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This  study  explores  the  relationship  among  professional  competence,  job satisfaction  and  the career
development  confidence  for  chefs,  and  examines  the mediators  of  job satisfaction  for  professional  com-
petence  and  career  development  confidence  in  Taiwan.  The  analytical  results  demonstrate  that  work
attitude  was  the  most  influential  construct  for professional  competence,  and  culinary  creativity  had  the
lowest reported  ratings.  Job  selection  satisfaction  showed  higher  ranking  than  current  job  satisfaction.
The  structural  equation  modeling  results  showed  that  professional  competence  significantly  affects  job
satisfaction,  and  that  job  satisfaction  predicts  actual  career  development  confidence.  Additionally,  job
satisfaction  mediated  the  influences  of  professional  competence  and  career  development  confidence.
The  implications  of these  findings  are  discussed.
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1. Introduction

The hospitality and tourism industry is economically significant
for many areas of Taiwan, particularly the food and beverage sector.
According to the Executive Yuan, the service industry accounts for
more than 70% of Taiwan’s GDP, meaning that Taiwan’s economy
has transformed from manufacturing-oriented to service-oriented
(Lin et al., 2011). Though a growing food and beverage industry
provides positive economic effects the problems encountered by
employees, such as high levels of stress, long hours, high turnover
rates, and narrow career paths, along with rapid changes and
severe competition, have caused widespread low job satisfaction
in Taiwan (Wang and Horng, 2008).

Hospitality is an industry that has been long been plagued by
turnover rates traditionally ranging from 60% to 300%, resulting
in lost training wages, frustrated accountants and financial state-
ments crying for reductions in wasted human resource dollars
(Jones, 2008). The entire global tourism and hospitality industry
faces difficulty in attracting and retaining quality employees and
seeks a solution to the shortage of skilled hospitality personnel
(Deery and Shaw, 1999; Ferris et al., 2002). Chefs, the subject
of this paper, frequently leave the hospitality industry due to
job dissatisfaction, poor working conditions and heavy work
load, resulting in high staff turnover and wastage of trained and
experienced employees (Jenkins, 2001). The low job satisfaction
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is contradictory to the current trend of personal pursuit for
achievement and self-direction (Wang et al., 2011).

Studies show that employees are less satisfied with their cur-
rent job, the low professional career development potential and the
absence of motivating factors in the hospitality industry (Jenkins,
2001; Kong et al., 2011; Kong and Baum, 2006). College students
generally do not believe that a career in tourism and hospitality will
enable them to fulfill career needs they find important (Richardson,
2009). A good way  to retain qualified employees is by helping them
to increase their job satisfaction and developing their own careers
in hospitality industry (Barnett and Bradley, 2007).

Chefs are involved in strategic planning, product sales, and
presentation, as well as food quality, safety and sanitation, in
the food and beverage industry. The current competitive envi-
ronment is such that, in order to succeed, restaurants must hire
high-quality chefs and maximize their contributions (Richardson,
2009). However, the serious problem retaining quality employees
in the hospitality industry has led to a shortage of skilled employees
(Pratten and O’Leary, 2007). Pratten (2003) showed that almost half
of students beginning a course for chefs never work in the cater-
ing industry and many leave within a few years. The reasons given
by chefs exiting the market include low salary, heavy hours, and
poor work environment in the kitchen. Because chefs are critical to
the success of food businesses, enabling them to find satisfaction
in their professional competences and in their job is important for
hospitality industry managers.

The current highly competitive and rapidly changing envi-
ronment requires chefs to be professionally trained and to have
completed advanced education and training in producing large
quantities of appetizing food (Alexander et al., 2009; Hu, 2010).
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Fig. 1. Conceptual model of this study.

Maintaining high culinary quality requires chefs to continuously
upgrade their skills. Successful professional competence devel-
opment dictates that chefs remain in the industry over the long
term. This investigation thus explores how the professional com-
petencies of chefs contribute to their high performance (Birdir and
Pearson, 2000).

Career planning is important, as are job satisfaction and oppor-
tunities for promotion and development. Employee job satisfaction
is particularly relevant in service-based organizations because of
the practical relationship satisfaction has with turnover inten-
tion (Davy et al., 1991), organizational commitment (Brooke et al.,
1988), job performance (Meyer et al., 1989), and customer satisfac-
tion with and involvement in service exchanges (Frye and Mount,
2007). In the hospitality industry, employees who are satisfied with
their jobs are more likely to treat customers respectfully (Arnett
et al., 2002; Karatepe et al., 2003). Identifying specific determinants
of job satisfaction is a first step toward developing organizational
strategies to reduce employee turnover and increase employee
retention. Positive employee behavior, service quality, and cus-
tomer satisfaction are all correlated to job satisfaction (Arnett et al.,
2002).

Taiwanese research on hospitality has focused on management
(Horng et al., 2011; Horng and Wu,  2002; Yang, 2001), and the lit-
erature on chefs, professional skills, and job satisfaction is scant.
The purpose of this study is thus to investigate the relationship
between professional competence, job satisfaction and the confi-
dence of chefs in their career development, as well as the mediators
of job satisfaction. These study findings may  help in planning con-
tinuing education courses for chefs and in providing a reference
for hospitality industry professionals regarding human resource
management.

A conceptual framework of this study is depicted in Fig. 1. We
suggest that professional competence and job satisfaction have a
positive affect on career development confidence. However, this
study also proposes that job satisfaction plays a mediating role
in the relationship between professional competence and career
development confidence. The hypotheses and supporting literature
are discussed in detail below.

2. Literature review

The variable constructs including professional competence,
job satisfaction, career development confidence and the relation-
ship between these constructs are discussed in the literature
review.

2.1. Professional competence

Professional competence defined as the degree to which
employees can apply to work conditions their professional knowl-
edge, skills, motives, and traits (Kane, 1992). It includes high-level
skills, such as critical thinking, teamwork, communication, and per-
manent learning (Litchfield et al., 2002). The cognitive, affective and
psychomotor domains all play important roles in the development
of a competent culinary professional (Brough, 2008). Ko and Hsiao

(2008) showed that culinary knowledge is the most important fac-
tor among major alternatives, followed by personal characteristics
and communication. To detect the professional competence for
hospitality students, Ko (2010) developed five constructs, includ-
ing culinary basic knowledge, culinary innovation, culinary basic
skills, culinary management, and culinary attitude. If the restaurant
offers greater training to the staff, particularly as the need to man-
age new skills such as stock control are encountered, they could
more confidence in this area (Pratten and O’Leary, 2007). Addi-
tionally, the ADA (American Dietetic Association) has identified
assurance safe food as a critical competence and a responsibil-
ity for food service directors or chefs. The findings of the survey
indicate that the most important management skills for food ser-
vice industry are food safety, cultural sensitivity, interpersonal
relationship skills, and managerial flexibility (Kriegl, 2000). Pro-
fessional staff and service have the most significant influence
on customer decision-making in relation to restaurants. There-
fore, chefs play an important role in providing offerings that
match consumers’ tastes and sensory needs. The culinary art
field is interdisciplinary, involving technical skills, communication
skills, business expertise, and food basic knowledge (Harrington
et al., 2005). Consequently, promoting culinary quality in Taiwan
requires creating for chefs a stable work environment that encour-
ages the development of professional skills such as creativity
(Hu, 2010).

2.2. Job satisfaction

Smith et al. (1969) described job satisfaction as workers’ feel-
ings regarding their jobs. Job satisfaction is thus a function of
the perceived relationship between workers’ expectations regard-
ing a job and what they actually obtain from that job, as well as
the importance or value that workers attribute to their jobs. Job
satisfaction is an attitudinal measure that relates workers’ percep-
tions of past events and rewards to their current impressions of
a job (Lawler, 1995). Measures of job satisfaction include intrin-
sic and extrinsic satisfaction. Intrinsic satisfaction is determined
by achievement, independence and variety, while extrinsic sat-
isfaction includes pay, promotion, relationships with coworkers
and working conditions (Mount and Bartlett, 2002). Most people
establish a dominant career anchor that significantly influences
their future job choices and decisions (Stewart and Konwles, 1999).
According to Lent and Brown (1996),  family influences are power-
ful contextual determinants that mediate the relationship between
interests and goals, between goal and actions, and between action
and accomplishment. Current job satisfaction relates to employee
turnover (Rambur et al., 2005). Job satisfaction is an attitudi-
nal measure which relates awareness of past experiences and
rewards to current impressions of a job, it is a perceived rela-
tionship between what employees expect and obtain from their
jobs and how important or valuable it is to them (Lawler, 1995).
Pettijohn et al. (2008) also argue that employees’ identification of
current business ethics and resulting behaviors has a huge impact
on their job satisfaction. Lee and Mitchell (1994) contend that
person–organization fit occurs in advance of job satisfaction. High
job selection satisfaction enhances the development of career con-
fidence, and contributes positively to work emotion and attitude
(Ho, 2001). Career satisfaction has attracted considerable attention
because of its influence on both individuals and job satisfaction
(Perry, 1992). Frye and Mount (2007) showed job satisfaction as
pleasurable or positive emotional state resulting from the appraisal
of one’s job or job experiences. Therefore, previous research per-
taining to job satisfaction in the hospitality industry indicates that
job selection and current job satisfaction are the first concern for
the chef career.
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