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However, over the past decade, there has been a notable shift of hospitality professionals from core hotel roles to allied 
sectors such as event management, tourism and consulting. This career movement has raised concerns regarding the 

The study aimed 

of hospitality professionals from core hotel operations to allied sectors. It sought to identify the underlying motivations 

Methodology: A quantitative research design was adopted. The study was conducted in urban hospitality hubs where 
career transitions are more prevalent. A total of 130 hospitality professionals who had moved from core hotel operations 
to allied sectors participated in a structured survey. The survey utilized a structured questionnaire focusing on job 
satisfaction, work-life balance, career growth opportunities and professional motivations. Data analysis was performed 
using descriptive and inferential statistics. 

of respondents reported seeking roles in allied sectors due to better work-life balance, structured work environments and 

career progression pathways and greater job stability. Additionally, qualitative insights highlighted the role of workplace 
The study concluded 

that the hospitality industry must prioritize job satisfaction, work-life balance and career development opportunities to 
retain skilled professionals. Enhancing career growth prospects, implementing employee-friendly work schedules and 
fostering supportive work environments could mitigate the trend of professionals shifting to allied sectors. These insights 

sustain a competent and motivated workforce in core hotel operations.

Keywords: Hospitality professionals, job satisfaction, work-life balance, career growth, core hotel operations, allied 
sectors, career transitions, talent retention, hospitality workforce, professional motivations

The hospitality industry is dynamic and fast paced. 

core hotel operations. However, in the last few years, a shift 
has been observed where many hospitality professionals 
are moving from traditional hotel roles to allied sectors 

such as event management, tourism, corporate services and 
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for career growth, as these determine much about a person’s 
career decisions. Job satisfaction in the hospitality industry 
is often determined by recognition, job security and even 

and limited upward mobility, which can lead to decreased 

and demanding schedules. In contrast, allied sectors often 

for career growth as most of them provide faster progression, 

the transition from core hotel operations to allied sectors. 

life balance and career growth opportunities. This condensed 
version of the literature review underlines the determinants 
of the hospitality industry talent retention problems.

Job satisfaction has been deemed the most 

tend to be associated with dissatisfaction. Long hours, heavy 

dissatisfaction in hospitality industries, as reported by Wong 

frontline hospitality jobs are easily prone to dissatisfaction 
because of how monotonous and physically exerting the 
job is. Emotional labor, in one study, was associated with 
burnout and higher turnover intent (Brotheridge & Lee, 

and tourism, viewed as less demanding in terms of emotional 
labor and with more varied functions.

for hospitality professionals when it comes to career 
transition. The nature of the hospitality industry requires 

schedules and predictable hours (Deery & Jago, 2009). These 

There are very few career advancement opportunities 
in the hospitality industry and this is another major reason 

that the rigid hierarchical structure and slow promotion rates 

more diverse and dynamic careers. According to Gursoy et al. 
(2008), professionals are attracted to allied industries because 

environments in allied sectors (Brownell, 2006). Allied 

Z is changing the face of the industry when it comes to 

alignment with personal values, is increasingly moving 

more possible (Williams & Lee, 2020). As Generation Z 

have become the preference for retention in the hospitality 
industry.

One of the biggest challenges hospitality faces in retaining 
talent is professionals shifting to allied sectors. The industry 

that structured career development, leadership training and 
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This study provides critical insights into the evolving 

comprehensive understanding of why employees transition 
from core hotel operations to allied sectors. By exploring the 

including hotel managers, human resource professionals and 

retention. The study underscores the need for structured career 

attrition. Additionally, it contributes to academic literature on 

for future research on career mobility trends within the sector. 
By addressing these critical areas, the hospitality industry 

long-term talent retention and maintaining its competitive 
edge in the broader service industry.

• To explore the impact of job satisfaction on the 
transition to allied sectors.

•
transition from hotel operations to allied industries.

•
towards driving professionals toward allied sectors.

Methodology
This study adopted quantitative methods 

hospitality professionals. A descriptive and exploratory 
design was employed to investigate the experiences and 
motivations behind career shifts from core hotel operations 
to allied sectors.

The study was conducted across multiple hospitality 

of India, including Delhi, Mumbai, Bengaluru and Chennai. 
These locations were chosen due to their high concentration 
of hospitality professionals transitioning from core hotel 
roles to allied sectors.

A purposive sampling technique was 

professionals who transitioned from core hotel roles such as 

sample included males and females, with an age range of 
25 to 45 years. The mean age of participants was 33 years. 
Participants were selected based on their experience in core 
hotel operations and subsequent transition to an allied sector.

A structured questionnaire was 

life balance and career growth opportunities. Responses were 

5 = Strongly Agree). For ethical considerations participants 
were informed about the study’s purpose and provided 

and participants had the option to withdraw at any stage 
without any penalties.

Statistical analysis 
was performed using SPSS, focusing on descriptive statistics 

career transitions. This structured research methodology 
provided a systematic approach to understanding the 
motivations behind career transitions in the hospitality 
industry. The questionnaire was pretested to ensure validity 
and established scales were used to maintain reliability. 
Cronbach’s alpha was used to measure the internal 

The sample consisted of 130 
hospitality professionals, including 75 males and 55 females, 
with an age range of 25 to 45 years. The mean age of the 
participants was 33 years. These participants had transitioned 

tourism and consulting. The purposive sampling technique 
ensured that only those with experience in both hospitality 
operations and allied sectors were included in the study.

Table 1: 
Gender Frequency
Male 75
Female 55
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Age Range (years) 25-45
Mean Age 33
Previous Industry 
Roles
Transitioned Sectors Event Management, Tourism, Consulting

Table 2 below presents the 

Career Growth and Transition Intent. Job Satisfaction 
(Mean= 3.5), the average score indicates that the hospitality 

jobs, although there is room for improvement in this area. 

highlighting the need for better balance to retain employees. 
Career Growth (Mean= 3.7) show cases that professionals 
perceive opportunities for growth more positively than job 

2.8) result indicated that approximately 45% of hospitality 
professionals have a moderate to high intent to transition to 

within the hospitality sector.

Table 2: Descriptive Statistics for Key Variables

Variable Mean Standard Deviation
Job Satisfaction 3.5 1.1

3.2 1.2
Career Growth 3.7 1.0
Transition Intent 2.8 1.3

Correlation Analysis: The Pearson correlation analysis 
was conducted to explore the relationships between job 

intent. 

(-0.35), here higher 

transitioning to allied sectors, hospitality professionals who 

industry. 

(-0.52), a 

transitioning to allied sectors. Professionals who report a 

outside the hospitality industry.

Career Growth vs. Transition Intent

transition to allied sectors. Professionals with fewer career 

industry.

: Professionals with higher job satisfaction 

with high job satisfaction (ratings of 4-5) showed intent 
to transition, compared to 60% among those with lower 
satisfaction (ratings of 1-3). Improving job satisfaction could 
be a critical strategy for reducing attrition rates within the 
hospitality industry.

: A clear relationship exists between 

life balance (ratings of 4-5) showed a similar intent. Focusing 

professionals in the hospitality sector.

Career Growth: Professionals who perceive limited career 

transition to allied sectors. 80% of those with low career 
growth potential (ratings of 1-2) showed intent to transition, 
while only 25% of those who rated career growth positively 
(ratings of 4-5) expressed similar intent. Implication:
Providing clear career advancement opportunities and 

hospitality industry.

responses by job role within the hospitality industry, 

of leaving for allied sectors. Event coordinators exhibited the 

showed high ratings for career growth but still had moderate 

other factors, beyond career growth, play a role in their 
decision to leave the hospitality sector.
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Table 3: Findings by Job Role

Job Role
Job 

Satisfaction Balance
Career 
Growth

Transition 
Intent

3.4 3.1 3.6 2.9

Chefs 3.8 3.5 3.9 2.3
Event 
Coordinators

3.6 3.0 3.5 3.2

Managers 3.7 3.4 4.1 2.5

transition of hospitality professionals to allied sectors. The 

(Smith & Jones, 2011). Many respondents indicated that 

advancement opportunities contributed to their decision 

negatively correlated with transition intent, the correlation 

in driving career transitions. Professionals who experience 
stagnation in their roles or struggle with maintaining a 

opportunities outside of core hotel operations.

hospitality industry should go beyond improving job 

management should focus on creating structured career 
advancement pathways, implementing employee-friendly 

professionals and reduce the growing trend of career shifts 

to prevent burnout. Structured career progression models 
can enhance job satisfaction and reduce transition intent. 

professionals’ transitions from core hotel operations to 

with their roles in hotel operations, especially the younger 

opportunities in allied sectors such as event management, 
tourism and consulting. The research further indicates that 
while younger professionals tend to hold career growth and 

place job stability and satisfaction above, which forces them 
to remain in core hotel operations. Overall, the transitioning 
from the core hotel operations to allied industries is by a 
combination of factors most of which are driven by factors 

have therefore important implications for the hospitality 
industries in question, especially strategies for maintaining 
talent and satisfactory job security. By addressing these 

hotel operations.

This study focused exclusively on individuals who had 
transitioned to allied sectors, excluding those who remained 

career decisions, such as economic conditions, were not 
comprehensively analysed within the scope of this study. 

growth program, the industry must introduce clearer career 
ladders and development programs to support upward 
career progression, especially for the middle echelons. A 
sense of career growth can be provided with leadership and 

surely decrease. Boosting job satisfaction, hotels can enhance 
higher job satisfaction by increasing employee engagement 
through recognition, autonomy and opportunities for 

life balance; to older professionals, the focus would be on job 

on such factors, the hospitality industry may be able to better 
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typically seen in hotel operations.
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