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 ABSTRACT 

In a context of a shortage of human resources, service promotion institutions are faced with the challenge of 

integrating young people and must implement new managerial solutions. 

Hotel establishments - in Morocco - are not exempt from this economic imperative that questions the place of team 

management, the management of organizations and leadership. The hotel industry suffers from the increase of the 

incomes due to the high level of concurrence between establishments, an adaption of the human capital is needed, 

and requires the redefinition of the integration programs to better keep the recruits, that are majorly from the new 

generation. 

The main objective of this article is to present the framework of a thesis project that explore the conditions of 

integrating the new recruits into hotel establishments in Morocco. The article also presents the results of an 

exploratory study, 6 interviews with young recruits, between 20 and 25 years old, working in hotel establishments, in 

Morocco. 
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INTRODUCTION 

In a constantly changing economic context and a fragile labor market, the relationship between employees and 

companies has changed. Since the labor market continues to progress, the linear career has almost disappeared to let 

the place to a design career path that seems to be more varied, intermittent, and dynamic (Hall, 1976).  

Nowadays, it is more and more common to be alternation phase of unemployment, stage of training and phase of 

employment. And sometimes even to return to university or leave one company for another. 

These various and tumultuous paths become part of the breaks and transitions that characterize the career of new 

employees (Louche, 2007). Companies are most often called to promote internal mobility, by encouraging employees 

to engage more in training programs in order the become more flexible, in ultimately to reinforce the relation 

between the employees and the workplace. 

Plenty of questions came to our mind, we might ask why companies express more and more the need to invest in the 

process of integration of new employees, regard of the instability of the work market. 

We could also ask ourselves the question of the means “implemented” used by new recruits in order to demonstrate 

their performance and demonstrate their ability to adapt to their new. 

The managerial “trend – logic” has focused on individual rather than collective outcomes, which leads to a 

breakdown of the social bond, and develops increased competition in the market among future recruits.  
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It is therefore in the context of the integration of new recruits within an organization that we will take a close look at 

a theoretical framework that makes it possible to understand the process of entry of new employees, which is that of 

organizational socialization. It is therefore in the context of the integration of new recruits within an organization that 

we will take a close look at a theoretical framework that makes it possible to understand the process of entry of new 

employees, which is that of organizational socialization. 

Recruitment becomes crucial, going beyond the logic of the "right man at the right place", since it is the moment of 

meeting between the future employee and the organization, and therefore of confrontation of expectations. Once 

entering, the organization will try to integrate the recruit, and help him better understand the position for which he 

was recruited, the recruit will also contribute on his own integration. 

The first part will focus on the theoretical framework, the second on the methodology, the third on the results of the 

study, and the fourth on the discussion.  

 

THEORETICAL FRAME 

1. The integration of new employees 

It is possible to develop different definitions depending on the angle from which we approach the process of integrating new 

employees. The concept of integration can be defined from the managerial logic, as diversity of actions that "[...] consist in 

accompanying a new employee to master the technical aspects of his job and understand his role according to the culture of the 

company.  

Maurice-Desbat (2008) describes it as a process built over time, that goes much further than welcoming the employee. According 

to him, the integration covers three phases: 

- The first one begins with an analysis of the needs and perspectives of the company, as well as those of the employees, in 

order to anticipate the recruitment process.  
- The second phase concerns the recruitment process during which the company and the employee meet each other. 

- Then comes the third phase, which corresponds to the installation of the employee in the company, that [...] ends with 

adaptation and stabilization. Therefore, we could say that the integration phase is over, but there are some authors who 

defend the idea that the recruit would have continually to redefine his role and get integrated into the changing 

environment (Lacaze, 2007).  
 

 
 

Fig. 1: The process of integrating employees (Feldman 1976) 
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a. The importance of the integration for the employees 

Going from the logic "that the good person is in the right position", is a situation that does not depend only on the 

skills of the new employee, or on the reliability of the recruitment process. The success, therefore, depends on the 

work that must be done before (identification of needs, pre-selection and evaluation), then during the integration 

period.  

The indicators of measuring the quality of integration are: 

✓ Job satisfaction, 

✓ Involvement in the company, 

✓ Commitment to work and to the company, 

✓ Motivation, 

✓ Performance,  

✓ The intention to leave the company or to stay. 

These indicators are likely to vary depending on the start that a recruit may have in the organizational context. The 

integration is an intense period that can have a positive or negative impact on the above factors, and lead to the 

success or failure of integration a recruit. It is also important to mention that these different factors depend on the 

type of the recruit person (the status, the previous experiences). According to Trudel, Saba and Guerin (2005), young 

recruits are more concerned with the quality of life at work and the importance that the company attaches to it. And 

more interested in developing social relations in their workplace and would seek an active company on terms of 

social actions. 

Beyer (2012) states that one employee out of two says he want to separate from this company during the training 

period. It is the same for the company to make sure that the investment would have a return. The investment "[...] 

time and money on a candidate who risks slipping through their fingers [...]. To say that there is a common interest in 

the importance given to "good integration". 

It is in this context where professional integration takes place, some consequences on the behavior of new employees 

are going to be noticeable. This scenario occurs every year when thousands of people join a new company, the new 

employee will not only have to adapt, but also to go beyond their limits to mark the difference in term of efficiency, 

reactivity, and adequation (Locufier, 2015). 

b. The importance of the integration for the company  

"Coming together is a start, staying together is progress, working together is success" Henry Ford.  

This integration phase is as decisive for the new employee as it is for the company. Indeed, if the integration does not 

correspond to the expectations of the new employee, the risk is to generate an unplanned demission of the recruit. 

Therefore, keeping new recruits is a strategic issue for the company. According to Lacaze (2010), the steps to not 

miss during the socialization process, are:  

– The institutional and organizational aspects, we find in it the idea of wanting to make known and understand the 

activities of the organization, its values, history, and results. Integration is often presented under the form of a 

"welcome day". And subsequently to strengthen the cohesion of the team and to increase the attractiveness 

coming recruits (Lacaze & Perrot, 2010). 

– The relational aspect which highlights the sharing and the creation of the internal network. Since it makes it 

possible to establish a better group cohesion and to create a solid relation between the old and the new ones.   

– The operational aspect which helps the recruit to master his tasks, and feel independent and operational as fast as 

possible. 
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All this comes to define the retention of the recruit by his employer, to continue his path with. It goes without saying 

that the notion of loyalty is still very transversal today, because it depends on various factors. 

It is likely to vary according to the feeling of adhesion of the new, developed through the three dimensions mentioned 

above, as it may depend on the job market and the available offers, the remuneration and the employee's private life.  

This is precisely what Delobbe & Vandenberghe (2000) highlighted in their study, the presence of certain individual 

differences, related to personality or biographical variables, are likely to modulate the integration process, and 

therefore to influence the decision to want to remain or not of the recruit. It is through this brief presentation of 

integration and its challenges both for the company and for the newly recruited employee, that we can introduce the 

theoretical framework of organizational socialization and the factors that drive it. 

2. The organizational socialisation 

The concept of organizational socialization is more often considered and analyzed through the perspective of the 

integration of new employees. It is defined as "the process by which a person learns the values, norms and behaviors 

required to participate as a full member in the organization" (Van Maanen, 1976). A particular role is given to the 

individual in his process, since he is driven by the following motivations: 

- "Insuring a specific organizational role" (Van Maanen, 1976; Van Maanen & Schein, 1979), 

- "Giving meaning to a new environment" (Ostroff & Kozlowski, 1992),  

- "Be able to participate as a full member in the organization" (Van Maanen, 1975),  

- "Becoming an effective and participating member in the organization" (Louis, 1990).  

In this sense, the organizational socialization is also the "process by which an individual is taught and by which he 

learns the specificities of an organizational role" (Schein, 1979). It is also the "process by which an individual 

acquires the social knowledge and the necessary skills, to play a role in an organization" (Lacaze, 2007, p. 11).  

The objective is not only to identify the practices used by companies to integrate their recruits, but also to consider 

the behavior of young recruits, called the individual tactics of organizational socialization.  

 

a. The strategies of organizational socialization 

"We just welcome people, but we think we are really integrating" Lacaze, 2010. 

Companies have already understood the importance of the integration process for the career of new employees. 

Therefore, they must be more aware of the impact of both the form and content of the integration process, since it 

impacts the process on the long term, and the behavior of the employees.  

Van Maanen and Schein (1979) have described the different forms of socialization (or organizational tactics, 

practices) that companies use to integrate their new recruits, that are:  

• Institutionalized tactics that correspond to an integration process that is defined in advance, regardless of the 

number of arrivals. Which all follow the same training program as soon as they arrive. We can also speak of a 

path composed of institutionalized actions to be followed during the integration process. Those integration 

practices reflect the willingness of the company to take care and accompany new recruits once they arrive.  

These highly formalized practices contribute to the transmission of the company's values to the new ones, and 

make it possible to develop a sense of loyalty in the new ones towards the company.  

This form of considering integration has been more often present in stable environments, in which the 

accompaniment of new ones aims to ensure a better adherence to the culture and the organizational norms 

(Lacaze, 2010).  
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• Individualized tactics, on the other hand, correspond to a path of integration that differs according to the 

individuals. The individual is not integrated into a group and is not enrolled in a program.  

This kind of practice is part of a "laissez-faire", let the recruit integrate himself. The new one will be left to 

itself with the little information given during its arrival, to take in charge his own integration: (…). These 

practices are known for the high level of innovation that has the capacity to promote, the new will have to 

seek solutions by itself, but also to self-evaluate (Ashford & Black, 1996).  

On the other hand, the individual might seem uncomfortable and have the tendency to develop strong 

uncertainties in the definition of his role in the organization. Especially since he does not know what is really 

expected of him. These are therefore the kind of practices that increase stress and reduce job satisfaction 

(Lacaze & Fabre, 2005). 

This form of socialization is often present in unstable environments that is demanding creativity, less oriented 

at formatting the new ones (in the lack of a system of reference) and more at leaving them enough 

independent to develop their one creativity, to make the company profit from it.  

The studies on organizational strategies of socialization have also made it possible to identify the organizational 

mechanisms facilitating socialization, which are: mentoring, training sessions, and the role of socialization agents 

(superiors, colleagues, and other actors) in the integration of new recruits.  

 

b. The individual socialization strategies  

In addition, of strategies that companies use to integrate new recruits, it is also necessary to recognize the active role 

of the individual in his own integration, since he begins his integration process by a search of information about the 

company.  

When the recruit enters a new organization, the newcomer learns about himself and establishes his "career anchors" 

in which he discovers his abilities, talents, motivations, needs, attitudes, and values (Schein, 1978).  

The individual is therefore asked to bring some adjustments on his person, especially that the expectations he uses to 

have before entering might generate a "shock toward the reality" (Hughes, 1958) when he enters the company.  

In addition to the search for information, other proactive behaviors have been identified in people experiencing 

integration process. Which are: experimentation, self-management, the development of relationships with the 

members of the organization, the negotiation of changes in the work. Some of these tactics lead to a better learning if 

used together. Both the experimental and the knowledge acquired through the search for information are used for the 

acquisition of professional skills, that help a lot in the success of integration.  

The qualitative study of Lacaze (2001a) shows how fast-food staff discovers the tricks learned by new employees on 

how to offer a better service, by practicing in the presence of a trainer or experienced colleagues.  

This form of learning, that is situated between trial and error is particularly useful to acquire technical skills 

(Heimbeck et al., 2003). Ostroff and Kozlowsky (1992) show that, if soliciting interpersonal sources permits the 

acquisition of information, it is through experimentation that new ones increase their level of knowledge and 

understand the different aspects of socialization. 

Experimentation is associated with self-management, that is used in organizational life, according to Luthans and 

Davis (1979), this tactic consists in exercising an influence on oneself to motivate it to adopt the required behaviors 

(Snyder and Manz, 1983). 

Saks and Ashforth (1996) validate that self-management increases intrinsic motivation. Vancouver and Morrison 

(1995), more specifically explain that self-management encourage employees to take an active role in regulating their 
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performance: they set goals independently (towards which they direct their behavior). Then they reward themselves 

when they reach their goal (by congratulating themselves). In short, employees perform part of the function of their 

hierarchy, which help them reinforce the sense of autonomy and control.  

Gist, Bavetta and Stevens (1990) show that self-management facilitates the application of acquired skills. It also 

reduces the anxiety and stress, and allows the apprentice to orchestrate his new skills, who structures them to use 

them effectively through experimentation. 

To summarize, we can say that the different approaches of organizational socialization vary between: 

– The sequential approach (Feldman, 1981) identifies in the process of organizational socialization, the means 

phases, that help to follow the dynamic of the relationship between the individual and the organization, as 

well as the areas that are learned or modified.  

– The organizational approach (Van Maanen and Schein, 1979), defines organizational socialization from the 

side of the company, through its integration practices, as well as the mechanisms deployed to promote the 

entry of new employees: mentoring, training sessions and the presence of socializing agents. And, the 

offering of information to allow the social integration and organizational involvement of new recruits. 

– The interactionist approach (Morrison, 1993 - Ashfort and Sacks, 1996 - Nicholson, 1984), defines 

organizational socialization from the side of the recruit who remains an active actor in his own socialization. 

Socialization is therefore presented as a driver of the construction of meaning, in which the individual is the 

master of his own integration, especially as he accesses learning and adjustment making on the interactions 

with the agents, and the proactive behaviors he demonstrates. 

 
METHODOLOGY 

This research project explores the condition of integration young recruits to help the managers (of hotel 

establishments) choose the most appropriate practices, that ensure better retention of new recruits. The 

theoretical framework that has been mobilized was the theory of organizational socialization, with her different 

approaches (sequential, organizational, interactionist). 

Concerning the methodology, the research project fits well in the category of holistic-inductive research. This 

category has the specificity of starting from a managerial problem, which in our case is the difficulty of 

integrating and retaining new recruits in hotel establishments in Morocco. The field study was initiated by an 

exploratory (qualitative) study, that covered 6 interviews with young recruits (in position of executive in the 

kitchen or in the service), between 20 and 25 years old, working in hotel establishments, in Morocco (in a 

new establishment, or the first one, 2 months at least after their entry, which correspond to the trail period once 

the contract is signed). 

The young people were mainly asked about the way in which they live their period of integration, about: their 

academic background, their motivation toward the choice of the profession, the 1st day at the hotel, the quality 

of the reception, the presentation of the work, and the team, the difficulties encountered, the occurrence of the 

clashes, the respect of the rules, and finally their career project.  

The verbatim of the 6 interviewers were analyzed horizontally to develop a summery toward each topic, and 

vertically to develop a summery toward each case, and at the end some conclusions were drawn
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RESULT AND DISCUSSION 
 

Topics / 

Profiles 

P1:  

Age: 21 

Profession: 

Pastry chef 

Experience: 

1 year  

Sex: Male 

 

P2: 

Age: 19 

Profession:  

Waitress 

Experience: 

1 year  

Sex: Female 

 

P3: 

Age: 22 

Profession: 

Bartender 

Experience: 

5 years 

Sex: Male 

 

 

P4:  

Age: 23 

Profession: 

Waiter 

Experience: 

5 years 

Sex: Male 

 

 

P5:  

Age: 21 

Profession: 

Pastry chef 

Experience: 

2 years 

Sex: Female 

 
 

P6:  

Age: 23 

Profession: 

Cook 

Experience: 

3 years 

Sex: 

Female 

 

Summaries 

Profession 

choice 

I've always 

felt 

comfortable 

in a kitchen, 

and I've 

always 

imagined 

myself 

becoming 

"Choumich

a" (famous 

TV Chef). 

I’ve not 

passed my 

3rd year of 

secondary 

school. So, 

I’ve turned 

to the 

service to 

study it, in 

which I felt 

very 

comfortable 

after 

working in. 

The dream 

of my life 

since I was 

a child, is to 

become a 

bartender, 

inspired by 

my brother 

bartender 

chef. 

Whom I 

started 

working 

with. 

It was 

during my 

internship 

(As part of 

my studies 

in a 

Tourism 

School), 

that  

I discovered  

that the 

contact with 

the clients 

was a 

source of 

satisfaction 

for me. 

 

Pastry is the 

passion for 

my life. 

And I have 

chosen it as 

a 

profession. 

I found 

myself in 

cooking, 

which has a 

future in 

my country 

compared 

to the 

service, 

which is 

very 

limited, 

especially 

with the 

coming of 

the self-

service. 

The choice 

of the 

profession 

can be 

based in a 

real 

passion, if 

not the 

young 

person gets 

attached to 

it once he 

works in it. 

Academic 

background 

I used to 

return back 

home 

(during the 

baccalaurea

te year) 

without any 

added 

value. Soo, 

I told 

myself that 

the Bac 

wasn’t 

made for 

me, 

compared 

to the 

pastry, that 

was a total 

yes. 

 

 

I have a 

diploma of 

catering 

agent, from 

the 

Specialized 

Institute of 

Hotels and 

Restaurants 

– OFPPT 

Morocco 

I have a 

diploma as a 

catering 

agent, from 

the 

Specialized 

Institute of 

Hotels and 

Restaurants 

– OFPPT 

Morocco. 

I am a 

catering 

agent, from 

the 

Specialized 

Institute of 

Hospitality 

and 

Catering, 

Morocco. 

I am a 

technician 

in Bakery - 

Pastry, the 

diploma I 

get it from 

the 

Specialized 

Institute of 

Applied 

Hotel and 

Tourism 

Technology 

of 

Morocco. 

I have a 

diploma of 

kitchen 

clerk, from 

the 

Specialized 

Institute of 

Hospitality 

and 

Catering – 

Morocco. 

Back 

ground of 

the 

interviewer 

is the year 

before the 

baccalaurea

te 

completed 

with a 

degree in 

the notional 

Tourism 

Schools, 

all of them 

are 

executants.  

1st Day 

I was one of 

the first 

persons to 

join the 

hotel to do 

the 

The job as 

waiter was 

new for me, 

and I was 

needing 

enough time 

My1st day 

was more 

than great 

in the 

presence of 

our head 

The old 

establishme

nt offered 

more 

opportunitie

s to get in 

I was invited 

by the head 

chef, (my 

teacher at 

school), to 

do the 

The team 

was nice 

(with me) 

and very 

helpful. The 

head chef 

The 1st day 

seems to 

happen in 

good 

condition 

when the 
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opening. 

I’ve also 

participated 

in the 

establishme

nt of the 

working 

system. 

to get used 

to it, but I 

could say 

that the 

welcome 

was that 

warm. 

chef, who 

makes us 

learn as 

more as 

possible, 

and 

encourages 

us to help 

each other. 

touch with 

the clients, 

and to build 

friendships 

with them, 

unfortunatel

y it’s a thing 

that this 

hotel 

doesn’t 

offer. 

 

opening of 

the hotel. 

The 

welcome 

was the 

opportunity 

for the head 

chef to 

express his 

ambition to 

make the 

pastry the 

window of 

the hotel. 

 

and his 

subordinates 

were sharing 

their 

knowledge 

with us.  

The head 

chef is 

treating us 

like his 

daughters. 

 

young 

person is 

enough 

experienced, 

in case of a 

novice 

person 

enough time 

for 

acclimation 

could be 

needed.  

Job 

Presentation 

I have 

passed the 

stage of the 

beginner in 

pastry, my 

chef doesn’t 

need to 

follow me 

in every 

detail, I 

already 

know what 

I’m 

supposed to 

do. 

 

The 

introduction 

to the post 

was made 

by the head 

chef. 

The 

introduction 

to the job 

and the 

presentation 

of the hotel 

were made 

by the head 

chef. 

I already 

have enough 

experience, I 

know what I 

must do, and 

I know how 

to behave 

with the 

clients. 

The head 

chef has 

given me 

the 

responsibili

ty of the 

pastry (à la 

carte), so 

the details 

are 

discussed 

every time I 

found 

myself 

facing a 

new 

situation. 

The head 

chef 

accompanie

d by the 

HRD that 

had 

explained to 

me my 

main role as 

a cook, 

according 

to my job 

description. 

The 

presentation 

of the job 

seems to be 

more 

needed for 

the novice, 

the head 

chefs does 

it, in few 

cases 

according 

to a job 

description.  

Team 

Introduction  

I’ve 

participated 

in the 

integration 

of all the 

members of 

my team, 

when they 

were still 

new.  

The 

introduction 

to the team 

was made 

by the head 

chef. 

The 

introduction 

to the team 

was made 

by the head 

chef 

…. 

 

Honestly, I 

was not 

introduced 

to anybody, 

and nobody 

was 

introduced 

to me.  

I was the 

one that 

was 

introduced 

to the team, 

by the head 

chef, and it 

was a real 

recognition 

of my 

competence

. 

It was the 

head chef 

who 

introduced 

me to the 

whole team,  

and it took 

me 3 days 

to know 

every 

person 

closely. 

The 

introduction 

to the team 

is most of 

the time 

done by the 

head chef.  

And very 

rarely not 

done, so the 

time helps 

the novice 

to get to 

know the 

team.   

 

Difficulties 

encountered 

---- 

(Any 

difficutly 

was 

encountered

) 

It was the 

girls from 

other 

departments 

who had 

really 

supported 

me 

psychologic

ally, 

the chef and 

--- The 

responsibili

ties are not 

divided 

between 

waiters, 

everyone 

does 

everything, 

and when a 

situation 

I used to 

delegate the 

decoration 

of my 

preparation

s to my 

colleagues, 

a thing that 

I don’t do it 

anymore, 

since my 

I use to find 

the work 

charge a bit 

difficult to 

support, 

which isn’t 

the case 

anymore, 

since the 

head chef 

encourage 

The 

difficulties 

seem to 

appear in 

the period 

of 

accommoda

tion and 

disappear 

after a short 

time with 
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my male 

colleagues 

professional

ly it was the 

head chef 

and my 

colleagues, 

since I was 

the unique 

female 

waitress on 

my team. 

 

turns bad, 

we all get 

blamed. 

colleagues  

don't 

understand 

the idea of 

passing 

instructions.  

us to help 

each other.  

 

 

 

 

 

the help of 

others if not 

by counting 

in on its 

own self.  

Frequency 

of snaps 

 ---- 

 

When you 

respect 

yourself, 

you make 

the other 

respect you. 

I don’t 

remember 

having any 

arguments 

or clash with 

someone 

inside the 

team or out 

of it. 

 

I feel 

responsible 

of the 

accomplish

ment of the 

work, that 

in the 

presence of 

clashes it 

becomes a 

total mess, 

so when a 

clash 

happens I 

try to 

resolve it. 

Clashes 

often 

happen from 

the presence 

of very 

young 

employees, 

who lack 

maturity, 

and do not 

know the 

job very 

well. I’ve 

learnt with 

waitresses 

from the 

older 

generation 

that are very 

experienced 

Clashes 

don’t exist 

in our team, 

it's just that 

the level of 

the 

competition 

is very high 

between 

pastry 

chefs, that 

can be a 

source of 

jealousy.  

I wish that 

my 

objectives 

should be 

fixed at the 

beginning 

of my shift, 

so that I can 

concentrate 

well on 

them.  

 

The 

frequency 

of snaps is a 

characteristi

c of the 

tourism 

industry. 

And trying 

to develop a 

self-control 

toward it is 

a choice, 

and the 

predispositi

on to 

resolve the 

clashes 

when they 

happen in 

the team is 

a big 

quality. 

 

Respect 

rules 

In theory 

like in 

practice, a 

pastry is 

supposed to 

reserve 

50% of his 

effort for 

hygiene, 

that 

corresponds 
to his 
personal 

hygiene, 

and the 
cleanliness 

of the 

workplace. 

---- (no 

snaps) 

 

The respect 

of the 

profession is 

a duty, that I 

prove 

through 

the 

avoidance of 

clashes. 

 

I try to be 

highly 

professional

: attentive, 

well 

concentrate

d, always 

on time, 

well 

dressed to 

not let the 

client any 

chance to 

complain. 

My 

preparation

s are always 

identical to 

the model, 

currently I 

am working 

on my 

rapidity that 

is an 

important 

skill for a 

pastry chef. 

Although 

there are 

some 

persons that 

might push 

you to get 

into an 

argument, 

the 

behavior of 

a cook must 

be 

irreproacha

ble (a good 

example of 

self-

control).  

The rules 

mentioned 

are those of 

the tourism 

industry, it 

covers: the 

discipline, 

the 

hardworkin

g, the 

elegance, 

and the 

perseveranc

e, that after 

a short time 

they 

become the 

values of 

reference 

for the 

younger 

employees.  
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(1) The pastry chef that has been well prepared for his first work experience, since the head chef use to be his 

teacher at the pastry school. The young recruit went from the anticipatory directly to the integration without 

passing by the accommodation, and he also participated in the integration of all the members of his team. Any 

case of snap was mentioned, and we’ve noticed a total engagement toward the rules. The career project was 

enough clear and joins the reason of choosing the profession. The integration for sure was successful due to the 

engagement of the person and of the head chef. 

(2) The waitress has studied after not being able to continue his academic studies, the service was chosen for its 

practical aspect, fast to learn in at school, and fast to be operational once you work. The financial aspect must be 

present, and once she got the job, she discovered that it was the perfect choice she had made. The integration was 

successful since the welcoming was good, the presentation of the job and the introduction of the team were made by 

the head chef. The person was supported even by co-workers from other departments. They were no snaps since the 

person was highly mannered and disciplined. The person aims to continue in the service and stay free for a better 

offer.  

(3) The Bartender has chosen the profession according to the profession of his older brother, that the bartender used 

to work with as a teenager, since he was giving a good example to follow. The process of integration was successful 

since it was based on a perfect choice of the profession. So the career project was enough clear and the possibility to 

get certified as a bartender is a must. The first day was good, the adapting to the job and to the team member were 

that smooth, the clashes were totally absent, and we have noticed a high level of self-discipline and professionalism.  

(4) The waiter has the chance, in his beginning to work with highly experimented waiters, that has transmitted 

to him all the codes, in terms of discipline, the master of the job, the technics to apply when many clients came 

and should be well served. The integration process was successful, since the waiter was enough independent to 

take his post in charge, the relation with the team was good, but the waiter uses to feel profoundly upset due to 

the luck of professionalism of the new waiters, the frequency of clashes was high, to a point that the waiter 

starts to think to immigrate abroad since the profession is no longer valorized with the coming of the self-

service.  

(5) The female pastry chef has chosen to turn his passion for the pastry to a real profession. The motivation that 

a beginner is supposed to have already exists in this case. The process of integration (that was successful) has 

started with the invitation to do the opening of the hotel, the presentation of the hotel has took the form of a 

clear declaration to make the pastry the image of the hotel, and it was the pastry chef that was introduced to the 

team, which was a clear confirmation of her competency. The self-discipline is an important quality for her, and 

the clashes was totally absent, since the waitress already knew her dreamt objective, to be a heard pastry chef as 

Career 

project 

I wish to 

become a 

pastry head 

chef. For it, 

I would 

need to 

spend a 

year 

abroad, in 

France to 

learn and 

train myself 

more. 

I would 

never ever 

imagine 

myself, let 

down the 

service that 

I was made 

for, 

, and if I 

had the 

chance to 

change the 

establishme

nt, I would 

profit from 

it. 

My dream 

is to get 

accepted at 

the national 

school of 

Tourism to 

continue 

my career 

as a 

qualified 

bartender. 

I really 

wish to 

immigrate 

to Europe, 

because 

there is 

nothing to 

do here. 

 

I wish to 

impose 

myself as a 

woman 

pastry chef, 

and 

ultimately 

to become a 

female 

pastry head 

chef. 

The most 

important 

for me is to 

continue to 

learn under 

the direction 

of this 

exceptional 

head chef. 

My 

promotion 

depends on 

his 

appreciation 

that I really 

trust. 

 

 

The career 

project is 

enough 

clear in 

following a 

specific 

objective, if 

not it takes 

time. 

 

Summaries 

 

(1) 

 

(2) 

 

(3) 

 

(4) 

 

(5) 

 

(6) 

 

(7) 
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female, in a context that is still dominated by males. 

(6) The female cook has chosen the profession based on her passion. The process of integration was successful, 

by the well introduction to the job (formalized by the hotel in a job description) and to the team, done by the 

director of HR. The rest of the process that covers the period of accommodation was taken in charge by the 

head chef and his subordinates. The colleagues also were helpful and supportive. And with the time the work 

charge didn’t seem too afraid the junior cook. The self-discipline was present in her way of dealing with the 

clashes. Her projection into the future, is to stay in the same hotel to continue to learn and progress under the 

eyes of the head chef.  

(7) To sum up the process with all his aspects succeeds for the 6 cases, since they are aware enough of the difficulty 

of starting in the hotel industry. The presence of the head chef and the others team member help a lot in it. The 

passion toward the profession is the key, and the clarity of the career project is the result of constant adjustment 

(experience, relations with the older persons, offers, the emergence of new jobs, the capacity of the young person to 

adapt). 

The analyze of the process of integrating has covered sample of the 6 young recruits. This exploratory study, was 

done under the 4 aspects of organizational socialization, that are: the mastery of the tacks, the clarity of the role, the 

relation with the time, and the better understanding of the organization. The success of the process of integration was 

followed majorly from the logic of the recruits themselves. Are they satisfied toward in and in which level? And of 

course, considering the logic of the organization since the process didn’t conduct to any firing or the demission of the 

recruits. The process starts from the time the young recruit enters to the organization, get used to it, to the time he 

starts to recognize himself in the values of the organization.  

But we can’t really predict what could happen next, because the continuity of the social contract depends on some 

adjustments that both the young recruits and the organization should be able make. 

 

CONCLUSION 

This article, has tried to present the framework of a PHD project that studied the process of integrating young 

recruits, from both theoretical and methodological aspects.  

That’s the way the project has found his place in the category of holistic (inductive) research in line with the 

grounded theory, in the objective to facilitate the emergence of a contextualized model of the process of 

integrating new recruits into hotel establishments. The hotel industry was chosen as a field study, it is an 

industry that suffers from the increase of the incomes due to high level of concurrence between establishments, 

an adaption of the human capital is needed, and requires the redefinition of the integration programs to better 

keep the recruits, that are from the new generation. 

A part of this article was reserved to present the results of an exploratory study, that covered a reduced sample 

of 6 young recruits, among their experience of integration in hotel establishments, that was largely successful 

due to their high predisposition to go through the difficulties and the support of the hotels (and their members), 

the next level could be to develop a scale (adapted to the hotel industry) that could be used by the professionals 

to follow and evaluate the recruits during their integration process. 

Especially that they are told to build solid integration programs to attract the young profiles, but they are 

lacking enough visibility on how the new employees experienced it, the scale would also help in the building of 

the integration programs itself, or the reinforcing of the existent ones. 

Now that we’ve developed a clear view about the process of integration, with its mains phases, and contents, 

both the role of the individual and the organization in it, the strategies that can be applied, the factors that 

influence its success, and the indicators that help to measure it, the objective of the scale is going to profit from 

it, I would be a part of the other objectives, since the PhD is in his early beginning. 
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