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Executive summary

This paper explores the intricate dynamics of the hotel industry, aiming to uncover the nuanced relationships between self-esteem, role stress, and job performance among employees. Employing a qualitative research approach, the study strategically integrates well-established methodologies in order to gain a profound understanding of these psychological phenomena within the hotel context.
The research strategically examines each qualitative research methodology, exploring the paradigms of positivism, interpretivism, and constructivism. This approach grounds the study in robust ontological, epistemological, and axiological foundations. These philosophical foundations guide the exploration of subjective experiences and contribute to the overarching aim of developing a comprehensive understanding of the interplay between self-esteem, role stress, and job performance.
By incorporating influential theories like Bandura's Social Cognitive Theory, Social Exchange Theory, and Work Engagement Theory, the study seeks to enrich the theoretical landscape, offering valuable insights into the psychological factors influencing employee performance in the hotel industry. Additionally, the research reflects on the practical implications of its findings, suggesting potential interventions and training programs that could positively impact human resource practices within the hotel sector.
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INTRODUCTION
[bookmark: _Toc157114082]Background and context

The first chapter of the paper will be compiled by a brief background and context summary of the subject studied, an overview of the research’s aims and objectives, along with a definition of the self-esteem concept; followed by the research problem statement section. 

This report aims to examine the foundational research philosophies and principles relevant to the selected research topic. The focus of this study is on exploring the influence of employees' self-esteem and their experience of role stress on job performance within the hotel industry, emphasising the hotel businesses globally.

In the contemporary landscape of career decisions, understanding how employees' self-esteem and their encounters with role stress impact job performance has become an interesting and valid point for exploration. This study addresses a gap in the current literature by thoroughly exploring the intricate relationship between employees' self-esteem, their experiences of role stress, and their consequent job performance.


[bookmark: _Toc157114083]What is self-esteem?

Defined by Rosenberg (1979), self-esteem reflects an individual's positive or negative self-perception. This concept unfolds across three dimensions – self-worth, self-efficacy, and authenticity – each contributing to distinct motivational dynamics when satisfied; they include the motive to feel accepted and valuable, the motive to see oneself as someone efficient or successful, and the motive to find sense and coherence in one’s life (Gecas, 1991; Swann and Bosson, 2010). Over the course of four decades, the exploration of self-esteem has persisted, fuelled by the belief that heightened self-esteem yields positive outcomes, while diminished self-esteem is foundational to personal and societal challenges. Despite prevalent negative depictions of individuals with low self-esteem, it is essential to avoid overemphasizing the positive consequences associated with heightened self-esteem (Leary and Tangney, 2003). Indeed, elevated self-esteem may carry a downside, manifested in tendencies toward aggression (Baumeister, Smart, and Boden, 1996) and the development of narcissistic traits (Campbell, Rudich, and Sedikides, 2002).





















FINDINGS
[bookmark: _Toc157114084]Research Problem Statement

This chapter highlights the gap in existing literature that the study seeks to address. The literature surrounding the subject provides a valuable background, revealing the current state of understanding, existing theories, and the limitations in comprehending the intricate dynamics between self-esteem, role stress, and job performance within the hotel industry.

In response to a recognised gap in existing literature, this study strategically addresses the evidence of the existing evidence that role stress factors like ambiguity, conflict, and overload can negatively impact job performance (e.g. Fried, Ben-David, Tiegs, Avital, & Yeverechyahu, 1998; Gilboa, Shirom, Fried, & Cooper, 2008). However, there has been limited research comparing the relative influence of each specific role stress dimension (Jung & Yoon, 2013). So, it's unclear if one of those factors - ambiguity, conflict or overload - tends to have a stronger detrimental effect over the others. Understanding which aspect typically plays the biggest role could help managers prioritize interventions.  

Similarly, past studies have shown self-esteem can enhance job performance (Judge & Bono, 2001; Song & Chathoth, 2013). But there's a lack of evidence examining self-esteem effects simultaneously with role stress factors. Looking at both collectively can demonstrate if boosting employee self-esteem might protect them against negative impacts from stressors. Alternately, role stress could overshadow any self-esteem gains. 

In sum, while there is theoretical grounding and separate empirical studies on connections of role stress elements and self-esteem to job performance, the relative magnitudes of impact of each component specifically within hotel businesses has not yet been fully measured (Jung & Yoon, 2013). This research fills gaps in understanding influences and interactions of the variables in this context. Findings would provide hotel managers actionable insights into the most influential paths to target to improve employee job performance through both stress reduction and self-esteem improvements. 

As millennials represent a major part of the hotelier employees (Millennials as Guests
and Employees: Who they are and what they want, 2018), it is essential to get a better understanding regarding their feelings and views. With the unique societal influences experienced by the millennials during their childhood, such as the technological revolution, globalisation and cultural diversity, supportive upbringing, a sense for social and environmental responsibility, education and a focus on work-life balance - allowed the generation to become more aware and changed their vision about the life and what was perceived as normal by the generations before (Graham, 2023). It is crucial to consider these elements in order to understand the factors that shape their career choices. 
This paper aims to shed light on the relationship between self-esteem and career decisions among millennials, offering insight that hold significance for both the education of business owners/leaders/managers as well as academic discussion. 

What sets millennials apart from the other generations is their drive. The millennials’ focus tends to always be directed towards their well-being, as well as to a collective well-being. (Atay and Ashlock, 2023). Therefore, they tend to have a high self-esteem and high expectations, fact reflected by the careers they choose to pursue (Atay and Ashlock, 2019). They lean towards unique careers and value leisure and fun within their workplace (Alsop, 2008), in order to satisfy their creative natures, their self-wroth, self-efficacy and their authenticity.

Ng et.al. acknowledged in their book “Managing the New Workforce: International Perspectives on the Millennial Generation”, the fact that the careers’ nature is shifting away from the traditional career which was characterised by progression, to one that has as main elements an individual’s values and beliefs (Ng, et.al, 2012).
The two different natures of careers could be regarded in two ways, internal and external. The internal career, also called “boundaryless” career, is recognised through its flexible nature. The internal career does not require specific skills to be pursued nor a specific qualification, having the organisation/company that hires an individual to provide all the necessaire training that can be later on transferred to a different job/position and added as asset to the person's professional growth; compared to the external career which follows strict and well-defined periods of study and training (college, university, etc.), periods during which participants undergo multiple testing in order to demonstrate the knowledge gathered (Shein and Van Maanen, 2013). 

Previous literature concerning self-esteem and the career choice of millennials reveals results which allow an interpretation and insight through a different angle of the relationship between one’s self-esteem and their career decisions. In the same book mentioned above - “Managing the New Workforce: International Perspectives on the Millennial Generation” - written by Ng, et.al, the authors performed an analysis that explores different perspectives of the millennials’ attitudes, such as the career anchors in the desire to understand whether they would be driven by different motivators than the previous generations; the career anchors refer to things such as technical/functional competence, managerial competence, autonomy, security, entrepreneurial creativity, pure challenge, lifestyle or dedication to a cause, in other words, people are attracted and motivated to do the things they prosper at (Schein and Van Maanen, 2013). The researchers then looked at the millennials’ career experiences in order to establish whether their career expectations have been met to a higher or lower level than the previous’ generations, and thirdly they also compared the millennials career satisfaction with the previous generations’ (2012). These results could also aid this research by offering a better understanding or view over the millennial generation’s attitudes and feelings, which can be analysed in order to understand how the stress within their workplace affects their self-esteem and job performance.


[bookmark: _Toc157114085]Research aim, question and objectives

[bookmark: _Toc157114086]Research aim:

This research aims to thoroughly examine and understand how the individual levels of self-esteem and the diverse experiences of stress influence the subjective perceptions of job performance among employees within the dynamic context of the hotel industry. Through a comprehensive exploration of these psychological factors, the study seeks to contribute valuable insights into the complex relationship between self-esteem, stress, and employees' subjective evaluations of their job performance in hotel settings.

[bookmark: _Toc157114087]Research question:

To what extent do individual variations in self-esteem levels, as well as diverse experiences of stress, contribute to shaping the subjective perceptions of job performance among employees in the hotel industry? How do these psychological factors interact within the dynamic work environment of hotels, influencing the way employees evaluate and interpret their job performance?

[bookmark: _Toc157114088]Research objectives: 

· Conduct an extensive literature review of existing literature in order to establish the relationship between self-esteem and job performance, as well as the impact of stress on employee experiences in the hotel industry
· Analyse the various factors that influence individual variations in self-esteem levels among hotel industry employees, considering both internal and external factors 
· Create potential interventions or strategies aimed at enhancing the employees’ self-esteem, considering practical measures that positively impact self-esteem levels in and consequently job performance.
























[bookmark: _Toc157114089]Significance of the research

The theoretical and practical contributions of paper hold significance within the organisation psychology context concerning the hotel industry. The exploration of the relationship between self-esteem, role stress and job performance contributes theoretically by advancing the understanding of the psychological dynamics that shape employee experiences in this specific field, characterised by unique challenges and service-oriented nature (Holovnia,et. Al, 2022). Furthermore, the practical contributions consist in the identification of the targeted interventions and strategies that can positively impact all level employees’ self-esteem, relieve stress and enhance job performance within the hotel industry.

Therefore, the research contributes to both theoretical and practical fields. Theoretically, by pursuing theories such as Rosenberg’s Self-Esteem Scale, the Self-Derogation Scale, Coopersmith’s Self-Esteem Inventory, Fayol’s 5 Functions of Management, Social Exchange Theory, Social Cognitive Theory and Work Engagement Theory – this research aims to bring essential insight to the existing literature and practical settings. This synthesis provides a comprehensive framework to explore the complex relationship between self-esteem, role stress and job performance in the hotel context.
In practical terms, the outcomes of this study wish to bring significant awareness that help shape human resource strategies in the hotel industry. Insight into the impact of self-esteem and role stress on job performance serves as a valuable guide for crafting focused interventions, training initiatives, and supportive frameworks. These measures aim to support employee well-being, thereby fostering an improvement in the collective performance of hotel staff (Akgunduz, 2015). In essence, this research not only enriches academic knowledge but also provides actionable insights that can bring positive transformations to the routine functioning and success of hotel enterprises.

Furthermore, the outcomes of this study lay the groundwork for future investigations in the field. The findings and insights generated from this report can act as a valuable foundation, providing a robust platform for researchers to delve deeper into the complex interplay between self-esteem, role stress, and job performance in the hotel industry.

























[bookmark: _Toc157114090]Literature review 

The following chapter is a comprehensive literature review that examines the existing literature and the literature gap revolving around self-esteem, role stress and job performance and discusses a range of appropriate theories that highlight the correlation between the three in the hotel industry context.

In the complex environment of the hotel industry, where achieving service excellence and prioritising employee well-being are of utmost importance (Dalton, et.al., 2021), a profound understanding of the dynamics involving self-esteem and role stress emerges as essential for both the success of the organisation and the thriving of individuals within it. This theoretical framework merges key theories, offering a comprehensive perspective to delve into the complex connections between employees' self-esteem, role stress, and job performance within the context of hotels. 

Stuart Hearn, in his online article, highlighted that the connection between self-esteem and performance takes root in childhood and becomes prominent within the social context, particularly during primary school years. Research examining self-esteem and academic achievements among students indicates a robust correlation. Moreover, studies conducted on adults have found that the association between self-esteem and performance persists into adulthood, influencing career decisions and overall success (Hearn, 2019).

By drawing insights from multiple theories associated with the concern of this paper, such as Rosenberg's Self-Esteem Scale, the Self-Derogation Scale, Coopersmith's Self-Esteem Inventory, Fayol's 5 Functions of Management, Social Cognitive Theory, Social Exchange Theory (SET) and Work Engagement Theory (WET), the framework seeks to unravel the intricate relationship of psychological and organisational elements that shape the experiences of employees in the hotel industry.

[bookmark: _Toc157114091]Rosenberg’s Self-Esteem Scale

Rosenberg self-esteem scale is a tool designed to measure the global self-esteem. The scale does not emphasise particular qualities or areas of activity, but aims to assess an individual’s plain feeling/attitude regarding his/her own worth; this model enables the participant to apply their own frame of reference when responding (Mecca, et.al, 1989). The scale was developed in 1965 by sociologist Morris Rosenberg and it became a foundation in self-perception research. Thus, this is an appropriate tool to be pursued in this study to establish the global self-esteem of the participants, which correlates with their role stress and job performance. 
It contains 10 items and it was created with precision in order to ensure its efficacy and versatility; thus, the questionnaire followed the following criteria: 
· Ease of administration: designed for user-friendliness, facilitating broad application
· Economy of time: structured for efficiency, accommodating various research settings
· Unidimensionality: focuses on a single construct, providing a clear view of self-esteem
· Face validity: emphasises initial participant understanding for engaged responses (Rosenberg, 1965).


[bookmark: _Toc157114092]The Self-Derogation Scale

The self-derogation scale of Kaplan and Pokorny (1969) is another efficient and appropriate tool used in the analysis of this report. This theory has derived from Rosenberg’s self-esteem scale and is composed of seven items that indexes a lack of pride and self-respect and feelings of personal failure and worthlessness; therefore, a low score would suggest high self-esteem (Deci and Ryan, 1985).
The incorporation of Self-Derogation Scale proves particularly suitable due to its ability to measure individuals’ self-critical tendencies. This scale offers a structured approach to capturing aspects of self-perception and self-evaluation which align with the complex dynamics explored in the context of self-esteem, role stress and job performance within thee hotel industry. 


[bookmark: _Toc157114093]Coopersmith’s Self-Esteem Inventory

Another theory suitable to use in this context was created by Stanley Coopersmith, American psychologist – Coopersmith Self-Esteem Inventory (1967), later updated by Ryden (1978), which involves a questionnaire that aims at four main aspects of one’s self-esteem: general self, social self and peers, home and family and professional life. While Rosenberg’s scale tries to capture the global self-esteem in ten questions, Coopersmith claims that the global self-esteem lies in the sum of all different areas mentioned above (Potard, 2017).


[bookmark: _Toc157114094]Fayol’s 5 Functions of Management

Henri Fayol – engineer at a mining academy in France, who later become the director of the mining company is considered to be the father of the modern management. Fayol crafted two managerial theories – The 5 Functions of Management and the 14 Principles of Management. However, only the 5 Functions of Management theory will be utilised in this paper. Fayol created the theories based on his experience; the 5 Functions of Management scrutinise the good leaders’ behaviours and acts as a guideline for managers that lack competence (Corum, 2015). The functions are:
· Planning 
· Organising
· Commanding
· Controlling/verifying  
· Coordinating 

The functions would apply to and would be beneficial for the managers in the hotelier industry as follow:
1. Planning – hotelier managers need a plan on how to support and enhance the employees’ self-esteem, while considering the challenges and stressors in the industry; as it was recognised over time that the hotelier industry comes with challenges for the employees which can lead to burnout and might affect their self-esteem (Wen, et.al., 2020). This planning may involve training, mentorship or creating a positive work environment
2. Organising – the organisation’s structure should prioritise the employees’ well-being by facilitating the development of self-esteem – by allocating the right tasks to each individual, in order to mitigate role stress. Research shows that self-esteem and role stress are essential factors that influence job performance in hotel management (Akgunduz, 2015).
3. Commanding – effective leadership is crucial in addressing self-esteem issues and managing role stress. Managers must provide clear guidance, motivate employees, and foster a positive organisational culture that promotes well-being (Kim and Beehr, 2018).  
4. Coordinating – essential in order to ensure that efforts to enhance self-esteem and reduce role stress are integrated across different levels and departments within the hotel; this may involve collaborative initiatives to achieve job performance (
5. Controlling/verifying – Managers must continuously monitor the impact of interventions on self-esteem, role stress, and job performance. Control mechanisms can include regular assessments, feedback systems, and adjustments to strategies based on performance outcomes (Thai-Nghe, et.al., 2023).


[bookmark: _Toc157114095]Social Cognitive Theory

In the exploration of the complex dynamics influencing employee behaviour within the hotel industry, Social Cognitive Theory, as explained by psychologist Albert Bandura, emerges as a fundamental lens which allows understanding of the multifaceted interplay of cognitive, behavioural, and environmental factors (Conner and Norman, 2015). Unlike traditional behaviourism, this comprehensive psychological framework accentuates the significance of observational learning, modelling, and cognitive processes (conceptions, judgements and motivation) in unravelling how individuals assimilate new behaviours, gather insights from their surroundings, and navigate decision-making processes guided by anticipated outcomes (Nickerson, 2023). The theory encompasses the principles of social learning by incorporating the impact of cognitive processes—such as mentioned above: perceptions, judgment, and motivation—on an individual's behaviour and the surrounding environment.
Contrary to the notion of passively absorbing information from the environment, social cognitive theory asserts that individuals play an active role in shaping their learning experiences. They do so by interpreting the consequences of their actions, thus influencing both their environment and personal factors. This process informs and modifies subsequent behaviour, as highlighted by Schunk (2012).
As the analysis into the intricate fabric of self-esteem, role stress, and job performance in this study, Social Cognitive Theory provides a nuanced perspective to decipher the mechanisms shaping human behaviour within the organizational context.
The analysis focused on the hotel industry with an emphasis on the exploration of employees' self-esteem, role stress, and job performance in the hotel industry unveiled valuable insights.
Observational learning – in the hotelier context, the employees often learn by observing the behaviours and experiences of their colleagues and supervisors. Social cognitive theory emphasises that individuals can acquire new skills and behaviours by observing and imitating others (Bandura, 2006). In this circumstance, positive role models demonstrating high self-esteem and effective stress coping mechanisms could positively influence employees, fostering a healthier work environment.
Self-efficacy – Social cognitive theory introduces the concept of self-efficacy, the belief that one’s ability to perform tasks and overcome challenges. Individuals with high self-esteem are more likely to approach tasks with confidence (Cherry, 2023). In the hotel industry, employees with a strong sense of self-efficacy may be better equipped to manage role stress, leading to improved job performance (Yu, et,al., 2020). 
Modelling and reinforcement – Bandura's theory stresses the crucial role of observing and modelling the behaviours, attitudes, and emotional reactions of others in shaping behaviour. Within a hotel setting, during this stage, the management is positively highlighting adaptive behaviours associated with self-esteem and stress management – becomes instrumental in fostering a more positive work culture. Conversely, the absence of reinforcement or the application of negative reinforcement to maladaptive behaviours may pose challenges to both employee well-being and performance.


[bookmark: _Toc157114096]Social Exchange theory (SET) 

Building upon Bandura's Social Cognitive Theory, which emphasizes observational learning and cognitive processes, the Social Exchange Theory is another valuable lens through which to examine the interpersonal relationships and transactions within the hotel workplace. According to this theory, individuals engage in a process of social exchange where they weigh the costs and benefits of their interactions with others (Cook and Rice, 1987). In the context of the workplace, employees may evaluate the support they receive, including the impact on their self-esteem and stress levels, against their contributions to the organization.

Applying the Social Exchange Theory to your study can illuminate the relational aspects of self-esteem and stress within the hotel industry. Specifically, it can help explore how employees' perceptions of organizational support, leadership practices, and interpersonal relationships influence their self-esteem, stress levels, and ultimately, job performance. By integrating the Social Exchange Theory into your theoretical framework, you enrich the understanding of the give-and-take dynamics in the workplace, providing a nuanced perspective on the factors influencing the well-being and performance of hotel employees.

While the Social Exchange Theory offers valuable insights into the rational calculations individuals make in their social interactions, it is essential to acknowledge its characteristic complexities and conceptual ambiguities. The roots of these ambiguities lie in the diverse interpretations of what constitutes the norms and rules of exchange in different social contexts. The nature of the resources being exchanged is not always clearly defined, making it challenging to universally apply the theory. Moreover, the complexities of social exchange relationships within the hotel industry may vary, introducing nuances that the theory might not fully encapsulate. The subjective nature of perceived rewards and costs adds an additional layer of complexity, as individuals' interpretations may differ. Despite these challenges, the Social Exchange Theory remains a valuable framework for understanding the give-and-take dynamics in social interactions. By recognizing its limitations, the research aims to navigate the nuanced landscape of social exchanges within the hotel sector, providing a balanced exploration of the theory's applicability to the complex socio-professional relationships in the hospitality industry (Cropanzano and Mitchell, 2005).

Social exchange theory conveys social costs and benefits such as respect, honour, friendship and caring that are linked to job dedication in the professional context (Gefen and Ridings, 2002). It is stipulated in previous research that employees who experience social exchange in their workplace respond with greater contributions towards the organisation that extend beyond their immediate role (Shore, et.al. 2006); therefore, this exchange creates job dedication which is translated as job performance in the context of this paper. 


[bookmark: _Toc157114097]Work Engagement Theory 

Job dedication is explained through Work Engagement Theory (WET) which states that the more enthusiastic people feel about their work, the more likely they are to stay loyal to the organisation and not consider turnover intentions (Saks, 2006). Happy and motivated employees are less likely to experience role stress and thus display a better job performance which results in having higher self-esteem (Baumeister, et.al., 2003).





[bookmark: _Toc157114098]Conceptual framework

The conceptual framework of this research paper synthesises key theories, in order to create a theoretical foundation that explains the relationships between key variables and concepts. 
The most appropriate theories were chosen based on the following criteria:
· Psychological foundations: 
· Rosenberg’s self-esteem scale: an essential tool for assessing individual self-esteem levels (Rosenberg, 1979)
· Coopersmith’s self-esteem inventory: sheds light into the multifaceted nature of self-esteem. (Coopersmith, 1967)
· Bandura’s social cognitive theory: emphasise the role of observational learning, modelling and the cognitive processes in shaping behaviour within the hotel industry environment (Conner and Norman, 2015)
· Management principles:
· Fayol’s 5 functions of management: crafted as a tool to aid managers succeed. The functions concern areas such as planning, organising, commanding, coordinating and controlling in relation to employee performance (Corum, 2015)
· Organisational dynamics:
· Social exchange theory: assesses the give-and-take dynamics within organisational relationships, considering the impact on employee well-being and performance (Cook and Rice, 1987)
Focused on the hotel industry, this paper delved into the context of self-esteem and its connection to role stress and therefore job performance. In order to enhance clarity and have a better understanding about the correlation between the three factors, the following figure (Figure 1) illustrates the intricate relationship between self-esteem – role stress – job performance.


 

Self-esteem







Role stress:
· Role ambiguity
· Long working hours
· Task demand (stressful environment)
· Interpersonal conflict (Boella and Gross- Turner, 2013)
Job performance:
·  Empowerment 
· Job satisfaction (Kusluvan, 2003)
· Personal development opportunities
· Positive relationships within workplace (Heimerl, et.al., 2020)
· Positive feedback (McLeod, 2014)















Figure 1. Correlation between self-esteem, role stress and job performance in hotel industry.



The self-esteem placed in the centre of the model represents the core psychological factor that influences the other components – role stress and job performance, along with their subfactors. 
The relationship between self-esteem and job performance goes two ways. Previous research has demonstrated that an employee who exhibits high self-esteem traits and confidence does indeed deliver high quality service – which reflect a high job performance (Pappas and Bregoli, 2016); likewise, it was also recognised that professional success (job performance) causes self-esteem enhancement (Baumeister, et.al, 2003). 
 

[bookmark: _Toc157114099]Research methodology

This chapter presents and discusses an overview of the qualitative research methodologies – narrative research, phenomenological research, grounded theory, ethnographic research and case study – with the focus on analysing the most suitable one/s for this particular research and scrutinise their philosophical foundations. 


[bookmark: _Toc157114100] NARRATIVE RESEARCH:

Narrative research is a qualitative research method that centres on specific stories related by individuals. These narratives can be gathered through written or spoken accounts, providing a detailed description of events, actions or stories. The researcher then organises these accounts chronologically in order to analyse them (Czarniawska, 2004).
In the analysis of narrative research data, the light sheds on two main approaches. Polkinghorne (1995) distinguishes between "analysis of narratives," which involves paradigm thinking to formulate descriptions of emerging themes from the narrations, and "narrative analysis," a type that takes a different approach by collecting narrated data and shaping it into a story using a plotline.
The second approach focuses on various forms of narrative research practices, such as biographical studies, where the researcher collects and records another individual's life story and autobiography, where the subject of the study writes and provides the data (Ellis, 2004). A life history encompasses an individual's entire life, while a personal experience focuses on a specific event or period (Plummer, 1983).

While the narrative research could be suitable and bring some advantages to the given research, there are aspects that pose challenges and therefore, deem it unsuitable for this study. The requirement for an objective analysis in order to formulate an accurate result and the fact that the researcher needs to collect an extensive amount of information from the participant/s, as well as the descriptive nature of the narrative research analysis does not fit the purpose of this research where a comprehensive understanding and analysis of the phenomena is required. The necessity for an "objective analysis" implies a realist ontology, asserting the existence of an objective reality. Epistemologically, the emphasis on an "accurate result" aligns with a positivist perspective, suggesting knowledge attainability through empirical observation. Axiologically, the commitment to an "objective analysis" indicates an adherence to values associated with positivism, prioritising impartiality and neutrality.
Nonetheless, aspects of the methodology such as its descriptive nature represent limitations and should be acknowledged. Therefore, the narrative research which involves subjective views would not be the most appropriate approach in the methodology of this research and thus is not considered a viable method. 


[bookmark: _Toc157114101]PHENOMENOLOGICAL RESEARCH:

Phenomenological research portrays the meaning for a group of individuals regarding their own lived experiences of a concept or phenomenon (Varpio, Witkop and Neubauer, 2019). The aim of this approach is to describe all the common points of several individuals vis-à-vis an experience they had. The higher aim of the phenomenological research is to try to describe the universal essence, rather than focus on individual perceptions (Van Manen, 1990).
The focus of this research method could vary, and could be flexible to a multitude of researches, always emphasising “what” the participants experienced and “how” they experienced it (Moustakas, 1994). Moreover, Stewart and Mickunas (1990), explain the four philosophical perspectives in phenomenology: 
· The return to the traditional tasks of philosophy – became part with empirical science – Greek conception of philosophy as a search for wisdom. 
· A philosophy without presuppositions. Phase called “epoche” by Husserl – approach that rejects all judgements about what is real, until they are established through a more certain way.
· The intentionality of the consciousness. This claims that consciousness is always focused on an object, making it becomes inseparably connected with one’s consciousness about it. Therefore, Husserl believes that the reality is of a dual Cartesian nature and it includes both subjects and objects as they appear in the consciousness.
· The refusal of the subject-object dichotomy. The idea argues an object can only be perceived through the perception of the individual experiencing it.

Phenomenology can be approached in two ways: hermeneutic phenomenology – a description and interpretation of the researcher’s based on the experienced lived by multiple individuals while experiencing the same phenomenon (bracketing in) (van Manen, 1990) and empirical, transcendental or psychological phenomenology – a description of only the data gathered from the participants who experienced the phenomenon (bracketing out) (Moustakas, 1994).

Based on the aim and the nature of this approach, it is not found suitable for the methodology of this research. The aim of this paper does not match the aim of the phenomenological research method –– the researcher trying to establish the connection between one’s self-esteem and role stress and therefore job performance within the hotel industry, excludes therefore the possibility to find conclusive and accurate data by analysing one phenomenon. 


[bookmark: _Toc157114102]GROUNDED THEORY:

Grounded theory focuses on generating or discovering a theory. The idea of this approach is that all participants have to had experienced the process in order for the researcher to formulate a theory that either would explain the practice or would add value for further research. The theory does not follow strict steps, instead, it is formulated or “grounded” in data collected from participants (Strauss & Corbin, 1998). Grounded theory emphasises the importance of data “grounded” in the field, through interactions, actions and social processes of people (Creswell, 2007).
There are two approaches to grounded theory: the systematic procedures of Strauss and Corbin (1990, 1998) and the constructivist approach of Charmaz (2005, 2006). 
The first method – systematic procedures – involves the researcher who systematically creates a theory that explains the process, action or interaction on a topic; followed by “on field” interviews (variable number of interviews, with a variable number of sessions based on the flow of data until saturation is reached.). The information collected will be spread into categories and analysed through the coding method (constant comparative method data of analysis). 
The second method is mentioned by Charmaz (2006) in her writings as the constructivist perspective; which in opposition to the systematic procedure which focuses on a single process/category, the constructivist view includes multiple realities and worlds and the complexities of particular worlds, views and actions, therefore allows a more flexible guideline; according to the same author, all the findings concluded through a grounded theory are only suggestive, incomplete and inconclusive. 

Grounded theory serves as a methodological choice rooted in specific philosophical underpinning. This methodology would be appropriate for research where no existing theory can explain a process perfectly, aligning a constructivist ontology that recognises the subjective construction of reality. Therefore, this approach could be suitable to a certain extent for this particular paper, which aims to understand the corelation between one’s self-esteem and role stress and consequently job performance within the hotel industry. The absence of precise theories addressing this complex interplay supports the use of grounded theory, allowing for the generation of new insights based on the data collected. Epistemologically, the reliance on the insights generated by data collection, corresponds with a constructivist perspective that emphasise the interpretative nature of knowledge. However, it is crucial to note that despite the availability of measurement tools for self-esteem, acknowledging the existence of some theoretical foundations, grounded theory might provide a more context-specific understanding rather than universally applicable conclusions. Axiologically, the accent on context-specific understanding resonates with the values associated with constructivism, valuing the uniqueness and contextuality of individual experiences. 
Therefore, while grounded theory offers valuable insights, it also depicts limitations such as the potential lack of generalisability; based on Gasson (2004) however, the methodology presents a degree of transferability where similar codes emerge from the data collected. The exploratory nature of this paradigm necessitates a nuanced interpretation of findings, emphasizing the need for a complementary research approach, especially when aiming for broader applicability and conclusive explanations. 
The results of this methodology approach applied to suitable researches could be later empirically verified through quantitative data in order to determine the possibility of generalisation to a sample or broader population. Alternatively, the research may end at this point and culminate in the development a theory aligning with the aim of the research (Creswell, 2007). 


[bookmark: _Toc157114103]ETHNOGRAPHIC RESEARCH:

The ethnographic research focuses on studying a cultural group, usually larger than 20 participants, in order to examine their shared patterns. This qualitative approach usually looks to emphasise patterns of values, behaviours, interaction among members, beliefs and language (Harris, 1986).

There are two main types of ethnography: the realist ethnography and the critical ethnography.
The realist type is a traditional approach and is used widely by anthropologists. This involves an objective view of the researcher towards a situation, where the researcher is noting the observations made from the participants on site. The data gathered for the critical ethnography will have to be unbiased and uncontaminated; the examiner will extract quotations from the data collected in order to be able to examine and analyse the participants’ experiences through their own perspective (Creswell, 2007).
The critical approach on the other hand is more updated to the current climate of the society and it includes an advocacy perspective; this approach came about as a response to systems of power, prestige, privilege and authority which are used as a mean to marginalise people based on their race, gender and different social classes (Carspecken & Apple, 1992; Madison, 2005) The main aim of this approach is to advocate on behalf of the marginalised groups in the society, against inequality and dominance (Ethnographic study: Qualitative studies, 2020).
The main factors that the critical ethnography is considering are value-laden orientation, authority used as a mean to empower social groups, challenges of the status-quo and concerns regarding power and control over different ethnic groups. 
The researches would be interested to explore and analyse matters such as empowerment, victimisation, power, inequality, dominance and hegemony (Creswell, 2007). 

The application of ethnography to this research poses several challenges that render it unsuitable. Ethnography typically demands an extensive time-frame allocated for the collection of data and its main focus on exploring groups of individuals that share patterns of behaviours, beliefs, language, etc., make it also unsuitable for the purpose of this paper. 
The aim of this paper – the relation between one’s self-esteem, role stress and therefore job performance within the hotel industry context – could not be analysed nor generate an accurate theory and conclusion by only focusing on a/any particular ethical group.
Therefore, ethnography is not considered a viable method for this particular research. 


[bookmark: _Toc157114104]CASE STUDY RESEARCH:
 
The case study research is popular in many fields such as psychology, medicine, law and political science (Robinson, 2013). The emphasis of this approach is to understand an issue by observing the participant/s in the case study; the collection methods are not limited to observation, but can also include interviews, reports, video or audio material and documents. 
The case study research could focus on a single bound system or multiple bound systems over a certain period of time (Creswell, 2007). These could be categorised as explanatory, exploratory and descriptive qualitative case studies, approaches that are both qualitative and quantitative (Yin, 2003). 
Depending on the reason the researcher is following this methodology, they may choose between a variation of styles, considering whether the case involves one or more individuals or it is focused on a program or an activity; this can also be performed based on the intent of the case study: 
· the instrumental case study – usually concentrates on an issue or problem and then focuses on a bounded case to demonstrate the concern (Stake, 1995)
· the collective or multiple case study – focused on a matter or issue, uses multiple case studies to prove different perspectives of the problem and to illustrate it 
· the intrinsic case study – focused on the case itself which represents a unique or unusual situation (Creswell, 2007).


The case study methodology aligns with a pragmatic and interpretivist philosophical foundation, adapting to unique requirements of specific questions. This approach proves itself suitable for reaching the aim of this research, and it could be done through multiple bound systems which involve multiple individuals – a collective case study done multi-sited and focused on the case (intrinsic). Epistemologically, the focus on understanding complex phenomena aligns with an interpretivist perspective that emphasises the subjective interpretation of meaning. Axiologically, the focus on depth and context in the case study resonates with the value of interpretivism, valuing the richness and complexity of individual experiences. 
This methodology enables the researcher to ultimately analyse the data collected from different perspectives and to shed light on the corelation between one’s self-esteem, role stress and job performance in more depth, process called purposeful maximal sampling (Creswell, 2005). 
The limitations this approach brings to the research represent however an issue; the case study research is focused more on observation of (an) individual/s/a situation over a period of time and it does not bear the analysis of too many cases, therefore making the approach not suitable standalone, soliciting another complementary research method in order to obtain accurate results in the given context. The most suitable approach that would allow the understanding of the corelation between the self-esteem, role stress and job performance would require the analysis of a higher number of participants, in the search for an accurate theory.
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In the successful completion of this research on the influence of self-esteem and role stress on job performance in the hotel industry, the ethical and professional codes of conduct ensure that the ethical considerations are followed at utmost importance; the participants’ rights and well-being are principal considerations. 
The principles that this research is built on are as follow:

1. Informed consent: based on the Nuremberg and Helsinki requirements, participation in research should only be performed voluntarily, having ensured that participants have a full comprehension of the study’s purpose, as well as reassured of their right to withdraw at any point without any repercussions (Pope and Mays, 2020)
Thus, the participants in this research will be provided with a detailed information sheet outlining the purpose, procedures, potential risks, and benefits of this study. They will be explicitly informed of their right to withdraw at any point without facing consequences 

2. Confidentiality: the confidentiality term vis-à-vis any particular study should be clearly stated to the participants, explaining what type of end product the research is aiming for; ensuring thus at all stages that participants’ confidentiality is protected, some researchers allow applicants to see transcripts intended to be used in the final report (Pope and Mays, 2020)
Therefore, the participants’ confidentiality will be thoroughly maintained. The data collected will be securely stored, with restricted access limited to the researcher. Any identifiable data will be kept separately, ensuring no participant could be individually identified

3. Anonymity: the notion of anonymity reassures the participants that their identity and responses cannot be identified. However, anonymity should not be compulsory for participants should they wish to be named. The scope of anonymity is to protect the participants in the research (Given, 2008)
While the nature of the study involves non-anonymous data due to the focus on individual experiences, participants will be assured that their identities will be kept confidential and only anonymised data will be presented in any publications or the final reports.
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Accuracy of self-esteem measurement and subjectivity 

In navigating the complexities of this study, it is essential to acknowledge the complex nature of self-esteem, the psychological construct at the heart of this paper. While established measurement tools were employed in the study, it is essential to recognize the inherent challenges in accurately measuring self-esteem. The utilisation of self-report measures, the primary method used in this research, brings with it potential obstacles, including individual interpretation, susceptibility to social desirability bias, and variations in respondents' understanding of the theory (Bergen and Labonte, 2019). These factors collectively contribute to the nuanced landscape of self-esteem measurement, warranting a thoughtful consideration of the potential imprecision in the pursuit of understanding and quantifying this elaborate aspect of human psychology.
While efforts were made to employ reliable instruments, the inherent complexities of self-esteem measurement introduce a level of uncertainty and should be acknowledged when interpreting the study results. Future research exploring more nuanced measurement approaches of self-esteem assessment with alternative methods could enhance the robustness of findings.

Subjectivity to role stress perception/feeling

Role stress, being a subjective experience, introduces an element of individual interpretation (Elshaer, 2023). The reliance on self-reported measures of role stress might not fully capture the multifaceted nature of this phenomenon, as individuals' perceptions of stressors can vary based on personal coping mechanisms and resilience



Generalisability

While considering the definition of generalisability as the degree to which the principles and theories resulted in research can be applied to a broader context (Bermingham, 2020), it is essential to acknowledge the dynamic nature of hotel industry which allows small room for generalisability over different sectors. Hence, the findings may not be universally applicable to other industries or organisational settings, therefore thorough consideration should be exercised when extending the results beyond the studied context.
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