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DISSERTATION- KRISTIAN MELSON
Introduction

Many companies outsource their event requirements to creative agencies, who specialise in staging, lighting and audio visual services. There are many events held in Britain each year and all over the world ranging from concerts to shareholder events to exhibitions which are held at a variety of 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 more for their money. What this means for onsite event professionals is tight deadlines, short lead times, budget constraints and long hours. For an event agency to win a competitive pitch, they must focus on operational efficiency to reduce the costs of their events. This means that the onsite crew setting up the event are sometimes doing 12-15 hour days, often through the night as money can be saved when setting up venues in a short space of time, which has negative psychologically and physically effects on workers (Waterhouse et al, 1992). 
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 and could contribute towards stress and burnout (HireSpace, 2017)
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 work on a building site as labourers. Set carpenters could become kitchen fitters, joiners or go self-employed and event project managers could move into office work managing projects across a range of industries and finish work at a regular time Monday-Friday, with a chance of seeing friends and family whilst also being to commit to regular social activities.
In this paper, I will be looking into why onsite event professionals go to work in the events industry. I will be looking at different motivation theories and using them to find out what factors motivate employees to come into work and what factors could help retain talent. 
LITERATURE REVIEW

Employee Engagement

Employee engagement has many meanings to many people. A quick search of Employee Engagement on the internet returns millions of matches. The term “Employee Engagement” itself is vague and there is a variety of subjects within it that need to be explored further, meaning an overarching term is difficult to discuss (MacLeod & Clarke, 2009). 
In Human Resource Management (HRM), there are concepts such as performance, effort, job satisfaction and loyalty that are mentioned when people discuss employee engagement, but one must note that engagement mainly depends on an employee’s internal drivers to go to work such as good leadership from above, a reasonable salary fitting the skills requirements of the job and good communication from senior figures (Bridger, 2014). As such, employers shouldn’t expect engagement from an employee unless those certain factors and needs have been met.
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)
Many studies have been made into employee engagement such as Equity Theory (Adams, 1963), Maslow’s Hierarchy of needs Theory (Maslow, 1943) and Self Determination Theory (Deci & Ryan, 1985).
Maslow’s Hierarchy of Needs

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 needs to survive and only when this has been met individuals can look at fulfilling their psychological needs and then finally their self-fulfilment needs which is where someone is at their most content (Hoffman et al., 2009).
The most basic needs in the pyramid are physiological and safety, which involve shelter and money ‘needs’. These are the core ‘needs’ that everyone requires to function. The physiological needs include the need for food, water, warmth, rest, shelter, clothing, sex to name a few. The next level above physiological needs are ‘Safety’ need which include having the security of health, employment and property. Once these are met a person would look to have their ‘Love and Belonging’ needs met. This includes having friendship, sexual intimacy, family and a sense of connection with others. Once all these are fulfilled, a person could look at achieving, ‘self-actualisation’. Self-actualisation can be described as persons realising their potential, “fulfilling themselves” and “doing the best they are capable of doing” (Maslow, 1954, p.150). This includes someone having morality, creativity, spontaneity, problem solving, and lack of prejudice and acceptance of fact skills.
In a workplace setting, Truss et al (2014) suggests the first 2 levels of the pyramid which are physiological and safety needs can be linked to one’s administration and managing skills fulfilled by a salary which provides many of the basic needs, with the above levels such as belongingness, esteem and self-actualisation linked more to someone’s emotional and social needs meeting or exceeding expectations (Benson & Dundis, 2003). In contrary, Jerome (2013) argues that once physiological, safety and belongingness needs are met a human’s appreciation is their number one motivator, meaning that esteem and progression are linked to the top of the pyramid.
Benson & Dundis (2003) argue then that if an employee’s salary is not sufficient in line with their skills and experience then it will negatively affect their work performance. The safety level of the pyramid relevant to employment involves the requirement of job security which could also include correct and efficient working procedures. It is the role of trade unions and the HR management team to ensure the best working conditions including fair remuneration for their employees (Vance, 2006). A sense of job and employment security would be increased through the method of appraisal, by setting SMART goals (specific, measurable, achievable, relevant, and time-based) and have a set of other workplace conditions such as benefits, comfortable seating and clear company strategy (Albrecht, 2010). Good social relationships with colleagues can help employees feeling alone at work and a good personal and working relationship can also help mitigate negative feelings after particularly stressful days. This all contributes towards achieving the third level of the pyramid which is belonging. Gallup, a business analysis company, created the world’s most used employee engagement survey with results from over 35 million employees and they are asked 12 simple questions (Gallup, 2019). These questions (Appendix 1), look at how engaged employees by asking for example, how valued they are, what their purpose is and do they have close work friends. The answers given can give a good idea as to whether or not an employees basic or higher level needs are being met. Analysis of the results have been useful in the HRM world and one of the findings was that employees who said they had a best friend at work were more engaged than those who didn’t, showing the value of a feeling of belonging (Kelleher, 2014). 
For an employee, esteem is an important level to achieve to be happy and engaged. A salary, job security and close relationships with colleagues help achieve the first three levels, but the need for recognition, respect and freedom for your work can be the difference between feeling valued or feeling like a spare part, (Benson & Dundis, 2003). This can be achieved through an appraisal, either bi-annual or even through regular catch ups with a manager, through recognition and credit for a good job or general respect from peers. When an employee is achieving self-esteem, they are more likely to be more productive and their performance will increase, which can save the business money and save on costs such as recruitment fees as employers would have smaller staff turnover (Hoffman et al. 2009).
The fifth level of the pyramid, which is self-actualisation, is achievable in the workplace through progression opportunities and skill development achieved through a personal development plan (PDP). If this is implemented with ongoing support from managers, it could result in optimal performance (Benson & Dundis, 2003).  A majority of workers look to show off their skills, talents and problem-solving skills, as well as express their creative approaches to increase operational efficiency (Forbes 2011). This is only achievable when work can be considered as fulfilling and job satisfaction can then be linked to one’s motivation (Benson & Dundis, 2003). 
If management teams work towards fulfilling all of the worker’s needs and getting them to achieve self-actualisation, this will result in benefits to the business which means it is also the employer’s duty as well as the employees duty to assist in achieving self-actualisation (Rogers, 2019). Self-actualisation is not a permanent state of mind, and is still susceptible to negative changes that can take away needs such as pay freezes, redundancies, relationship issues and any number of external factors outside of the workplace (Wilson, 1997).
Maslow’s hierarchy of needs model is at the forefront of many HRM studies in the business context. Fallatah and Syed (2018) found that studies using Maslows model have been useful in looking at employees moral development skills (Huang, 2004), the perspectives of management (Lucey et al. 2004), customer service (Gentle 2003), marketing strategy (Ritson, 2004), the utilisation of business resources (Ivashchenko & Novikov, 2006) and how an organisation behaves (Cullen & Gotell, 2002; McShane 2004). Fallatah and Syed, (2018) also found that the model can be applied across a number of industries. Santosus (2004) found that amongst IT workers, when applying the needs pyramid found that remuneration was not enough of a factor in motivation but workers valued their self-esteem needs higher, achieving recognition and respect for their skills and work flow. Kuo and Chen (2004) also used the model to explain the difference in motivation and job satisfaction depending on workers differing credentials such as their age, remuneration and marital status, with older married workers on a lower wage having different motivations to young, higher skilled, unmarried high flyers on a larger salary.

Critics of Maslow’s Hierarchy of Needs 

Academics such as Gallagher & Abdullah (1995) and Okzaki (1997) have taken issue, critiquing the hierarchy of needs, citing unreliability due to cultural bias as when we look at different cultures, there are systematic differences, which can be important factors for effective motivation. They said Asian and Middle Eastern workers valued different needs as core before that of Western workers (Hagerty, 1998, Hanley and Abell, 2002). Other academics such as Adina & Medet, (2012) put a case forward that needs pyramid is still relevant 60 years on, saying that the needs are universal and do not just need to be applied into the business world.
Rutledge (2014), proposed that the needs model is missing a social connection element that is fundamental to motivation and that the hierarchy is outdated, with connection sitting as an over arcing pre requisite to fulfil any of the needs. Rutledge argues that survival is a team effort, and in the 21st Century, collaboration is more important than ever in a specialised, interconnected and complex world. As such, belongingness would become the driving force behind our behaviour, not the third tier as Maslow out forward. The workplace has changed, with companies not always acting as a top down bureaucracy machine, meaning that employees have different needs and motivations, with some people, for example in a non-profit organisation, may not require esteem or even a rewarding salary but instead achieve self-actualisation through a sense of belonging with a cause, that acts as the internal driver for work (Denning, 2010). 

SELF DETERMINATION THEORY

Motivation is to be moved to do something. It can be described as a trigger that starts the thought “I am going to do this”. There are two basic kinds of motivation which are intrinsic and extrinsic. If you are intrinsically motivated you would perform a task because you enjoy doing it and are having fun. If someone was extrinsically motivated, they would perform a task because of external impulses like a reward or to avoid punishment. To determine whether tasks are motivated by intrinsic or extrinsic impulses, the concept of the psychological needs can be provided by Self Determination Theory (SDT) (Deci and Ryan, 1985). This concept states that everybody has three innate psychological needs; autonomy, competence and relatedness. The more each one of those needs is satisfied the more we perceive the task is intrinsic, hence more enjoyable.  Autonomy refers to decision-making which is satisfied if someone can decide for themselves if they want to do something (Sarrazin et al, 2002). If someone tells an individual to take action they are unlikely to enjoy it. Competence means that a person has the right skills to complete a task or activity (Duda, 2005). It is important that the task is neither too easy not too hard to complete.  For example, in the events industry, plugging in a microphone that is the only aspect of the event would be too easy and not fun, whilst being asked to plan a festival with two months’ notice with no support would likely be difficult and un-enjoyable. Relatedness refers to the degree that you are connected to your social environment (Beal et al, 2003). If a work friend asks you for a favour, you may have no problem helping them out. If someone you have no interaction with who works in another department asks for a favour or help, there would be less motivation to assist.  If none of those needs are satisfied, there is no motivation at all, which is called Amotivation. If all of those needs are satisfied completely, a person is intrinsically motivated, see figure 1 below (Jones, 2014). People are not just intrinsically or extrinsically motivated. There is a continuum of motivations that ranges from “Non-self-determined” to “self-determined”, with six motivations between them, see figure 2, (Ryan & Deci, 2000).
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Figure 1- Intrinsic Motivation Psychological needs by Jones, 2014
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Figure 2- Self Determination Continuum, Ryan & Deci, 2000

[bookmark: _GoBack]Amotivation is described as non-intentional or a lack of control. This refers to the absence of a contingency between one’s actions and outcomes. Amotivated individuals do not have aims and goals and they are not systematic in their approach to work. Amotivated individuals would not engage in activities. Amotivation has been related to learned helplessness, where individuals withdraw effort because of perceptions of incompetence and loss of control (Barkoukis, 2008). External regulation means someone performs a behaviour because they may get a reward such a money or they are avoiding punishment such as a disciplinary. Interjected regulation is about proving one’s self to say that they can do it and be as good as others. An example could be going on a training course that can improve a skillset but may have no bearing on a promotion or wage increase. The next is identified regulation, this suggests that individuals find purpose in what they are doing, even if it may not be enjoyable because it is important. An example of this may be someone going to a social gathering with colleagues even though they do not want to go. They may not have any enjoyment from going but would fear the negative reaction of peers if they did not go. Individuals who have integrated regulation are motivated to participate in activities because their involvement in such tasks provides matches other aspects of their values (Deci & Ryan, 2002). This type of motivation not only involves identifying with the importance of the activity but also with the desire to integrate this sense of identification with other aspects of themselves. Vallerand (1997) demonstrated that this type of regulation does not typically appear until people are sufficiently mature, which can complicate measurement issues with young people (Calvo et al., 2010). The last stage is intrinsic motivation, which is when someone carries out a task or activity because they enjoy doing it, with no other goals or motivations in mind. This is often linked with hobbies, where someone may play video games just for the fun, it will not make them richer, fitter or give them a promotion at work, it is just enjoyable. In a work environment, intrinsic motivation could be the desire, interests, drive or core values to do a job,  which could be seen a lot more in workers at charities and non-profit organisations.
A person’s motivation is still subject to change. Over time behaviours can adapt and people may become more extrinsically motivated or intrinsically motivated towards a task (Deci & Ryan, 2002). In the events industry, an example would be someone who does not want to wear their personal protective equipment on an event building site. They could feel the rules are over the top and the uniform is uncomfortable. They only respect the rule because it is in their contract and they do not want to be disciplined which would be classified under the “external regulation” stage of motivation. On another event, that same individual drops a TV screen onto their foot, which could have caused serious damage if they weren’t already wearing steel toe capped boots. Now they can see why it was being asked of them their motivation could change to “identified regulation” after the near miss because they understand the rules on personal protective equipment isn’t there for the sake of it and it does serve a purpose.
It is possible for someone to be both extrinsically and intrinsically motived. If someone had a passion to play video games but also got paid well for it, they would both be extrinsically and intrinsically motivated. If someone worked at a restaurant and hated it and was not sufficiently paid for it, there is an argument they are not intrinsically or extrinsically motivated, leaving them amotivated.
The behaviours listed above are defined as either autonomous or controlled motivation. Autonomous motivation is defined as engaging in a behaviour because it is perceived to be consistent with the intrinsic goals or outcomes and emanates from the self. In other words, the behaviour is self-determined (Hagger, 2014). An employee who is engaged in these behaviours has 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 staff could be self-driven and something like a pay freeze may not de-motivate them as 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, which in turn could help retain onsite event professionals.
EQUITY THEORY
Another theory that looks at employee motivation is Equity theory, first proposed by John Adams in 1963. This theory states that employees are motivated by how fairly they are treated in the workplace. When a worker feels unfairly treated it results in demotivation (Adams, 1963). In this theory, employees measure their inputs against the outputs they get from work. Inputs could include factors such as effort, job loyalty, commitment levels, skill, trust, personal sacrifice and flexibility. For all of the inputs, an employee would expect outputs which could include recognition, remuneration, staff benefits (annual leave, life insurance, and staff parties), job security, career progression and increased responsibility (Rice, 1993). When outputs are level with inputs or when outputs are greater than inputs, an employee would be more motivated. When an employee puts in more than they get out, this could result in demotivation (Adams, 1963). In modern practice, many managers and HR practitioners say equity theory applies mainly to pay and benefits as a measure of inequality in the workplace. If an employee feels underpaid it could result in a hostile working relationship with the organisation as a whole, which could affect performance level (Huseman & Hatfield, 1990). Equity theory is more complex than just comparing ones inputs vs outputs, but also adds comparison of inputs and outputs against a ‘referent’ other, which is someone an individual compares themselves to, possibly at the same level or position in a business. A comparison is made between an individual’s input/output ratios and compares it the input/output ratio of others. The individual decides what a fair ratio between rewards to effort is and will fluctuate between different people. Even if an employee has a better ratio of outputs to inputs, they could still be demotivated if the ratio is more beneficial to a comparable other (Walster, Berscheid, & Walster, 1973). At work, Equity theory helps explain why employees are interested and affected by gossip, news and views of their peers, friends and acquaintances in working out what they believe is fair in their own input/output ratio. This is always ever changing and someone who may be motivated could learn that a referent other at a different company who is paid similarly gets an extra 10 days annual leave a year which could then result in the worker feeling they are no longer rewarded as well for their role and becomes demotivated, or if the situation was the other way around, they could become more motivated knowing they have better outputs than they peer (Summers and DeNisi, 1990).
The level of demotivation in employees is proportional to their perception of the inequality they have with others. Again, as this theory is perception based, it depends on the individual and the smallest amount of negative disparity between themselves and a referent other could result in feelings of inequality which can cause demotivation and hostility towards that person. It is also possible for someone to feel inequality if they are receiving much more reward for effort put in compared to referent others. They could have feelings of guilt and distress as a result (Shaffer, 1974). The way individuals react to inequality varies also. Some people may reduce their effort levels and expect more of their colleague who is better rewarded, they could seek alternative employment or could ask for more reward for their managers (Dumville, 1993).
The biggest critique of equity theory is that it is all perception based and there is no true measure of fairness between two individuals. In the public sector where wages are fair and based on role in the industry could mean inequality is created based on the perception of someone’s effort levels compared to colleagues. It is also difficult to manage someone who’s socio-economic demographic may instil a sense of injustice with anyone who has a variation in inputs/output ratio and there are also cases where two people could believe there is inequality between themselves, thinking the other person is better off, because perception is subjective.
OTHER READING 
There are many other motivation theories that could be considered and discussed that look into employee motivation such as Hertzberg’s Two Factor Theory (Herzberg, 1959), The Hawthorne Effect (Landsberger, 1958) which looked at motivation of employees when they were being noticed by mangers and Three-Dimensional Theory of Attribution (Weiner, 1986). It is recommended further reading is done on this literature and there could be application of this work to these aforementioned theories. 	Comment by muham: What do u mean here	Comment by muham: You literature review looks fine. The only thing I suggest aside from editing is to highlight the intrinsic and extrinsic factors whichever have been identified in previous studies so that later you can make connections from the results to the literature appropriately.



RESEARCH QUESTION
In this paper, I will be trying to answer the question “What factors motivate and help retain on-site event professionals”. From the use of semi structured interviews, based on the answers from interview subjects, I will also look at answering some sub questions including “What strategies keep onsite event professionals motivated?” and “Are onsite event professionals intrinsically or extrinsically motivated?” and “What should HR managers do to help retain onsite professionals?”. 
To answer these questions, Self Determination Theory (SDT) is the most relevant theory into finding out true motivations of onsite professionals. SDT looks at intrinsic and extrinsic motivation in much more detail than Maslow’s Needs theory and Equity Theory. The questionnaire ( will be formed of questions that will look at finding out whether onsite professionals are swayed towards internal or external goals which should better explain why there is such great sacrifice working in the industry. Maslow’s needs theory could be useful in working out what onsite professionals need to be motivated and engaged but doesn’t ask the question as to why they are in the industry and not somewhere else. Equity theory would be useful if the research was looking at motivation of onsite event professionals and what gets them to work but it is not looking at comparisons with other professionals.
Twenty interviews will be carried out with the questions finding out what level of intrinsic or extrinsic motivation to a number of project managers in senior onsite positions in the industry as well as local crew, who are at the most junior level of the industry. The variation in job roles should assist in finding out motivational factors either collectively or dependant on roles as project managers often have more responsibility and skills onsite whereas local crew have less responsibility, are paid less and may have different living factors and needs. 	Comment by muham: Please identify few intrinsic and extrinsic factors based on your review of literature.	Comment by muham: Highlight the primary question. Identify some intrinsic and extrinsic factors which might later help you to form connections. What are the subquestions?

METHODOLOGY
An interview can be described as a managed discussion (Ritchie & Lewis, 2003) which means how effective it is relies on how well the interviewer can communicate with the interviewee. The interviewer needs to have strong communication skills such as clear question structure (Cohen et al., 2007); strong listening skills (Clough, 2002); ability to know when to stop, move on or gain further detail from a question (Ritchie & Lewis, p.141); and encourage the interviewee to open up when giving answers. Building rapport with the interviewee is also important so the interviewer must have strong interpersonal skills to get the most out of their interview subject. A comfortable relationship between the interviewee and interviewer can lead itself to a more open and honest conversation which could yield more reliable in depth data (Opie, 2004). 	Comment by muham: You first have to mention which form of study Quantitative, Qualitative or both you will use and why? However I suggest that you start with the identification of research philosophy, Constructivist, Interpretivist or Objectivist. After identifying your research philosophy focus on whether the research question be appropriately answered through inductive or deductive reasoning. And in the last select the method which is interview. And the style is semi structured interviews. The rest of the things needs to be part of the methodology and are currently missing.
Any type of interview can be described as anywhere between ‘structured’ and ‘unstructured’. An interview that solely sticks to a number of closed questions would fall under the ‘structured’ category. An unstructured interview is where there are no pre-arranged questions and they tend to be more informal and free flowing than a structured interview, much like an everyday conversation. The difference between an everyday conversation and an unstructured interview is the use of probing as the research process to gather information (Klenke, 2008).
The research method to be used as part of this thesis will be a ‘semi-structured’ interview. A semi structured interview is an interview in which a set of questions will be created to help understand and answer a key research question and possibly other sub-questions. There is an ability to go off on a tangent and ask further questions dependent on an interviewees answer to gain further qualitative data on the subject matter (Patton, 2002). In a semi-structured interview, an interview guide will be developed with a list of open ended questions that will be covered during the conversation. The open-ended nature of the question defines the topic under investigation but provides opportunities for both interviewer and interviewee to discuss some topics in more detail. It often includes prompts to help the interviewee to answer (Knowhow, 2018).
The reasoning behind the decision to conduct semi structured interviews are as follows:
· There is an opportunity to generate valuable data to interpret;
· The language interviewee’s use in their answers is important in gaining further insight into their motivations and values in the events industry;
· It is useful to understand the context and relational aspect of an interviewee for insight into their perceptions of their job;
· The qualitative data can be analysed in a number of ways.

The success of an interview and in turn its validity is dependent on the extent of the interviewees honest opinions are reflected. This means that the interviewee has been given the opportunity to answer with their own free opinion.
The use of leading or bias questions or the interviewers possibly assumed ideas could potentially influence what they would probe and discuss further with an interviewee. It is difficult to mitigate this risk and because the interview is face-to-face, the language used and choice of when to discuss an answer in more detail could lead to unconscious bias. For example a pre-conceived idea that onsite staff are only motivated by money may mean the interviewer would not probe on questions that could highlight intrinsic factors that could provide rich data to be analysed after.
A limitation of semi-structured interviews could be the ‘interviewer effect’ in which interviewees respond differently based on their perception of the interviewer. Factors including the interviewees age, sex and even ethnic origin have been seen to have an effect on what information is disclosed in an interview and could even affect the honesty of their answers depending on the nature of what is being discussed (Denscombe, 2007). It is difficult to know when an interviewees answers are influenced by what they think the interview requires (Gomm, 2014). To mitigate this risk, it is important that the interviewer is clear behind the reasons for the interview and uses strong interpersonal skills to put them at ease. The interviewer may also want to continue probing and asking further questions if they feel the subject is not giving enough of an answer or they feel they may be holding back an honest opinion. The interviewer must be careful though that they do not then create a negative relationship with the interviewee because they may not be as willing to allow results to be used or maybe even cut the interview short. It is then the job of the interviewer to make note of how the interview went and trust the findings can be reliable when all of the data is analysed. An example could be an onsite event professional maybe too embarrassed or feels ashamed to say their main motivation to work is money, and not a passion for live events because they do not want to be perceived that way, especially by their employer. A way to reduce this risk would be the offer of all data being anonymised, so no individuals name is mentioned in the findings, which should mean more open and honest answers are given.
To conduct a semi structured interview, the interviewer must know the subject matter and the industry well because there would be a better chance for the conversation to become free flowing and answers can be probed further if there is more understanding on the topic being discussed. I will be conducting all of the interviews as I have industry experience and have strong interview experience, meaning the conversations would likely be flow better and the interviewee would be more comfortable in my presence.
The strengths of semi-structured interviews are that because they still follow a structure, comparisons are able to be made, especially if using content analysis as a tool to make comparable data. If all the weaknesses are mitigated as discussed, then the data generated from the interviews are more likely to be reliable and easier to analyse.
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Appendix 1- The Gallup Q12 index

1. Do you know what is expected of you at work? 
2. Do you have the materials and equipment to do your work right? 
3. At work, do you have the opportunity to do what you do best every day? 
4. In the last seven days, have you received recognition or praise for doing good work? 
5. Does your supervisor, or someone at work, seem to care about you as a person? 
6. Is there someone at work who encourages your development? 
7. At work, do your opinions seem to count? 
8. Does the mission/purpose of your company make you feel your job is important? 
9. Are your associates (fellow employees) committed to doing quality work? 
10. Do you have a best friend at work? 
11 .In the last six months, has someone at work talked to you about your progress? 
12. In the last year, have you had opportunities to learn and grow?

















Appendix 2- Onsite Event Professional Semi- Structured Interview

· How long have you been in the events industry? – Ice Breaker
· Why did you first choose to get into the events industry? – Looking for intrinsic vs extrinsic motivation (SDT)
· What’s your favourite thing about your job/workplace?- Looking for intrinsic vs extrinsic motivation (SDT)
· What’s your least favourite thing about your job/workplace?- Looking for de-motivation factors, could possibly get answers to link with equity theory and any lack in Maslows Needs
· If you could change one thing about your job, what would it be? Looking for de-motivation factors, could possibly get answers to link with equity theory and any lack in Maslows Needs
· Do you feel valued at work? Looking for intrinsic vs extrinsic motivation (SDT) 
· Are you aware of your company’s vision and strategy?- Looking to see if an individual cares about their company, links with intrinsic motivation (SDT)
· Do you feel you take an active interest and participation in your company’s strategy?- Expand on previous answer
· What do you hope to achieve in 3-5 years in your workplace?- Looking for hopes and aspiration, answers could sway motivation towards pay and reward (extrinsic), or personal growth (intrinsic) SDT
· What do you find fun at work, if anything?- Touches on Maslows needs and intrinsic vs extrinsic motivation (SDT)
· How important is it to you to have fun at work?- Extrinsic vs Intrinsic Motivation
· What gets you up in the morning?- Extrinsic vs Intrinsic Motivation
· How do you feel about working away from home? Extrinsic vs Intrinsic Motivation
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