Jones,
2021; Tu et al.,, 2021). Deserted tourist hotspots, empty
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city centres, museums locked, beaches blocked, flights in
storage, and cancelled events became normal during the
onslaught of the pandemic. Considering all the negative
impacts, the hospitality industry made substantial changes
to their operations during the COVID-19 and post-COVID-19
business environment to enhance customers’ willingness to
patronize their business (Gossling et al., 2020). In line with
a study conducted by Gursoy and Chi (2020), reopening
of restaurants and hotels did not bring back customers
immediately. Dwindling finances, labour shortages, and high
operating costs ended many hospitality-oriented businesses
in the short term.

In these unprecedented times, hospitality operators and
employees are coping with elevated levels of anxiety and
uncertainty. In the early days of the pandemic, employment
fell by half between February 2020 and April 2020 in leisure
and hospitality, which includes restaurants and hotels (Bartik
et al., 2020). The COVID-19 related restrictions have led to
the highest level of disruptions both locally, nationally, and
internationally for the hospitality industry (Bajrami et al.,
2021), and the World Travel and Tourism Council estimated
anywhere from 98 to almost 200 million travel and tourism
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jobs were lost worldwide (WTTC, 2020). Layoffs and furloughs
became common in the hospitality industry during the crisis,
and the uncertainty of the future job market is a cause of
concern among hospitality workers. A study by Chen (2020)
revealed that most hospitality workers felt panicked about the
crisis and the lack of support hampered their abilities to cope
with the crisis. Another after effect of COVID-19 is that the
general workforce is getting anxious regarding their future
career (Mahmud et al., 2020). In addition to employment
and health risks, essential workers like hospitality employees
face psychological strain from conducting their work while
distancing from others, wearing protective gear, and constantly
sanitizing, all regular reminders of the serious public and
personal health threat of human contact (Autin et al., 2020).
The pandemic brought changes in the organization of work
that reinforced career management skills, such as career
adaptability and resilience. Organizations, supervisors, and
employees are key agents that can influence employee career
development while putting HRD as the central facilitator in
that process. Career development from an HRD perspective
must address employees, organizational influences, and
support mechanisms. Career exploration is an integral part
of career development where employees themselves show
an adequate level of accountability and responsibility to
review their career and to develop their skills and abilities for
career advancement. Re-emphasizing career development
as a core component of HRD highlights the significance of
career development theories in adjusting to pandemics and
crises that impact individual career goals and organizational
strategic goals and opportunities.

Career exploration focuses on the self and the environment as
the sources of career exploration (Stumpf et al., 1983). Career
exploration is also characterized by the amount of exploration
the individuals are willing to undertake (Stumpf et al., 1983).
Flum and Blustein (2000) contended that the career exploration
process encompasses the exploration and evaluation of a
broad set of internal attributes and external opportunities and
constraints in relation to various career-relevant contexts.
Traditionally, career exploration was perceived to happen
during adolescence or early adulthood when individuals
venture into making decisions about their future career choices
(Jiang et al., 2019). However, individuals continue exploring
their careers throughout their lifespan beyond adolescence.
Research suggests that people explore their careers over
their lifespan for a variety of reasons—for career development,
due to unemployment, risk of losing employment, undesirable
employment, work environment, a life event etc. (Koen et al.,
2010; Lent & Brown, 2013; Taveira & Moreno, 2003;). As Flum
and Blustien (2000) stated, the boundary-less nature of careers
requires people to continuously engage in career exploration
across their lifespan.
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The World Travel and Tourism Council (WTTC, 2020) report
published in November 2020 reported the number of travel
and tourism related jobs lost worldwide in 2020 to be 142.6
million (19.8 million in United States) and projected that the
losses will go up to 174.4 million jobs worldwide (24.7 million
in United States) by early 2021. Given the state of affairs in
the hospitality industry including the severe labour shortages
felt across the globe, this study is focused on hospitality
employees with the following objectives: First, to understand
the scope of employment disruptions in the hospitality
industry during COVID-19; second, to explore the career
exploration trends among hospitality employees and whether
the trends are influenced by any demographic factors, and
third, to explore what the career exploration trends mean to
workforce availability in the hospitality industry in the future.
Additionally, the post-pandemic world is re-defining work and
as HRD researchers, we must place an urgent emphasis on
the career exploration of older individuals, such as adult and
aged workers, who tend to engage in self-and environmental
exploration for professional development. or enhancement, or
due to life events.

Review of relevant literature

Investigating and exploring the career exploration trends
among hospitality workers during the COVID-19 pandemic
merits understanding of the hospitality industry and the
concept of career exploration. It is important to understand the
context of the study, and literature reviews seek to describe,
summarize, evaluate, clarify, and/or integrate the content
in the existing scholarship in a particular field (Kurian &
Nafukho, 2021). In this section, we briefly review the impacts
of previous crises on the hospitality industry and then focus
on the COVID-19 pandemic. Hospitality is the largest sector
within the travel and tourism economy and is also a vital
ingredient of the tourism experience (Davidson et al., 2010). It
is important to consider that the industry is always vulnerable
during crises (Wang & Ritchie, 2012). Scholars have identified
that the effect of a crisis on the hospitality industry varies and
it can affect both supply and demand (Kubickova et al., 2019).
In addition, the level of impact will depend on numerous
factors including the geographical scope of the crisis (global or
local), economic and political condition in the country, as well
the tourist’s country of origin (Kubickova et al., 2019; Perles-
Ribes et al., 2016). In general, during a crisis, companies
tightened their budgets and business travel decreased
dramatically. Most organizations restricted their non-essential
travel, conferences, and corporate events (Smeral, 2010).
This decline in business travel causes financial challenges for
hotels, airlines, and other hospitality service providers.
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The 2008 economic downturn and the terrorist attacks of 9/11
also reduced the number of tourists in general (Kubickova
etal., 2019). The 2008 crisis specifically made tourists more
price sensitive (Naidoo et al., 2010), while the 9/11 attack
made Americans afraid of flying by airplane (Seaney, 2011).
Tourists were more likely to take shorter trips and substitute
their international travels for domestic ones (Rittichainuwat
et al., 2014). Shifts in consumer behaviours will always
influence hotel companies to revisit their strategies (Smeral,
2010). Hotels may have to offer lower prices or other incentives
to certain groups of individuals or companies to save their
business.

Hospitality industry and COVID-19

The hospitality industry includes a broad category of fields
within the service industry such as lodging, food and drink
service, event planning, theme parks, transportation, cruise
line, travelling, and other additional fields within the tourism
industry (BLS, 2019). The hospitality industry has increased its
role in many countries on account of its direct contribution to
gross domestic product (GDP), job creation and employment,
and has important spillover effects in contributing to economic
and social progress consequently strengthening national
economies (Cut-Lupulescu et al., 2014). The American Hotel &
Lodging Association (2020) stated that the hotel industry was
the first to be negatively impacted by the pandemic and will be
the last one to recover.

According to Jones and Comfort (2020), millions of people
employed in the hospitality sector who have already lost their
jobs during the pandemic, have been thrown into the poverty
abyss while others were experiencing extremely elevated
levels of job insecurity and physical and psychological
risks associated with it. COVID-19-induced layoffs have
become a serious socio-economic problem that influences
employee well-being (both laid off and surviving) putting
organization survival in flux (Tu et al., 2021). Most positions
in the hospitality industry have a high degree of personal
contact with customers/guests and thus customer-facing
hospitality employees are at a higher risk of being infected
by others. Employees in the hospitality industry are highly
susceptible to health-related crises due to various factors-
high volume of patrons, large staff work teams, exposure to
intra- and international travellers, the potential for contagion
through cross-contamination, and multiple pathogen delivery
mechanisms (e.g., surfaces, cutlery and crockery, food)
(Hu et al., 2021). This further contributes to employees’ job
insecurity and turnover intentions (Bajrami et al., 2021). As
a result, due to fear of an imminent infection by working in
the hospitality industry, employees were choosing to remain
unemployed and explore careers in other industries further

contributing to labour shortages in the hospitality industry
(Tu et al., 2021), Thus, it is critical to understand this vicious
cycle of employment in the hospitality industry to support its
sustenance.

Career exploration

Involuntary job loss or experiencing a colleague’s job loss
is one of the most difficult situations that an employee will
encounter in their career. Most unemployment literature
focuses on the negative effects and profound difficulties that
job loss creates for the affected individuals and surviving
individuals; another aspect of a job loss experience (either as
impacted or a survivor) is the impact of the individuals’ career
and outlook. Jones (1989) found that some individuals, while
viewing job loss as a negative life event, also appreciated it as
an opportunity to change their direction in life and to improve
their career prospects. This is especially true in the current
context of the pandemic.

As an individual adapts to job loss, the adaptation phase
is characterized by reflection, the exploration of various
career options, and by career planning (Zikic & Klehe, 2006).
Traditionally, career exploration was most associated with the
school-to-work transition as a critical stage in an individual’s
career development (Super, 1957). It refers to “purposive
behaviour and cognitions that afford access to information
about occupations, jobs, and organizations that was not
previously in the stimulus field” (Stumpf, et al., 1983, p. 192).
Stumpf and colleagues noted that the career exploration
process involves four aspects: (1) where one explores, (2)
how one explores, (3) how much one explores, and (4) what
one explores (i.e., the focus of exploration). As research
progressed, career exploration was seen as the gathering of
information relevant to the progress of one’s career, which
is a lifelong process that is triggered particularly during
transitions in life (Blustein, 1997; Stumpf et al., 1983; Zikic &
Hall, 2009). Career exploration involves gathering career-
related information and testing hypotheses about the self
and the environment to reach career goals (Hall, 1986). Hall
(1986) also found that irrespective of how one has settled into
a routine or the outcomes of such career exploration, routines
will change or be disrupted, either voluntarily or involuntarily,
and this will often cause one to engage in another cycle of
career exploration. According to Stumpf and colleagues
(1983), an individual will typically look for information about
his or her own vocational interests and skills (i.e., career self-
exploration) or the activities one can expect to be doing in
a specific job (i.e., career environment exploration) before
making any career decision. Environmental exploration is
an individuals’ investigation of various career options by
proactively collecting information on jobs, organizations,
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occupations, or industries that allow more informed career
decisions (Hall, 1986). Self-exploration focuses on exploring
one’s own interests, values, and experiences to reflect on
one’s career and to gain a deeper understanding of oneself
(Zikic & Hall, 2009).

With increasing career options, career exploration is
becoming more challenging. Individuals are also becoming
more cognizant of impending changes in job responsibilities
due to societal expectations, the rapidly changing nature of
employment, and technological advancements changing the
nature of certain jobs and industries (Storme & Celik, 2018).
Given the increasing prevalence of job insecurity across the
globe coupled with COVID-19 induced employment changes,
career exploration during periods of rapid change needs to
be aggressively studied. Job loss, impending job loss, or job
insecurity can motivate an employee to prepare and plan
for re-entry into the job market. Scholars have argued that
initial exploration activities happen during early adulthood
to reach a career decision point and subsequently to reach
a fit, find a niche and establish career routines (Zikic &
Hall, 2009). However, these routines may change or be
interrupted voluntarily or involuntarily at various stages of life,
irrespective of the extent to which individuals settle into such
a career routine, and as a result, may lead to another cycle of
exploration (Hall, 1986; Zikic & Hall, 2009). Research suggests
that unemployed adults, those at risk of losing employment or
those in undesirable employment, prioritize re-employment
as the key focus of career exploration (Koen et al., 2010).
According to Klehe and colleagues (2011), during periods
of organizational downsizing or dramatic disruptions, career
exploration tends to foster negative outcomes (e.g., reduced
loyalty and increased turnover intentions) that increase
employees’ actual voluntary turnover. A review of career
exploration studies (Jiang et al., 2019) found that adolescents
or early adults in the pre-employment stage explore the self
and the environment to develop career interests and seek job
opportunities.

The COVID-19 pandemic has forced employees to consider
the reality of its impact on career goals. Employees have
been forced to reconsider or readjust their career goals as
being achievable, deferred, or even eliminated. Additionally,
the emerging forms of employment relationship—flexible,
temporary, and non-standard character—has increased the
complexity of HRD, especially career development during this
extraordinary crisis. Considering the lifespan perspective of
career exploration and the severe employment disruptions in
the hospitality industry due to COVID-19, this study will have
the potential to contribute to the field of career exploration
in adulthood and how negative events affect the career
decisions of an individual.
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Method

Utilizing convenience sampling, the study employed a
quantitative, non-experimental research perspective. The
study used a cross-sectional survey, and responses were
analysed with a descriptive correlational design, which
describes the relationship or association between two or more
variables (Drummond & Murphy-Reyes, 2018). Grove and
colleagues (2013) stated that descriptive designs “may be
used to develop theory, identify problems with current practice,
justify current practice, make judgments, or determine what
others in similar situations are doing” (p. 215). Thus, the
purpose of this non-experimental quantitative correlational
study was to determine the relationship between the COVID-19
pandemic and career exploration among hospitality workers,
whether the demographic background plays a role in career
exploration and make inferences for the future. Quantitative
research predominantly assumes a positivist worldview and
emphasizes the importance of generalizability and reliability
(Henn et al., 2006).

The target population for this study comprised current and
past employees of the hospitality industry in the United States.
Participants for the study were recruited using social media
and personal networks in the hospitality industry. Snowball
sampling (Berg, 2006) was also utilized, where qualified
participants were requested to share the survey with other
subjects like them who meet the criteria defined for the targeted
population. The data collection method was structured and
consistent, using a web-based questionnaire with close-ended
statements. The self-report survey included five measures:
(1) Whether the employee was impacted by COVID-19, (2)
environment exploration, (3) self-exploration (4) frequency
of exploration, and (5) number of occupations considered.
The career exploration survey was adapted from the career
exploration survey developed by Stumpf et al. (1983); and the
survey measured the major components of career exploration:
(1) where one explores, (2) how one explores (Self), (3) how
much one explores, and (4) what one explores. Environmental
exploration was measured using 6 items, self-exploration was
measured using 5 items. The response was collected using
a Likert-scale, for both environment and self-exploration,
which ranged from 1-5 (1 - little, 2 - somewhat, 3 - a moderate
amount, 4 - a substantial amount, and 5 - a great deal). The
frequency of exploration and the number of occupations
considered did not have preset limits. The career exploration
survey has consistently reported Cronbach’s alpha above the
acceptable threshold of internal consistency (a = .70) which
reconfirms its reliability. The best way to evaluate and validate
an instrument for face value is to analyse similar studies using
that instrument (Creswell, 2009), and the survey instrument
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is validated in multiple studies. Additionally, the following
demographic variables were collected: (a) age, (b) gender, (c)
ethnicity, (d) educational level, (d) current employment status,
and (e) current or last job type.

Data collection

198 individuals who are/were employed in the hospitality
industry responded to the survey while 98 of them were partial
responses. 55 % of the respondents were male and 37.5%
identified as female, and 2.6% of the respondents chose
other gender or prefer not to say. Almost 74% (73.8%) of the
respondents were millennials while 17.5% identified a Gen
X and 3.8% were baby boomers. 28.7% identified as white,
11.3% identified as black, 20% identified as Hispanic, and
31.3% identified as Asian. 52.6% of the respondents have a
bachelor’s degree or higher, 43.8% worked in an operational
or technical job while 38.30% worked in a supervisory or
managerial role. 62.5% of the respondents stated that
their employment in the hospitality industry was negatively
impacted due to the COVID-19 pandemic while 18.8% stated
that there was no impact, and 18.8% were unsure about the
impact on the hospitality industry.

Results

In social sciences, when the coefficient value has an absolute
number greater than 0.49, it is considered a strong correlation,
andifitis between+0.28 and £ 0.49, then a medium correlation,
and correlational coefficients between -0.28 and + 0.28 are

Table 1. Correlation Matrix

weak (Cohen, 1988). In this study, we interpret the values by
using ratings from Cohen (1988). As evident from the correlation
matrix shown in Table 1, the relationship between COVID-19’s
impact and career self-exploration showed positive correlation
at 0.27, with a confidence interval of 95% and a statistical
significance of p < 0.05. The relationship between COVID-
19’s impact and career environment exploration were minimal
and did not show any statistical significance. Self-exploration
showed positive correlation with environment exploration
(.56, p = 0.01), frequency of exploration (.37, p < 0.01), and
the number of occupational areas investigated (.47, p <0.01).
Similarly, the frequency of exploration showed moderate
relations with environment exploration (.51, p<0.01) and the
number of occupational areas investigated (.45, p < 0.01).
The data suggests that employment issues resulting from
COVID-19 motivated hospitality workers to perform career
self-exploration that led to a career environment exploration.
Hospitality employees’ career self-exploration and career
environment exploration have a significant impact on the
frequency of exploration and the number of occupational
areas researched. This study investigated demographic data
to predict workers’ feelings towards the impact of COVID-19
on their careers by asking if their employment in the hospitality
industry was negatively impacted by the COVID-19 pandemic.
A one-way ANOVA was performed to compare the severity
of the impact of COVID-19 on individuals from different
demographic backgrounds. The results revealed that the
comparative demographic data was not statistically significant
(p - value>0.05), which leads to the assumption that decisions
were overly broad without any underlying strategy. The results
of this study further confirmed the unprecedented challenges
that the hospitality industry confronted during the pandemic.

Correlations

COVID-19 Environment Self Frequency Occupational
Impact Exploration Exploration of Exploration Areas Investigated

COVID-19 Impact Pearson Correlation 1 0.089 .268* 0.06 0.009

Sig. (2-tailed) 0 0.443 0.018 0.606 0.935
Environment Pearson Correlation 0.089 1 .558** .505** 438"
Exploration Sig. (2-tailed) 0.443 0 <.001 <.001 <.001
Self Pearson Correlation .268* .558* 1 371 AT72%
Exploration Sig. (2-tailed) 0.018 <.001 0 <.001 <.001
Frequency of Pearson Correlation 0.06 .505** 371 1 448
Exploration Sig. (2-tailed) 0.606 <.001 <.001 0 <.001
Occupational Areas  Pearson Correlation 0.009 .438** AT2%* A448** 1
Investigated Sig. (2-tailed) 0.935 <.001 <.001 <.001 0

*.Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).
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Discussion

Extant research informs us that the job losses during the
pandemic could have been voluntary, involuntary, short-
term, or permanent. Our study confirms that most hospitality
employees were negatively impacted by COVID-19, which
forced them to explore careers in other industries. Our
study informs the hospitality literature that the demographic
factors of the employees have no effect on COVID-19 related
employment decisions. It is safe to infer that the hospitality
industry’s response to the pandemic was widespread without
taking into consideration employees’ age, gender, ethnicity,
education, or job type. We thus assert that the hospitality
industry does not have strategic plans to manage major
disruptions to their businesses other than reducing the
workforce.

During the pandemic, hospitality establishments ran their
operations with a minimum staff level to maintain lower
operating costs, however those fortunate enough to keep their
jobs during the pandemic had to work in a more demanding
environment and sometimes perform work out of their area of
expertise. Due to the high contact nature of hospitality jobs,
customer attitude towards hospitality employees also saw a
major shift, sometimes turning hostile. Employees have had
to take extra precautions during their interactions with guests
and coworkers, while employers have had to set higher
expectations for employees as they implement government
mandates, such as introducing new operational procedures
for enhanced hygiene standards (Kwok, 2022). To top it all,
hospitality employees witnessed the flexible work options that
many other industries provided for their employees.

From a career exploration standpoint, disruptive career events
(layoffs, voluntary separation, overwork, and so on) led the
hospitality employees to a career self-exploration which
resulted in environmental exploration. As a result of self and
environmental exploration, hospitality employees started to
search for multiple career fields and increased the frequency
of exploration. The employee shortages faced by industries
globally can be attributed to the career exploration efforts
made by impacted hospitality employees. The substantial
shortage of employees in hospitality is likely to challenge
the industry post-pandemic indefinitely (Morosan & Bowen,
2022), and that scenario may be attributed to the career
environment exploration of impacted employees which may be
outside career pathways within the hospitality career cluster.
However, Baum et al. (2020) maintained that the pandemic
functioned as an amplifier of existing problems rather than the
leading cause of the labour shortage in hospitality and tourism.
It may well be that the pandemic became the tipping point for
hospitality workers who have for years complained about the
low wages, working conditions, and work-life balance issues
to start reevaluating their career and personal priorities. Either
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way, the labour shortage is now a crisis as hospitality industry
businesses are nearing pre-pandemic levels, and labour
shortage is impacting service quality.

Theoretical and practical implications

The study focused on the hospitality industry and the impact
of COVID-19 on career exploration among hospitality industry
employees during the COVID-19 era. Extant research has
found various psychological and behavioural consequences
for those not only negatively impacted by COVID-19 related
employment issues but also for those who survived. The job
performance of the survivors in the context of survivor guilt
and changing work conditions should be further studied from a
career development perspective. Career development theory
has not incorporated stressful events during the pandemic
into career life cycle studies. The impact of such events on
society and humanity as a whole; how such events shape
the career trajectory of individuals needs to be researched.
Life events can shape the career exploration of those directly
impacted (laid off, furloughed and so on) as well as those who
were not directly impacted (with no change in employment
status), which needs to be investigated. The study did not
look at career exploration from a critical perspective, nor the
decisions made during COVID-19 from a fairness perspective.
Future research should direct some effort to look at hospitality
industry decision-making (procedural justice) and the
outcomes of such decision-making (distributive justice).

It is known that layoffs or similar events not only impact the
employee, but their families too. The career events and the
pandemic coinciding may impact the employee’s family and
social circle differently and need to be further investigated.
The lack of social support during the pandemic may have led
to negative social outcomes including but not limited to mental
health, physical well-being etc. The impact of such outcomes
and how they mould the career choices for the future should
be thoroughly considered in future career development
research. Even though downsizing is an urgent action in
COVID-19, it has unintended consequences on employees’
job insecurity, turnover, stress, performance, and more broadly
the consideration of hospitality industry as a career choice.
By thoroughly examining the ramifications of these outcomes
and their influence on career decisions, researchers can gain
insights into how hospitality workers navigate career-related
challenges during and after the pandemic. Understanding
these dynamics can inform the development of support
systems, policies, and interventions to assist individuals and
their families in managing career transitions and promoting
well-being in times of crisis.

The results of this study indicate employees explored
career options outside the hospitality industry because of
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the various setbacks to their careers during the pandemic.
The hospitality industry needs to rapidly combat employee
shortages caused by employees’ depleting trust in the
industry’s employment practices during the pandemic. Most
employees have a fear of abandonment as the hospitality
industry continues to evolve in the post-pandemic world. The
industry needs to rebrand some of its job roles by offering
better wages and working conditions (Innerhofer et al.,
2022). Existing employees should also receive upskilling
opportunities so they can operate in the evolving hospitality
industry post-pandemic. For instance, digital technologies
are being widely applied throughout the industry to reduce
manual operations (Carlisle et al., 2021). If employees
receive opportunities to gain experience with these digital
technologies, organizations show their commitment to
facilitating the employees’ realistic career planning (Goh &
Okumus, 2020). One of the aftermaths of the pandemic is the
expansion of gig economy (temporary or contract workers)
and as such HRD professionals should make the case for
investment in the training and development of atypical
workers. Early exposure to the industry practices will help
cushion any career shocks and develop career resilience
among employees in the hospitality industry.

Last, our findings have critical implications for preparing
employees for a career in the hospitality industry. Often,
students in public hospitality institutions have unrealistic
expectations of their careers in the industry (Tan et al., 2016)
and often lack essential skills contributing to the labour
shortage (Lacher & Oh, 2012). Educational institutions must
engage their students in apprenticeship, mentorship, and
exposure to industry practitioners to develop a holistic view of
the hospitality industry.

Limitations

The study was conducted during the later stages of the
pandemic which should be considered a major limitation of
the study. The hospitality workforce who participated in the
study are from the USA and the social support systems in
other counties may be different. As a result, this study does
not reveal how the pandemic induced career events and
if they may have a lasting impact, and the eventual losses
for the hospitality industry. Utilizing convenience sampling
caused several limitations for our study that could be seen
in our data. For instance, convenience sampling often leads
to a sample that does not accurately represent the target
population. In this study, 31% of our participants were Asian
which does not reflect the diversity and characteristics of the
US population, this issue can highlight the sampling bias.
Based on this limitation, the findings from our study may not
be generalizable to the broader population.

Concluding thoughts

The hospitality sector, known for its dynamic and diverse
career opportunities, was severely impacted by the COVID-19
crisis’'s consequences (e.g., travel restrictions and social
distancing). As a result, many hospitality workers found
themselves unemployed or furloughed, limiting their ability to
explore new career paths within the industry. The uncertainty
surrounding the duration and severity of the pandemic further
hindered career planning and advancement. For the hospitality
industry, the findings of this study suggest that the stressors
induced by the pandemic have elevated the career change
intention for those in the hospitality workforce because of the
grim job market. Finally, the hospitality industry should think
about how it utilized the government handouts which were
supposed to protect the millions who were eventually laid off.
From a governmental perspective, an examination is needed
to estimate the futility of the means they used to support their
citizens, and such examination should result in the creation
of a new model to support the citizenry during pandemic level
events.

HRD professionals should be able to play a strategic role at
the level of the organization and society by contributing to the
development of individuals, workplaces, and societies and
help them in collaboration with governmental institutions to be
ready to face any future disruptive crisis. These extraordinary
times and changing employment relationship call for the
implementation of non-employment HRD (Harvey, 2011),
calling for the contribution of HRD in the development of
the community and the creation of empowered spaces by
involving individuals who are not in a standard employment
relationship. The future of HRD lies in broadening the role
of HRD professionals beyond the organization’s boundaries
by forming partnerships among organizations, governmental
institutions, professional, and vocational associations; and
positioning them as strategic partners in society.

References

American Hotel & Lodging Association (2020). Frequently asked
questions. Retrieved March 27, 2021, from www.ahla.com/fag.
Autin, K. L., Blustein, D. L., Ali, S. R., & Garriott, P. O. (2020). Career
development impacts of COVID-19: Practice and policy recom-
mendations. Journal of Career Development, 47(5), 487—494.
https://doi.org/10.1177/0894845320944486

Bajrami, D. D., Terzi¢, A., Petrovi¢, M. D., Radovanovi¢, M., Tretiakova,
T. N., & Hadoud, A. (2021). Will we have the same employees
in hospitality after all? The impact of COVID-19 on employees’
work attitudes and turnover intentions. International Journal of
Hospitality Management, 94,102754. https://doi.org/10.1016/j.
ijhm.2020.102754

33



The International Journal of HRD, Practice Policy and Research

Bartik, A. W., Bertrand, M., Lin, F., Rothstein, J., & Unrath, M. (2020).
Measuring the labor market at the onset of the COVID-19 crisis
(No. w27613). National Bureau of Economic Research. Retrieved
February May 20, 2021, from https://www.nber.org/system/files/
working_papers/w27613/w27613.pdf

Baum, T., Mooney, S. K., Robinson, R. N., & Solnet, D. (2020).
COVID-19’s impact on the hospitality workforce — new crisis or
amplification of the norm? International Journal of Contemporary
Hospitality Management, 32(9), 2813-2829.

Berg, S. (2006). Snowball sampling 1- Sequential estimation of the
mean in finite population to Steiner’'s most frequent value. In In
S.Kotz, C.B. Read, N.Balakrishnan, B. Vidakovic & N.L. Johnson
(Eds.) Encyclopaedia of Statistical Sciences, Wiley.

BLS (2019). Bureau of labor statistics occupational data. Retrieved
March 27, 2019, from https://www.bls.gov/cps/cpsaat18.htm

Blustein, D. L. (1997). A context-rich perspective of career exploration
across life roles. The Career Development Quarterly, 45(3),
260-274. https://doi.org/10.1002/j.2161-0045.1997.tb00470.x

Carlisle, S., lvanov, S., & Dijkmans, C. (2021). The digital skills
divide: Evidence from the European tourism industry. Journal of
Tourism Futures, 9(2), 240-266. https://doi.org/10.1108/JTF-07-
2020-0114.

Chen, C. C. (2020). Psychological tolls of COVID-19 on industry
employees. Annals of Tourism Research, 89,103080. https://doi.
org/10.1016/j.annals.2020.103080

Cohen, J. (1988). Statistical power analysis for the behavioural sci-
ences. Academic Press.

Creswell, J. W (2009). Research design: Qualitative, quantitative, and
mixed methods approaches (3rd Ed). Sage Publications.

Crocetti, E., Sica, L. S., Schwart, S. J., Serafini, T., & Meeus, W.
(2013). Identity styles, dimensions, statuses, and functions: Mak-
ing connections among identity conceptualizations. European Re-
view of Applied Psychology, 63(1), 1-13. https://doi.org/10.1016/j.
erap.2012.09.001

Cut-Lupulescu, F., Dincu, A.M. and Borlovan, I.C. (2014), The phe-
nomenon of tourism and hospitality industry. Animal Science and
Biotechnologies, 47 (2), pp. 297-300.

Davidson, M. C., Timo, N., & Wang, Y. (2010). How much does labour
turnover cost? A case study of Australian four-and five-star hotels.
International Journal of Contemporary Hospitality Management,
22(4), 451-466. https://doi.org/10.1108/09596111011042686

Drummond, K.E. & Murphy-Reyes, A. (2018). Nutrition research:
Concepts and applications. Jones & Bartlett Learning.

Flum, H., & Blustein, D. L. (2000). Reinvigorating the study of vo-
cational exploration: A framework for research. Journal of Vo-
cational Behaviour, 56(3), 380-404. https://doi.org/10.1006/
jvbe.2000.1721

Goh, E., & Okumus, F. (2020). Avoiding the hospitality workforce
bubble: Strategies to attract and retain generation Z talent in
the hospitality workforce. Tourism Management Perspectives,
33(100603). https://doi.org/10.1016/j.tmp.2019.100603.

34

Gossling, S., Scott, D., & Hall, C. M. (2020). Pandemics, tourism,
and global change: A rapid assessment of COVID-19. Journal of
Sustainable Tourism, 29(1), 1-20. https://doi.org/10.1080/096695
82.2020.1758708

Grove, S. K., Burns, N., & Gray, J. R. (2013). The practice of nurs-
ing research. Appraisal, synthesis and generation of evidence (7th
ed.). Elsevier Saunders.

Gursoy, D., & Chi, C. G. (2020). Effects of COVID-19 pandemic on
hospitality industry: Review of the current situations and a research
agenda. Journal of Hospitality Marketing and Management, 29(5),
527-529. https://doi.org/10.1080/19368623.2020.1788231

Hall, D.T. (1986). Breaking career routines: Midcareer choice and
identity development. In Hall, D.T. and Associates (Eds.), Career
development in organizations, (pp. 120-159). Jossey-Bass.

Harvey, B. (2011). Non-employee critical HRD: Empowerment and
communities. Journal of European Industrial Training, 35(2),
176-183.

Henn, M., Weinstein, M. & Foard, N. (2006). A short introduction to
social research. Sage.

Hu, F.,, Teichert, T., Deng, S., Liu, Y., & Zhou, G. (2021). Dealing with
pandemics: An investigation of the effects of COVID-19 on cus-
tomers’ evaluations of hospitality services. Tourism Management,
85 (104320).

Innerhofer, J., Nasta, L., & Zehrer, A. (2022). Antecedents of labor
shortage in the rural hospitality industry: A comparative study
of employees and employers. Journal of Hospitality and Tour-
ism Insights, 7(1) 28-55. https://doi.org/10.1108/JHTI-04-2022-
0125

Jiang, Z., Newman, A., Le, H., Presbitero, A., & Zheng, C. (2019).
Career exploration: A review and future research agenda. Journal
of Vocational Behaviour, 110, 338-356. https://doi.org/10.1016/j.
jvb.2018.08.008

Jones, L. P. (1989). A typology of adaptations to unemployment.
Journal of Employment Counseling, 26(2), 50-59. https://doi.
org/10.1002/.2161-1920.1989.tb00933.x

Jones, P., & Comfort, D. (2020). The COVID-19 crisis, tourism, and
sustainable development. Athens Journal of Tourism, 7(2), 75-86.
https://doi.org/10.30958/ajt/v7i2

Klehe, U. C., Zikic, J., Van Vianen, A. E., & De Pater, I. E. (2011).
Career adaptability, turnover and loyalty during organizational
downsizing. Journal of Vocational Behaviour, 79(1), 217-229.
https://doi.org/10.1016/j.jvb.2011.01.004

Koen, J., Klehe, U. C., Van Vianen, A. E., Zikic, J., & Nauta, A. (2010).
Job-search strategies and reemployment quality: The impact
of career adaptability. Journal of Vocational Behaviour, 77(1),
126-139. https://doi.org/10.1016/j.jvb.2010.02.004

Kubickova, M., Kirimhan, D., & Li, H. (2019). The impact of crises on
hotel rooms’ demand in developing economies: The case of terror-
ist attacks of 9/11 and the global financial crisis of 2008. Journal
of Hospitality and Tourism Management, 38, 27-38. https://doi.
org/10.1016/j.jhtm.2018.10.002



Kurian et al.,: COVID, Hospitality Industry, & Career Exploration

Kurian, D., & Nafukho, F. M. (2022). Can authentic leadership influ-
ence the employees’ organizational justice perceptions? A study
in the hotel context. International Hospitality Review, 36(1), 45-64.
https://doi.org/10.1108/IHR-08-2020-0047

Kwok, L. (2022). Labor shortage: A critical reflection and a call for
industry-academia collaboration. International Journal of Contem-
porary Hospitality Management, 34(11), 3929-3943. https://doi.
org/10.1108/[IJCHM-01-2022-0103

Lacher, R. G., & Oh, C.-O. (2012). Is tourism a low-income industry?
Evidence from three coastal regions. Journal of Travel Research,
51(4), 464-472. https://doi.org/10.1177/0047287511426342

Lent, R. W., & Brown, S. D. (2013). Social cognitive model of career
self-management: Toward a unifying view of adaptive career
behavior across the life span. Journal of Counseling Psychology,
60(4), 557. https://doi.org/10.1037/a0033446

Mahmud, M. S., Talukder, M. U., & Rahman, S. M. (2020). Does ‘Fear
of COVID-19’ trigger future career anxiety? An empirical investiga-
tion considering depression from COVID-19 as a mediator. The
International Journal of Social Psychiatry, 67(1), 35-45. https://doi.
org/10.1177/0020764020935488

Morosan, C., & Bowen, J. T. (2022). Labor shortage solution:
Redefining hospitality through digitization. International Journal
of Contemporary Hospitality Management, 34(12), 4674-4685.
https://doi.org/10.1108/IJCHM-03-2022-0304

Naidoo, P., Ramseook-Munhurrun, P., & Seetaram, A. K. (2010). Mar-
keting the hotel sector in economic crisis evidence from Mauritius.
Global Journal of Business Research, 5(2), 1-12.

Park, M., & Jones, T. (2021). Going virtual: The impact of COVID-19
on internships in tourism, events, and hospitality education.
Journal of Hospitality & Tourism Education, 33(3), 176-193.

Perles-Ribes, J. F., Ramén-Rodriguez, A. B., Rubia-Serrano, A., &
Moreno-lzquierdo, L. (2016). Economic crisis and tourism
competitiveness in Spain: Permanent effects or transitory shocks?
Current Issues in Tourism, 19(12), 1210-1234. https://doi.org/10.1
080/13683500.2013.849666

Rittichainuwat, B. N., Chakraborty, G., & Rattanaphinanchai, S.
(2014). Tourists’ motivations to travel during financial crisis.
Journal of Quality Assurance in Hospitality & Tourism, 15(1),
100-113. https://doi.org/10.1080/1528008X.2014.855541

Seaney, R. (2011). After 9/11: Are we safer in the air? ABC news. Retrieved
from: http://abcnews.go.com/Travel/911-safer-air/story?id=14372486.

Smeral, E. (2010). Impacts of the world recession and economic
crisis on tourism: Forecasts and potential risks. Journal of Travel
Research, 49(1), 31-38.

Storme, M., & Celik, P. (2018). Career exploration and career
decision-making difficulties: The moderating role of creative self-
efficacy. Journal of Career Assessment, 26(3), 445-456. https://
doi.org/10.1177/1069072717714540

Stumpf, S.A., Colarelli, S. M., & Hartman, K. (1983). Development ofthe
career exploration survey (CES). Journal of Vocational Behavior,
22(2), 191-226. https://doi/org/10.1177/0047287509353192

Super, D. E. (1957). The psychology of careers;An introduction to
vocational development. Harper & Brothers.

Tan, Z. M., Baharun, N., Wazir, N. M., Ngelambong, A. A., Ali, N. M.,
Ghazali, N., Tarmazi, S. A. A. (2016). Graduates’ perception on the
factors affecting commitment to pursue career in the hospitality in-
dustry, Procedia - Social and Behavioral Sciences, 224, 416-420.
https://doi.org/10.1016/j.sbspro.2016.05.410.

Taveira, M. D. C., & Moreno, M. L. R. (2003). Guidance theory
and practice: The status of career exploration. British Journal
of Guidance and Counselling, 31(2), 189-208. https://doi.
org/10.1080/0306988031000102360

Tu, Y, Li, D., & Wang, H. J. (2021). COVID-19-induced layoff,
survivors’ COVID-19-related stress and performance in hospitality
industry: The moderating role of social support. International
Journal of Hospitality Management, 95, 102912. https://doi.
org/10.1016/).ijhm.2021.102912

Wang, J., & Ritchie, B. W. (2012). Understanding accommodation
managers’ crisis planning intention: An application of the theory
of planned behaviour. Tourism Management, 33(5), 1057-1067.
https://doi.org/10.1016/j.tourman.2011.12.006

WTTC. (2020). Research note: Travel & tourism recovery scenarios
2020 and economic impact from COVID-19. Retrieved on August 4,
2021, from https://wttc.org/Research/Economic-Impact/Recovery-
Scenarios

Zikic, J., & Hall, D. T. (2009). Toward a more complex view of career
exploration. The Career Development Quarterly, 58(2), 181-191.
https://doi.org/10.1002/j.2161-0045.2009.tb00055.x

Zikic, J., & Klehe, U. C. (2006). Job loss as a blessing in disguise: The
role of career exploration and career planning in predicting reem-
ployment quality. Journal of Vocational Behavior, 69(3), 391-409.
https://doi.org/10.1016/j.jvb.2006.05.007

35


https://doi.org/10.1002/j.2161-0045.2009.tb00055.x

The International Journal of HRD, Practice Policy and Research

About the Authors

Dr. Deepu Kurian

Deepu Kurian is the Associate
Dean of  Finance and
Administration and Assistant
Professor at the University
of Texas School of Public
Health San Antonio. He has
a PhD in Human Resources
Development from Texas A
& M University, a Master of
Science in Management from
Houston Christian University and MBA from Cochin University
of Science and Technology, India. He is also a graduate
of Harvard University Graduate School of Education’s
Management Development Program. His research interests
are in the areas of leadership, organizational justice, and
human resources development. He has over 25 years of
professional experience with stints in higher education,
hospitality, real estate, healthcare, and information technology
industries.

Dr. Amin Alizadeh

Dr. Amin Alizadeh is
an assistant professor
specializing in human resource
development in the School of
Leadership at the University
of Southern Mississippi. His
research interests include
human resource development
(HRD) ethics, value-based
leadership, and the impacts of
corporate social responsibility (CSR) activities on employee
attitudes and behaviours. His long-term research plan is to
discover the effects of climate change on the future of HRD
and how HR professionals have to communicate and educate
the workforce regarding climate change consequences. He is
also collaborating on a project to understand the changes and
challenges in the workplace due to technological advances.
His articles have been published in journals such as the
Journal of Hospitality and Tourism Management, Human
Resource Development International, and the European
Journal of Training and Development.

36

Dr. Bhagyashree Barhate
Bhagyashree Barhate is a tenure-
track Assistant Professor of
Human Capital Development
at the University of Southern
Mississippi. She has a PhD
from Texas A&M University. She
acquired her master’s degree in
human resource development from
Rochester Institute of Technology,
NY and a Bachelor of Engineering
in Computer Science from Nagpur, India. Her research
explores career development and leadership development,
especially pertaining to women and Generation Z. She has
published her research in Human Resource Development
journals. She has also presented at numerous conferences in
Asia, Europe, and the United States.




	bbib0200
	_Hlk171411738
	_Hlk175554783
	_Hlk175563987

