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Hospitality is one of the world's largest and fastest growing industries and employs people in hotels, restaurants, resorts, and tourism related businesses (Baume, 2018). Despite its economic significance, the industry is still plagued with high employee turnover and dissatisfaction (Tracey and Hinkin, 2008). High personnel turnover may adversely impact the organisational performance, customer satisfaction, and quality of services (Hinkin and Tracey, 2000). 
So understanding employees’ motivation has become a major challenge for managers and researchers working in the catering industry. Employee motivation involves many internal and external factors that drive people to succeed and remain with a company (Herzberg, 1968). Motivated workers are more likely to be engaged and productive and want to do better (Ryan and Deci, 2000). Low motivation may lead to poor performance, feelings of undeserviness among employees, and absenteeism (Chiang and Jang, 2008). I
n previous studies, financial rewards, recognition, career development opportunities, supportive management, and a positive work environment are recognised. However, a multitude of these elements may relate to employee groups and hospitality environments. This study is intended to investigate the key drivers of employee motivation in catering and to identify the effect on staff performance and retention. 
Recent industry data point out the need to examine employee motivation and retention in the hotel sector. The UK Hospitality Survey for 2025 showed that 69 percent of the hospitality sector operates at or below the required workforce level due to staff shortages and rising operating costs, with most of the latter attributable to staff cuts. 
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[bookmark: _Toc233360091]Aim and Objectives
[bookmark: _Toc233360092]Aim
To examine the elements influencing employee motivation in the catering sector and assess their impact on employee performance and retention in the UK.
[bookmark: _Toc233360093]Objectives
1. Identifying key factors influencing employee motivation in the hospitality sector
2. Explore how motivational factors influence employee retention.
3. Provide recommendations to hospitality managers to improve staff motivation. 
4. Exploring the relationship between employee motivation and job performance

1. [bookmark: _Toc233360094]Literature Review
[bookmark: _Toc233360095]Employee Motivation in the Hospitality Sector

Employee motivation is a fundamental element in organizational behaviour and human resources management, and is an external and internal motivation to motivate employees to work towards an organisation’s objectives. Employee motivation is especially important in the hospitality industry as employees’ behavior, attitude, and customer interactions influence the quality of service. Ryan and Deci (2000) and Chiang and Yang (2008) have shown that motivated workers perform better in terms of productivity, job satisfaction, and organisational commitment; low motivation can lead to these outcomes. 
There are a number of motivational theories on how employees work in the hospitality sector. Maslow's hierarchy of needs (Maslow, 1943) states that human beings are motivated by a variety of needs, including physical needs, social needs, self-worth, and self-actualization. Higher-level hospitality organisations' needs can be met by having professional development opportunities to grow, career advancement, and recognition. In contrast, the basic needs can be satisfied with competitive remuneration and job security. 
Herzberg's two-factor theory (Herzberg, 1968) makes a similar distinction between motivators and hygiene factors. Motivation is not always based on motivation, but hygiene factors such as pay, working conditions, and organisational policies can help to prevent dissatisfaction. On the other hand, job satisfaction and performance are more likely to be enhanced by motivators like success, recognition, responsibility, and personal growth. 
As employees play a central role in the customer experience, this is particularly relevant to the hospitality industry. Employee motivation is also explained by Vroom's expectancy theory (Vroom, 1964), which states that people are motivated when they believe their efforts will lead to positive outcomes and successful performance. When there is a clear link between effort, performance, and rewards such as bonuses, recognition, and promotion, employees in the hospitality sector are more motivated to work hard. 
Employee motivation is influenced by both monetary and non-monetary factors. Financial rewards such as wages, bonuses, and incentive programs are the primary inducements for recruiting and retaining employees. Also, recently, non-financial factors will play an important role in commitment and long-term allegiance. In addition, Shah and Jokhi (2025) found that professional development, work-life balance, and recognition are more important for long-term motivation than money. Peemanee and others (2011 and 2023) found that flexible work hours, social support, and employee benefits are more likely to increase job satisfaction and reduce the risk of quitting. Camilleri, Troise, and Morrison (2023) stress the importance of internal motivation and ethical organisational actions to increase employee commitment. 
Workplace cultures that support professional development and well-being tend to keep employees at companies that are in their professional best interest, they concluded. Herzberg argues that intrinsic factors are the basis of motivation. Despite the high turnover rate in the catering industry, retaining staff remains a key challenge. 
Motivated employees are most likely to remain with the company as long as they feel valued, connected, and supported in their jobs, and able to see and work well with their colleagues. Nappä, Styvén, and Robertson (2025) found that the attractiveness of the sector and the opportunities for career development positively affect employees' intention to stay in the hospitality sector, and Camilleri, Troise, and Morrison (2023) have found that intrinsic motivation is a key reason for employees to stay with the organisation. Yam, Raybould, and Gordon (2018) also emphasise job inclusiveness, noting that employees who have established strong working relationships and are happy will stay.

2. [bookmark: _Toc233360096]Research Methodology

The aim of the study is to investigate the factors contributing to employee motivation and their impact on performance and retention in the catering industry. The positivist philosophy is chosen as the aim is to explore relationships between quantifiable variables. As Saunders & Lewis (2023) state, positivism holds that the actions of society can be objectively observed and measured using an empirical model, and that scientists can use statistical methods to identify patterns and relationships. 
Employee motivation is a measure of performance and retention, so the philosophy is very much in line. The study will be in a deductive perspective - it will use well-established theories to formulate research questions and collect empirical data. Saunders and colleagues (2023) argue that deductive research starts with well-known theoretical frameworks and then investigates the participants' performance in a specific environment. We use Vroom's expectancy theory (Vroom, 1964), Herzberg's two-factor theory (Herzberg, 1968), and Maslow's hierarchy of needs (Maslow, 1943) to study motivation among hospitality workers. Quantitative research will be preferred in this study because it is easier to collect numerical data and to analyze the relationship between variables statistically (Bryman and Bell, 2023). 
Quantitative methods are beneficial to studies that aim to measure attitudes, perceptions, and behaviour in a larger population and are objective and reliable. Data will be collected at a single point in time with a cross-sectional survey design. As it is a great way to assess current employees’ opinions and experiences, it has been widely used in organisational and hospitality research (Saunders, 2023). 
To collect basic data, you need to conduct a structured, closed-ended online survey using a five-point Likert scale ranging from strongly disagree to strongly agree. The questions will be about employee motivation, job satisfaction, perceived performance, and intention to remain in the job. Online surveys and questionnaires are effective and cost-effective methods for collecting data from large samples and maintaining consistency (Bell and Waters, 2018). Each survey participant will provide a document of informed consent showing that they understand your research and are willing to participate (UK, 2018).

[bookmark: _Toc233360097]Examples:
Research on:
1. What factors influence employee motivation in the catering sector?
2. How does employee motivation influence the performance of the staff?
3. What is the role of motivation in retaining employees?
4. What motivators are most effective in hospitality organisations?
This Photo by Unknown Author is licensed under CC BY

 Survey Questions:
a. What motivated you to choose the profession of hospitality? 
b. What motivates you to continue working in the sector?
c.  Can you describe why you enjoy working in the hospitality industry? 
d. What motivates you to continue? 

The study targets employees of hotels, restaurants, caterers (and other hospitality businesses) in the hospitality sector. Due to time and availability constraints, comfort sampling will be used. 
Sample collection is the process of selecting study participants who are willing and able to participate (Bryman and Bell, 2023). This non-probability sampling method is often used in research in the hospitality sector, where access to staff may be difficult, even if it may limit the generalizability of the findings. Some 100 workers in the catering sector will be recruited to complete the survey. The Statistical Package for the Social Sciences (SPSS) will be used to analyze the data collected. The frequencies, percentages, averages, and standard deviations will be descriptive statistics that summarise the demographics and responses to the incentive factors within the participants. Then, an inferential statistical analysis will examine correlations among variables. 
The degree and direction of the relationships among motivation, performance, and retention intentions will be assessed using correlation analysis (Field, 2024). The researcher will then be able to determine the motivators most closely linked to employee performance. To ensure the quality of the research, reliability and validity will be considered. Validity refers to whether the research measures the concepts of interest in the study, and reliability concerns the robustness of the measurement (Saunders et al., 2023). Standardised questionnaire items and a clear survey design will be used to ensure the validity and reliability of the survey. Ethical issues will also be discussed throughout the study. Participants will be informed ahead of time about the study, given the option to consent, and kept anonymous and at ease. Data will be treated and stored securely in accordance with accepted ethical standards for research (Creswell and Creswell, 2023).
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Employee motivation, quality of service, and retention are the three main factors that affect employee retention, and these are all directly related to the hospitality industry. The goal has been to examine the factors that influence employee motivation and the organisation's impact on its results. 
The research is in hospitality management and uses quantitative methods and incentive theory to advance knowledge in the field. Both monetary and non-monetary rewards are associated with employee motivation, and non-monetary rewards are the primary motivators. Non-financial compensation includes training, career advancement, recognition systems, and support systems; financial compensation is salary, bonuses, and benefits. While financial compensation is still important, new research shows that other factors often have a much greater impact on workers’ long-term commitment and satisfaction. 
Employee motivation has been extensively investigated, but most research focuses on individual motivation. The impact of monetary rewards, non-monetary incentives, and job empowerment on employees' performance and retention in the hospitality industry is not well understood. This study attempts to investigate these factors to achieve better employee performance and long-term engagement in the catering industry and to address this gap (Camilleri, M.A., C. Troise, and A. Morrison, 2023; Näppä, A., Styvén, M.E., and Robertson, N. 2025; Yam, L. 2025; Gordon, R., and Raybould, M. 2018).
About 73 percent of the companies had less than 6 months’ cash on hand, and more than half had already cut their workforce, the survey found. These findings show the enormous labour shortages in the hospitality industry and underscore the importance of the companies’ understanding of why workers stay in the sector. To maintain staff morale and retention, hospitality managers should examine how motivation affects staff performance.

[bookmark: _Toc233360099]Apendix 

Gantt Chart
	Activity
	W 1
	W 2
	W 3
	W 4
	W 5
	W 6
	W 7
	W 8
	W 9
	W 10
	W 11
	W 12

	Development of Research Proposal
	
	
	
	
	
	
	
	
	
	
	
	

	Literature Review	
	
	
	
	
	
	
	
	
	
	
	
	

	Develop Questionary
	
	
	
	
	
	
	
	
	
	
	
	

	Data Collection
	
	
	
	
	
	
	
	
	
	
	
	

	SPSS Data Analysis
	
	
	
	
	
	
	
	
	
	
	
	

	Objective one
	
	
	
	
	
	
	
	
	
	
	
	

	Objective two
	
	
	
	
	
	
	
	
	
	
	
	

	Objective three
	
	
	
	
	
	
	
	
	
	
	
	

	Objective four
	
	
	
	
	
	
	
	
	
	
	
	

	Finding Discussion
	
	
	
	
	
	
	
	
	
	
	
	

	Final Report
	
	
	
	
	
	
	
	
	
	
	
	








[bookmark: _Toc233360100]References

Baum, T. (2018). Sustainable human resource management as a driver in tourism policy and planning. Journal of Sustainable Tourism, 26(6), pp.873–889.
Bell, J. and Waters, S. (2018). Doing Your Research Project. Maidenhead: McGraw-Hill.
Braun, V. and Clarke, V. (2022). Thematic Analysis: A Practical Guide. London: SAGE.
Bryman, A. and Bell, E. (2023) Business Research Methods. Oxford: Oxford University Press.
Camilleri, M.A., Troise, C., and Morrison, A.M. (2023). Motivations and commitment to work in the hospitality industry: investigating employee psychology and responsible organizational behaviours. Tourism Review. doi: https://doi.org/10.1108/tr-12-2022-0611.
Chiang, C.F. and Jang, S.C. (2008) 'An expectancy theory model for hotel employee motivation', International Journal of Hospitality Management, 27(2), pp.313–322.
Creswell, J.W. and Creswell, J.D. (2023) Research Design: Qualitative, Quantitative and Mixed Methods Approaches. Thousand Oaks, CA: SAGE.
Ette, S. (2025). Hospitality operating at only 85% of capacity, new survey reveals - UKHospitality. [online] UKHospitality. Available at: https://www.ukhospitality.org.uk/hospitality-operating-at-only-85-of-capacity-new-survey-reveals/. 
Field, A. (2024). Discovering Statistics Using IBM SPSS Statistics. London: SAGE.
GOV.UK (2018). Getting Informed Consent for User Research. [online] Gov.UK. Available at: https://www.gov.uk/service-manual/user-research/getting-users-consent-for-research.
Herzberg, F. (1968) 'One more time: How do you motivate employees?', Harvard Business Review, 46(1), pp.53–62.
Hinkin, T.R. and Tracey, J.B. (2000) 'The cost of turnover: Putting a price on the learning curve', Cornell Hotel and Restaurant Administration Quarterly, 41(3), pp.14–21.
Karatepe, O.M. (2013) 'High-performance work practices and hotel employee performance: The mediation of work engagement', International Journal of Hospitality Management, 32, pp.132–140.
Kusluvan, S., Kusluvan, Z., Ilhan, I. and Buyruk, L. (2010) 'The human dimension: A review of human resources management issues in the tourism and hospitality industry', Cornell Hospitality Quarterly, 51(2), pp.171–214.
Näppä, A., Styvén, M.E. and Robertson, J. (2024). Employment in the tourism and hospitality industry: Toward a unified value proposition. Journal of Human Resources in Hospitality & Tourism, pp.1–31. doi: https://doi.org/10.1080/15332845.2024.2405804.
Pallant, J. (2020) SPSS Survival Manual. Maidenhead: Open University Press.
Peemanee, J., Weerarathna, R., Issarapaibool, A., Boonlua, S., and Rathnayake, N. (2025). Beyond compensation: effect of employee benefits on job motivation, performance, and turnover intention. Cogent Business & Management, 13(1). doi: https://doi.org/10.1080/23311975.2025.2607764.
Ryan, R.M. and Deci, E.L. (2000) 'Self-determination theory and the facilitation of intrinsic motivation, social development, and well-being', American Psychologist, 55(1), pp.68–78.
Saunders, M.N.K., Lewis, P., and Thornhill, A. (2023). Research Methods for Business Students. 9th edn. Harlow: Pearson.
Shah, R. and Jokhi Marzun (2025). THE RELATIONSHIP BETWEEN INCENTIVES AND JOB TENURE: FINANCIAL AND NON-FINANCIAL FACTORS. [online] XLVI(06), pp.164–173. Available at: https://www.researchgate.net/publication/391401366_The_Relationship_Between_Incentives_And_Job_Tenure_Financial_And_Non-Financial_Factors.
Tracey, J.B. and Hinkin, T.R. (2008) 'Contextual factors and cost profiles associated with employee turnover', Cornell Hospitality Quarterly, 49(1), pp.12–27. 
Vroom, V.H. (1964). Work and motivation. New York: Wiley.
Vroom, V.H. and Deci, E.H. (1983). Management and Motivation.
Yam, L., Raybould, M. and Gordon, R. (2018). Employment stability and retention in the hospitality industry: Exploring the role of job embeddedness. Journal of Human Resources in Hospitality & Tourism, 17(4), pp.445–464. doi: https://doi.org/10.1080/15332845.2018.1449560.
	


image1.png




image3.png
Which of the following factors motivate you most?

115 10 perform work with
ecdom

Opport

Fimncinl wards
o sccurity
Recognition

Motivational talks

Promation

Satary ncrease

0% S 10% 15% 20% 28% 30% 3% 40%





image4.png
Which of the following factors motivate you most?

115 10 perform work with
ecdom

Opport

Fimncinl wards
o sccurity
Recognition

Motivational talks

Promation

Satary ncrease

0% S 10% 15% 20% 28% 30% 3% 40%





image2.png




