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Title
What factors motivate and help retain on-site event professionals.
BACKGROUND
Many companies outsource their event requirements to event agencies, who specialise in staging, lighting and AV services. There are many events held in Britain each year and all over the world ranging from concerts to shareholder events to exhibitions, held at venues such as golf clubs, castles, exhibition centres and football stadiums.  Events hosted in in Britain generates over £21billion in tax revenues and the industry employs over 530,000 people (Business Visits & Events Partnership, 2017). Events play a significant role in businesses and are beginning to provide employment opportunities and career paths that are not just seasonal, but full time (Bowdin et al., 2006).
The industry is now extremely competitive, which means that clients are expecting a more quality service for less of the price. What this means for event professionals is tight deadlines, short lead times, budget constraints and long hours. For an event agency to win a competitive pitch, they must find operational efficiency to reduce the costs for their events. This means that crew are on site for as long as morally acceptable, sometimes doing 12-15 hour days. Money can be saved when setting up venues overnight on some occasions, which puts a physical and mental strain on the workers. 
The nature of the industry and these underlying factors result in onsite event professionals working away from home for long durations of time, often living in budget hotels with minimal rest between shifts. The deadline of work is always the start of the event and there is a mentality that “the show must go on” which means it has to be ready, which could be at a detriment to event crews wellbeing. 
There are many skills needed in the variety of roles in the events industry that are transferable, which could be used in “9-5” roles. The local crew who unload trucks all day could easily work on a building site as labourers. Set carpenters could become kitchen fitters or self-employed and event project managers could move into office work managing projects across a range of industries and be home to see family and friends at 6pm every day.
As the operations manager of an events company, newly into the role, I do not often go out on site as my role does not require me to but I have always questioned what the motivation of fellow professionals would be, especially when they are married and have friends/ family they are leaving at home often for weeks at a time. Colleagues enjoy the work and the thrill of being onsite and delivering high class events but I would like to delve deeper into why they do it. In my company, staff work really hard but in my opinion as a manager, are given support, are well remunerated and have many benefits of working at the company. Without working at other companies, I am intrigued to find out what motivates the onsite event professionals, and if whether incentives like free lunch, more annual leave and better pay for example is enough to keep staff motivated, or is it inter working relationships or the thrill of the show why they work in such a fast paced, ever changing industry.
KEY QUESTION/ SCOPE
To gain insight into the factors that keep onsite event professionals motivated. 
This research will provide insight for HR and managers as to how they can better retain their employees.
THEORY AND LITERATURE REVIEW
This research will conclude in the understanding of motivations for event professionals which will be incredibly useful for HR teams in the events industry. Theory from Human Resources Management (HRM) will be discussed including Equity Theory (Adams, 1963), Maslow’s Hierarchy of needs Theory (Maslow, 1943) and Self Determination Theory (Deci & Ryan, 1985). 	Comment by T: Which theories? Please name them and reference the theories utilized in this research. You have mentioned few name them here please
Event professionals need to be engaged from start to finish for an event to be successfully ran. There is an expectation from event organisers for their employees to put their all in before the curtain opens on the show. Employers are expected to offer support along the way so that staff are not burnt out or stressed so they can safely achieve what is expected of them. Maslow (1943) highlighted the importance of employee engagement more than 60 years ago. He looked at optimal human functioning through a ‘hierarchy of needs’, a 5-level pyramid starting with our most basic need ‘Survival’ and only when this has been met individuals can look at Security, Belonging, Importance and Self-Actualisation which is where employees are their most content (Hoffman et al., 2009). The workplace can have big effect on meeting these needs and onsite event professionals can be affected on all levels of Maslow’s hierarchy of needs. Long unsociable hours could affect amount of sleep on a physiological level. On a love and belonging level work can affect meaningful friendship and time with family and because of the unsociable hours and being far from home. This in turn could have a negative impact on one’s self esteem which could stop a worker from achieving self-actualisation. This would be negative for onsite workers as they need to be creative and be adaptive to problem solving as part of a live event so a workplace satisfying those needs is critical to optimal employee performance as well as satisfaction.
Another area being discussed is employee motivation. Motivation can be defined as “the psychological process that cause the arousal, direction, and persistence of voluntary actions that are goal oriented (Mitchell, 1982). Employees perform optimally when motivated, and there is a correlation between employee’s motivation and how they perform at work and their overall job satisfaction (Whiteley, 2002). Throughout history, good employee performance has been reflected with more pay. The more demand there is for certain professions means the more money that can be demanded from employees (Pink, 2011). In modern times, employees are three times to be more engaged if they are intrinsically motivated than those who are motivated extrinsically by money for example. This means that people who are focused on money are less likely to enjoy their job (Cho & Perry, 2012). In the events industry, a technical project manager can demand a salary on average of £33,847 before bonuses, which is £5,000 more than the average UK salary (Adzuna, 2019). I will be asking if it is this wage that is the main motivation to work and if an increased salary is more valuable to an onsite event professional than free time on weekends and a routine schedule. 
I would like to look at another theory on employee motivation is Equity theory. Equity theory states that employees are not only concerned with the reward for their own efforts and job performance, but how their efforts compare to what other employees may receive. An employee’s job inputs, like effort, competence and overall experience can be compared with salary levels, pay rises, peer recognition and other factors. Employees who do not see much outcome from their input in relation to others are less motivated, which could lead to poor motivation and increased staff turnover, requiring more fairness from their employer (Robbins, 1993). In a creative events industry, onsite employee’s outputs are clear to see when compared to their peers. Event companies monitor time onsite employees spend on pre-production, production and post production and if they are paid the same as someone who does a lot less hours or work is not recognised by management, this could de-motivate a once engaged employee.
The data gathered in this paper will clearly outline if onsite employees are intrinsically or extrinsically motivated. This comes from Self Determination Theory (SDT) and says that we are externally motivated by external sources such as money, career progression or even praise from peers and management. (Deci & Ryan, 1985).  Intrinsic motivation comes from within yourself. In a work environment, intrinsic motivation could be the desire, interests, drive and even from core values, which would be seen a lot more in non-profit organisations. It is difficult to say someone is intrinsically motivated and not motivated by anything extrinsically, or example someone may work for a charity because they support the cause and enjoy the people they work with but at the same time they are interested in working their way up in the charity and earning more money. This is why SDT differentiates between autonomous motivation and controlled motivation (Ryan & Deci, 2008).  These motivations are in sync with a workers reasons for being engaged in tasks and are driven by the workers perception of whether or not such actions will satisfy their own psychological need. Autonomous motivation is defined as engaging in a behaviour because it is perceived to be consistent with intrinsic goals or outcomes and emanates from the self. In other words, the behaviour is self-determined (Hagger, 2014). A worker who is engaged in these behaviours have more interest, satisfaction and choice which means they are likely to continue such behaviour. The more autonomous the employee, the more likely they will be able to work towards external factors such as more money for praise. Controlled motivation, in contrast, is when someone is doing something in order to get some reward or avoiding punishment. In other words, controlled motivation is doing something because you feel pressured, demanded or obliged to do it. This is not the best condition for motivation because employees are not working on their own terms which could lead to work related stress. The main factors in causing work related stress are not being able to cope with the demand of the job, inability to control the way they work, lack of support, trouble working relationships and change (Health & Safety Executive). These are all factors which link to controlled motivation.  When most people think about motivation they are thinking of controlled other than autonomous. This is why it is important for HR teams to create autonomic working conditions because there is staff would be self-driven and something like a pay freeze may not de-motivate them and they are working towards a common goal. For an events company HR team, keeping staff engaged, supported and working towards shared values is one way they can help towards creating autonomic working conditions, thus retaining staff.



Research Methodology
A qualitative method of data analysis will be adopted to obtain the information required. This will be conducted by using semi structured interviews in person or over the phone with onsite event professionals from different businesses in the industry. Qualitative methodology “looks at developing a complete, accurate, clear and articulate description and understanding of a particular phenomenon” (Brown 2011 p 2). The interview will consist of a number of questions that will keep structure and to find out the information required whilst also allowing the conversation to go off course or at a tangent and gather further details (Gill 2008). 
[bookmark: _GoBack]There are limitations to the use of semi structured interviews, with the main one being the subjective nature of answers. Answers are difficult to compare across a large sample, and it would take a seasoned event professional to open up the questions further to get deeper into the interviewees answer. Another limitation is that the author is working for another event company, so a semi structured interview may come across as intrusive and may come across to managers as headhunting or competitive analysis. One other limitation is that as interviews will be conducted with paid employees so the honesty of their answers cannot be guaranteed, as they may be worried about their answers, or give the answer they imagine their employer would like to hear. For example, in British culture, people are reluctant to talk about wages (Godwin, 2018) so interviewees may not say their main motivation for working is money.
I would like to interview a sample size of 20 workers across different companies, including project managers and local crew. As their roles, skillset and pay varies, a semi structured interview of a cross section of the industry may assist in finding out if there is a recurring motivation on work in live events. This would be a useful tool as an interview with event staff earning the living wage may have different motivations to a project manager, who may be in the higher tax bracket, but then has much larger responsibility when on site. Questions will also be asked on why someone joined the industry, what would make them leave and what they value from their employer. A subsequent semi structured interview with senior managers and HR teams at events companies would then work out what they do to retain talent. 
Hypothesis
In event agencies, staffs are generally young, in their 20’s and early 30’s, without big commitments in life such as husbands/wives, children as well as mortgages. Many technical crews have a keen social interest in the equipment, with many sound technicians doubling up as DJ’s or previously working as one. Working on site with likeminded individuals makes the environment enjoyable family value driven environment, all working towards the same end goal. With support from the employer, I believe workers who are treated well and work with other who is treated well will work autonomously because they enjoy the work they do, meaning 12 hour days away from home are less of a de-motivating factor. There is a relationship between autonomy and employee engagement which means a more motivated onsite crew (Wiedemann, 2016). At the same time, onsite crew need to be rewarded for their work with bonus incentive, a reasonable salary and their work recognised to achieve optimal motivation. This leads to the following hypothesis. 
Hypothesis: Onsite crew are motivated by the thrill of creating events, a sense of family values with their co-workers but must be paid well for the work they are doing.
Resources
To carry out this research, the author does not require any budget. The interviews will be conducted one-to-one at the interviewees workplace in an empty quiet and confidential space and over the telephone, thus not to influence their answers out of fear of loss of confidentiality. The author will be conducting the research and will be using their personal time and mileage to conduct the interviews. There would be no cost to the university and all the resources will be at the author’s expense (laptop, stationary, time off work). 
The time plan for research will be as follows……..
· January-  March 2019- Literature Review 
· February 2019- Ethics form sent off to University for approval.
· March 2019- Proposal agreed and signed off by University
· March 2019- Event company HR departments contacted to request participation in study.
· April 2019- Interviews arranged and data confidentiality forms sent out to participants.
· April 2019- Interviews Conducted with sample to collate data.
· May 2019- Results analysed
· June 2019- Dissertation written up and submitted.
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