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Abstract

:

This paper aimed to develop a measurement scale for female hotel employees’ career expectations. Both qualitative and quantitative research methodologies were applied. In-depth interviews were first conducted to collect primary data of career expectation activities, and then the main survey was conducted nationwide to collect representative data. After a series of exploratory factor analysis, two dimensions were extracted, namely career rewards and career development. The results of confirmatory factor analysis indicated that the measurement items developed were both reliable and valid. Of the two factors of female hotel employees’ career expectations, career rewards was an important factor. Both academic and practical implications were discussed to provide valuable insights for human resource management of hotels in China. The paper concludes with the discussion of limitation and suggestions for future research.
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1. Introduction


The sustainable development of human resources is very crucial for the development of an organization. The organizations that consider sustainable development to be a very important objective may attract top talent. It can also help employees achieve sustainability, and do their best to minimize waste in the organization. With the increasing importance and number of female employees in the hotel industry, understanding the career expectations of female employees is of great significance for sustaining the development of a hotel organization.



Expectation is a belief about the possibility of future events [1] and the expectation of what will happen [2]. Generally speaking, when employees start to work in the workplace, they start to set an expectation for future career development according to their life experience, career ambition and personal characteristics [3]. There is also some valuable information on career expectations from the perspective of new entrants [4]. According to the expectancy confirmation theory [5], expectation and satisfaction are related. The study has confirmed that career expectation is an important factor affecting employee turnover rate [6]. For new employees, a clear understanding of their future career expectations will effectively reduce their turnover rate [7]. It is found that the quality of a person’s work and family relationship is jointly influenced by his/her work experience and future career expectations [8].



Women’s attitude toward future career development is not so “ambitious” compared with men. This feature is the same for men and women in all positions and ranks. Female employees have weak management motivations. They don’t have the motivation to study advanced technology, and they do not want to work hard at high-level positions. Even though they want to achieve better career advancement, they do not have the positive attitude to do this actively [9]. The reasons are mainly due to the influence of traditional Chinese gender division of labor and family concept. Women’s sense of self is weakened, and they are emotionally, psychologically and physically dependent on men, lacking achievement motivation, enterprise and self-reliance [10].



Everyone’s career goals are influenced by his or her personal expectations and values. Personal expectations and values will influence the individual’s goals and pursuit of different roles. The degree of realization of goals will determine the individual’s status and role in social life, thus shaping his or her role behavior. There is a big difference between the behavior of family women and career women in social life. The values of family women often focus more on family happiness, a happy family is the primary goal of life and the standard of living a happy life, so the pursuit of a happy family is the biggest goal in life. Conversely, female high-fliers value job performance and pay more attention to their own careers, so professional advancement is regarded as the most important task. Compared with men, women tend to shrink back in the pursuit of career success. They are not willing to engage in challenging work, and their subjective attitude towards promotion and career success is not as positive as that of men, so they are likely to lose many opportunities for promotion [11].



Nowadays, more and more professional women value the success of both family and career in their life, which shows their recognition of the dual roles of family and career. This is much more obvious in female employees at hotels, the professional characteristics of female hotel employees determine that their career will encounter many obstacles and difficulties, if they want to achieve long-term career development and promotion, women need to have a positive and optimistic attitude, to build a good interpersonal relationship network and to overcome their own weak personality. Women need to make continuous progress, participate in various training and learning, establish correct career expectations, break through career development restrictions, and take the initiative to plan their career development, so as to achieve career success [12].



Li (2014) also pointed out that female employees hope that they can bear the burden of family and work relying on their own efforts [13]. If they can achieve a win-win situation of family happiness and sustainable career development, they will gain social respect. This also requires them to constantly improve themselves and establish good life values. One of the reasons why the female hotel managers suffered a bottleneck was the lack of career expectations of women [14]. According to the survey results of Lin (2015), with the increase of age and the enrichment of social experience, female hotel employees are becoming less and less enthusiastic for their work, and even have a strong sense of job burnout, resulting in low work efficiency and professional competitiveness, etc. [15]. After their career developed to a certain extent, many women’s self-awareness is likely to become blurred, and career expectations are reduced. If career development is not smooth, many women will question their own abilities. They are no longer actively pursuing success, and are even reluctant to advance because they are afraid of their own abilities.




2. Research Gap


Although scholars around the world started late in discussing career expectations, some achievements have been made. Relatively speaking, the empirical conclusions obtained are relatively simple. In particular, compared with foreign research results, the research of Chinese scholars on career expectations is relatively backward, with limitations and deficiencies. It is mainly reflected in the following aspects:



First, the definition of the concept of career expectations has not yet formed a unified standard. At present, the research on the concept of career expectation is mainly defined from the perspective of personal career beliefs and goals, as well as the distinction from other similar concepts, and no authoritative and unified opinions have been formed. On the one hand, most of the domestic theoretical research on the concept of career expectation draws on the relevant research results of foreign scholars. Due to the differences in cultural tradition and reality, there are still great differences between Chinese and Western employees in career expectation. On the other hand, the concept of career expectation is often confused with the concept of career values, career aspirations, career ideals, etc., and there is overlapping content, without a clear definition. Therefore, further research is needed to form clear and definite categories, so as to provide reliable references for structural measurement research and related factors research [16,17].



Second, the division of the structural dimensions of career expectations has not yet formed a unified conclusion. The dimensionality division of career expectation is not consistent with practice, and it is often mixed with other measurement tools. Domestic empirical research on employee career expectation mostly adopts the scale of career expectation developed by Wu and Li [18]. Although this scale has good reliability and validity, there are still many problems to be improved in terms of item quantity and content. Although the scale developed by Ling, Fang and Bai (1999) was widely used in the research on occupational expectation of domestic employees, it was also used to measure occupational values and could not scientifically and rigorously measure the occupational expectation status of employees [19]. Therefore, further research should be carried out on the development of career expectation scale to develop a scale that is suitable for Chinese national conditions and can reflect the characteristics of Chinese employees. It needs to be pointed out that no matter if it is Western research or domestic research, there is no developed scale specifically for measuring the career expectations of female hotel employees in the context of Chinese culture.



Third, there is a lack of research on the career expectations of employees after they enter a company. At present, most of the research on career expectations focus on the career goals and choices of individuals before entry, mainly focusing on demographic variables, such as gender, family background and education level. There are few studies on the career expectation of employees after they enter a company, and there will inevitably be psychological changes after they enter a company. There are few studies on the influence of behavioral changes caused by such psychological changes on their career expectations, which can be further studied in the future.



The rapid development of the hotel industry in mainland China needs a large number of qualified personnel and female employees are an important part of a hotel’s human resources. Career management is the key aspect of human resource management in hotels, as a result, China’s hotel industry should support the staff’s career development agenda, especially female employees [20]. However, the career expectation management of female hotel employees in mainland China has not been fully paid attention to and studied. Although some scholars have conducted research on occupational expectation, they have also summarized specific occupational expectation scale [19,21]. However, most of these measures are implemented in Western countries, which may not be in line with China’s national conditions, and there is no specific scale for the career expectations of female hotel employees in mainland China. Therefore, it is necessary to develop a structural dimension to measure the career expectations of female hotel employees in mainland China, and provide scientific guidance for the practice of hotel human resource management.




3. Research Methodology


This study aims to explore the career expectation (CE) activities practiced by hotels in China, and to develop a sound and reliable measurement of CE activities. First, a qualitative research methodology was used to investigate such activities. In-depth interviews based on a semi-structured questionnaire were conducted with the female employees of the hotels. The data collected were consolidated and content analyzed. The internal reliability and construct validity were examined by conducting both exploratory factor analysis (EFA) and confirmatory factor analysis (CFA).



The current study is aimed at female employees working in three-star or above hotels in mainland China, mainly at the grass-roots level and middle level. The survey shows that the middle and senior managers of hotels in mainland China are between 25 and 40 years old [22], and 58% of them have obtained professional experience related to higher education and the hotel industry [23]. Super (1957) points out that individuals experience five career stages in their career, namely growth, exploration, establishment, maintenance and decline [24]. According to this theory, individuals between the ages of 25 and 44 are in the career-building stage. At this stage, people are concerned about their career prospects. They are working hard to establish a stable working environment with growth potential and promotion opportunities. For many people in a variety of occupations, the decade between the ages of 30 and 40 is one of the fastest growing. In hotels of mainland China, female employees at the grass-roots level and middle level constitute the main force of the hotel staff team. Therefore, the target population of this study is female employees aged 25–40 at the grass-roots and middle levels of the hotel. In order to collect representative data sets, the convenience sampling method was used in this study.



Following the procedure recommended by Churchill (1979), which is shown in Figure 1, the scale development included five major steps: (1) specifying domain of the construct, (2) developing initial items; (3) purifying measures; (4) collecting data; and (5) assessing the validity and reliability of the proposed measurement scale [25].




4. Specifying Domain of the Construct


A construct is an abstract theoretical concept that is generated to explain a phenomenon, and sound construct measurement is the basis of scientific advancement [26]. The first step in developing a measurement scale is to specify the domain of the construct. That is, the researcher should be clear about “what is included in the definition and what is excluded” [25], (p. 67).



Western scholar Gottfredson (2005) believes that “career expectation refers to the process in which an individual continuously coordinates his personal factors such as ability, hobbies and values with occupational opportunities, social needs and other environmental factors, and generates self-cognition and self-positioning” [27]. Chinese scholar Ling et al. (1999) argued that “occupational expectation refers to individual’s yearning and desire for a certain occupation, and it is a belief and attitude of individual towards occupation; Career expectation belongs to the category of individual tendency, is the external form of individual career values, and is the reflection of individual world outlook and outlook on life” [19]. Previous research results are suitable for a wide range of human resource management, but the research on career expectations of China’s hotel industry is very limited. This study will focus on the following two aspects: (1) to explore the career expectations of female hotel employees in mainland China; (2) clearly defined practical activities related to career expectations.




5. Developing Initial Items


Instrument development generally involves two stages: a literature review and personal interviews. In this study, an extensive literature review was conducted to identify relevant career expectation practices. As noted, many studies of CE activities have been undertaken in Western countries. However, career expectation is still a relatively new phenomenon in China, which has not attracted sufficient attention from the industry and scholars, and relevant research is also very limited. Hence, it is of great theoretical and practical significance to comprehensively investigate the career expectation of women in hotels and develop a scientific measurement scale.



As there are very few studies on career management of the hotel industry, it is difficult to provide effective theoretical reference. Therefore, this paper expands the scope of literature review and sorts out the beneficial data of this study from a wide range of management literature. Literature research analyzed and sorted out a large number of scholars’ previous studies on career expectation [18,28,29,30,31]. The research of Wu and Li (2001) shows that “career expectation of college students can be divided into three dimensions, namely prestige, status and stability, intrinsic value and extrinsic value” [18]. Yang (2010) analyzed three factors: prestige, welfare and development [32]. Liu (2007) divided career expectation into three dimensions in her research, “external value, internal value and prestige status” [33]. Through systematic literature analysis, the scale of career expectation developed by Wu and Li (2001) was finally determined as the literature reference of this study. The scale reflects the characteristics of career expectation of Chinese employees, has good reliability and validity, and is widely used in the study of career expectation of employees in various industries in China. Specific items are shown in Table 1. During the interview, the researcher also made a detailed explanation of each career expectation as a reference, which will also provide materials for the in-depth interview of this study.



After analyzing the literature, in-depth interviews were conducted. Personal interviews collected information from two aspects: first, collected information from grassroots female employees of the hotel to determine their career expectations; the second is the survey of middle managers and supervisors to obtain the CE information about the mid-level female hotel staff. The results of the two round interviews are complementary to each other and can fully reflect the specific career expectations of female hotel employees in mainland China. In the first round of interviews, a total of 16 grassroots female hotel employees were interviewed. In order to make the sample representative, female employees from different regions and star-rated hotels were invited to participate in the interview, so as to collect preliminary information about career expectations. The female employees participating in the interview are from four four-star or five-star hotels in Huangshan, Shanghai and Wuhan. They are between 20 and 48 years old and come from various departments of the hotels. The reason why grassroots female employees were chosen is that they are not only full of expectations for their career development, but also feel confused and uncertain. They care about their career development, so they can provide valuable information for this study. Through in-depth interviews, the aim was mainly to understand the specific career expectations of female hotel employees and whether these expectations can be realized in their future career development. The participants in the second round of interviews were eight department managers or supervisors from four- or five-star hotels in Huangshan and Shanghai respectively. The selection of mid-level hotel managers to participate in the interview is to understand the change of career expectations of female employees at this stage from the perspective of mid-level managers. The profile of the interviewees as shown in Table 2.



All interviews were first conducted in the form of an open questionnaire, and each respondent was asked to write down her specific thoughts on career expectations. In order to describe the difference between different literatures in Chinese and Western research results, the researcher explained the sentences in the literature to the respondents. According to the responses of 24 respondents, a total of 27 items were obtained, as shown in Table 3.



Data analysis and coding were conducted following the process recommended by Auerbach & Silverstein (2003) [34]. In phenomenological research, the researcher attempts to acquire a greater understanding of what participants’ mean and seek insight into the phenomena by reference to the data collected. By trying to understand and interpret what is occurring and why, the researcher can develop ideas based on the collected information [35]. The data of the in-depth interviews were summarized and sorted out and compared with the items listed in the literature. The results show that the career expectations of employees in the general industry are almost all met in the hotel industry, and some expectations are not very obvious in the hotel industry. In addition, interviewees generally describe the career expectation phenomenon that some hotel employees attach great importance to. For example, the female employees all showed a high recognition of their career prospects, and generally expressed an urgent need to improve their ability and knowledge. In terms of “I expect the hotel to provide an opportunity to go abroad”, “I want to have a higher social status”, “Work autonomously and freely” and “Easy to be famous”, they generally show a neutral attitude. “I expect to have many opportunities for education and training” and “Expect to fully learn knowledge of other departments of the hotel and fully understand the working process of each department” are similar, which are merged into “Many training opportunities and comprehensive training content”. After comprehensive induction, analysis and consolidation, 22 career expectation items were obtained, as shown in Table 4 below.




6. Purifying the Measures


After determining the content of 22 career expectations, it is also necessary to determine their effectiveness. Firstly, the logical analysis method is used to analyze and evaluate the content validity. It is mainly for researchers or experts to judge whether the content of the question can achieve the purpose of measurement and whether it can meet the measurement requirements. The specific approach is to invite five hotel general managers (deputy general managers) as the hotel industry experts to participate in the evaluation, because they have a wealth of hotel management experience. According to their comments and suggestions, the scales listed were modified. “I expect good job benefits” and “Expect the hotel to provide social insurance, housing fund and other benefits”, because both are descriptions of the problem of welfare benefits are combined to form the following statement: “Expect good job benefits”. “I expect a stable career” is similar to “Low job variability”, which is merged into “High job stability”. Both “Expect equal opportunity and fair competition” and “Expect more opportunities for advancement” reflect the expectation of fair promotion opportunities, so they are also summed up as “Expect more promotion opportunities through fair competition”. “It is important to me that the hotel is well known”, “I hope the hotel I work in is a medium or large scale hotel” and “Expect to work in a high-star hotel” were merged, because they all described the grade of the hotel, forming the following statement: “I hope to work in a famous, medium or large hotel with more than four stars”. As talent also includes personal interests and hobbies, “Expect to be able to use your talents at work” and “I am looking for a career that suits my interests” is merged into “Expect to incorporate their interests and talents in their work”.



Subsequently, four experts from the hospitality industry were invited to analyze these initial measurement items by scoring. They rated each item on a seven-point scale (1 = very unrepresentative, 7 = very representative) [36]. According to the score results, the measurement items with the average value higher than four were kept (“Use what you learn” “Convenient transportation and unimpeded information” “Deep understanding of the hotel culture and the future of the industry” were excluded because they were all lower than 4 points). After the evaluation by both the hotel industry and academic experts, the number of measurement items was reduced to 13. The remaining projects are comprehensive and concentrated, reflecting the career expectations of female hotel employees in mainland China. The updated list is shown in Table 5.



The purified items were developed into statements as follows.



	
I expect to have a good salary for my job.



	
I expect to have good job benefits.



	
I expect to have a high job stability.



	
I expect to have many training opportunities and comprehensive training content.



	
I expect to incorporate my interests and talents in my work.



	
I expect to work in an elegant environment.



	
I expect to have more promotion opportunities through fair competition.



	
I hope to work in a famous, medium or large hotel with more than four stars.



	
I want to have a challenging job.



	
I hope to work in a hotel which is in the first and second tier cities.



	
I expect I will have a good relationship with colleagues.



	
I hope my superior cares about employees.



	
I can obtain the ability to work at higher levels through training and learning.







7. Test Reliability and Validity


The developed measurement items were designed into questionnaires and a pilot test was conducted. First, 10 female hotel employees were asked to make a preliminary evaluation of the questionnaire and make adjustments accordingly. The pilot test was conducted in Anhui Province and Zhejiang Province in mainland China. A total of seven hotels were selected. In each selected hotel, contacts were identified to distribute the questionnaire, and finally a total of 219 questionnaires were collected. Through the processing of the questionnaire data, the results show that the overall effect of the questionnaire quality is ideal except that some words needed to be improved. Therefore, after the improvement of the questionnaire, the formal questionnaire was determined.



7.1. Respondent Profile


The target respondents of the current study were female employees who worked in four or five star hotels in mainland China. Main survey data were collected from more than 10 provinces, cities and regions in mainland China. Participants’ age, education level, job position, working years and work experience were different. As female hotel employees are the dominant force in the hotel industry in mainland China, the data collected can reasonably represent the situation of female hotel employees in mainland China. Table 5 shows the demographic characteristics of respondents. Of the 525 respondents, more than 72% were between the ages of 23–44, more than 56% were married and about 69% had completed a college education or higher, indicating that the majority of respondents were well educated. The majority of the respondents (76%) were supervisors or below, and about 61% had more than 4 years of hotel work experience on average. They work in all major hotel departments including: food and beverage (25.9%), front office (19.62%), human resources (19.24%), housekeeping (12.76%), sales and marketing (8.38%), finance (7.05%), recreation (1.14%), security (0.95%) and other departments (4.95%). Among the hotels surveyed, 9.71% are three-star hotels, 19.24% four-star hotels and 71.05% five-star hotels.




7.2. Exploratory Factor Analysis


Exploratory Factor Analysis (EFA) was used to purify the measurement. Several criteria were considered for factor extraction. First, one of the most common criteria for addressing the number of factors is to retain factors with eigenvalues greater than 1 [37]. Second, a factoring loading of less than 0.40 is used as the cut-off point for factor interpretation [38]. Items with factor loadings that are greater than 0.40 in more than one component are removed to avoid cross loading [39]. Third, although factor loadings are useful, factor selection should not be based on this criterion alone. Communality and screen plots should also be used for factor extraction. For a sample size that is larger than 250, the average communality should be greater than 0.60 [40]. Fourth, the Corrected Item-Total Correlation value indicates the correlation between each item and the total score for the questionnaire. In general, corrected item-to-total correlation values that are less than 0.30 are deemed unacceptable [41]. Finally, Cronbach’s alpha is calculated to measure the scale reliability for the factors identified, with 0.70 the minimum acceptable value.



EFA was applied to identify groups of variables and to reduce a dataset to a more manageable size by retaining as much of the original information as possible. The varimax rotation method was selected because it is a good general approach to simplify the interpretation of factors [41]. Based on the criteria listed for EFA, an iterative process was conducted to eliminate cross loading items and those with low factor loading and low item-to-total scores until the acceptable factors were obtained.



After EFA analysis, “CE4 Many training opportunities and comprehensive training content”, “CE5 Expect to incorporate their interests and talents in their work”, “CE6 Want an elegant work environment”, “CE7 Expect more promotion opportunities through fair competition”, “CE11 Good relationship with colleagues”, “CE12 Superior cares about employees” had cross loading, therefore, they were deleted. Two factors were extracted from the remaining seven CE items. As shown in Table 6, Bartlett’s test of sphericity was significant and the Kaiser–Meyer–Olkin (KMO) measure of sampling adequacy was 0.826, indicating that the patterns of correlations were relatively compact and that generated distinct and reliable factors [41]. Cronbach’s alpha of the total scale was 0.823, and for the two factors it ranged from 0.740 to 0.881, exceeding the minimum standard for reliability (0.70) recommended by Nunnally (1978) [42]. It can therefore be concluded that the items comprising the two dimensions were internally consistent and stable and together formed a reliable scale.




7.3. Confirmation Factor Analysis


EFA has identified the structure of two dimensions. For complex models with multiple levels of potentially variable structure, it is important to examine each level separately to ensure that the identification can be verified [43]. Career Expectation is a multi-dimensional structure consisting of two dimensions measured by seven items.



All indexes of goodness of fit (χ2 = 30.754, df = 13, χ2/df = 2.366, CFI = 0.989, GFI = 0.983, RMSEA = 0.051) indicated that the fit between the model and the sample data was acceptable. According to Hair et al. (2009) [44], the validity of the measurement model depends on two aspects: (1) establishing an acceptable level of goodness of fit for the measurement model; (2) to find concrete evidence of construct validity.



The convergent validity of occupational expectations was evaluated by the magnitude of factor loading and its statistical significance level. Table 7 shows estimates, standardized factor loads, critical ratio (C.R.) and squared multiple correlations (SMC) between each variable and the others. The factor loading of “CE10 Hope to work in a hotel which is in the first and second tier cities” is 0.456, slightly lower than 0.6, and the standardized load estimate of all other factors is over 0.6, which is statistically significant (C.R. value is higher than 1.96) [43]. Thus, it can be seen that the convergent effectiveness of career expectation is satisfactory [44,45].



Average variance extracted (AVE) was also used to test the convergent validity and discriminant validity. As shown in Table 8, all AVE values are basically greater than or equal to 0.50, with good convergence validity. In addition, the AVE of each construct was greater than the square correlation coefficient between corresponding constructs, verifying the satisfactory discriminant validity [46].





8. Discussion


Research on career expectations has been carried out for many years and has yielded some excellent results. However, most of these studies focus on the young generation’s expectation of their future career [16,18,33,47,48] and some other studies are on employees of Chinese enterprises [18,31], but it is not completely applicable to the career development of hotel employees, in particular the research on the career expectations of female hotel employees in mainland China is weak. Therefore, it is necessary to explore the career expectation scale for female hotel employees in mainland China.



In this study, a scale for measuring career expectations of female hotel employees in mainland China was developed by combining qualitative research with quantitative research. The measurement scale was developed in four steps: developing initial items, refining measurement values, data collection, and evaluating the reliability and effectiveness of the proposed measurement scale. A total of 13 items were identified based on literature review and in-depth interviews, and then developed into questionnaires for formal investigation. Factor analysis of these 13 items produced two dimensions of effective and meaningful career expectations: career reward and career development.



The exploratory factor analysis results show that six items cannot meet the measurement requirements. After deleting the six items according to the statistical significance, the remaining seven items show a high level of internal consistency in two dimensions, and the reliability estimation range is 0.740 and 0.881. AVE of the two dimensions is more than 0.50 and larger than the square value of the correlation coefficient between the corresponding dimensions, reflecting good convergent validity and discriminant validity [46]. Therefore, the proposed career expectation measurement scale for female hotel employees in mainland China is reliable and effective. Among the two dimensions, occupational remuneration is an important factor of occupational expectation.



This survey result is relatively consistent with the previous research results [14]. Employees are eager to receive continuous education and training and obtain opportunities to further improve their abilities. Career development is one of the biggest motivators for hotel employees [49]. Therefore, hotel managers must develop various training programs. Vocational training should be carried out in conjunction with other career development activities to meet the long-term career aspirations and expectations of employees, thus helping hotels to attract and retain outstanding female employees.




9. Conclusions


What does sustainable development mean for women? It takes gender equality and women’s empowerment as separate goals. The study of this will create conditions and favorable environment for women to create the sustainable development, and help them to realize their life value, and give full credit to the indispensable role of women in the reform of global governance systems.



Influenced by traditional culture and social concepts, the career development of female hotel employees still has a long way to go. Hotel managers’ consciousness of the importance of female employees directly determines the future direction of development, therefore, establishing an effective strategy specifically for female employees is one of the driving factors of the success of hotels in the future. This can help retain outstanding female talent which accounts for more than half of hotel staff.



This study makes a unique theoretical contribution to the research by developing a two-dimensional scale to measure the career expectations of female hotel employees in mainland China. In view of the relative lack of research on the career management of female hotel employees in mainland China, the career expectation measurement scale developed in this study is a necessary and beneficial supplement in the literature and can be used as the basis for future relevant research. This study also has a practical contribution to hotel management and the female employees. This study identified important aspects of career expectations, such as providing good benefits, having time to spend with family after work, having enough time to care for the elderly and children, and so on. Good pay and time guarantee can promote the work performance of female employees. Therefore, the hotel must provide benefits in line with the local average living standard, and formulate measures to effectively ensure that female employees enjoy family time. From the perspective of female employees, clear career expectations and persistent dedication to the hotel industry can lead to greater career achievements.



The limitation of this research is reflected in the fact that the theoretical basis of the dimension of “career expectation of female employees” is not very solid and needs further research. It is necessary to further clarify the differences between the concepts of career expectations, self-efficacy, self-evaluation and career motivation of female employees.



In conclusion, this study provides a comprehensive overview of the career expectation practices of female hotel employees in mainland China. A seven item Career Expectation Scale (CES) was developed. Two dimensions were found to be reliable, and the two dimensions developed are consistent with the career expectations of female hotel employees in reality. The CES may be broadly used to assess levels of career expectation of female employees in hotels. The most significant contribution of this study is to develop an effective and reliable measurement of career expectations for female employees in the background of the hospitality industry in mainland China. Since career expectations have not been extensively studied in hotels in mainland China, the results of this study can be used as a basis for future research. Future research and utilization in practice will clarify the merits of this new scale.
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