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The overall aim of this study is to analyse factors that affects front of house employee motivation in the cruise industry and hotel sector.
The researcher provided background information of the travel and tourism industry, and motivational theories that were seen relevant to the study, and previous research that has been conducted on the hotel sector and cruise industry. From the secondary data, the researcher found four themes that would be used for creating the questions for the questionnaire and interviews. 

The researcher provided an outline of the research process, which illustrates which procedures that were undertaken to achieve the research objectives. The researcher identified interpretivism as the most suitable approach for this study as there is an underlying interest, knowledge and awareness of areas of the business that would prevent entire detachment as a previous cruise ship employee. The questionnaires operated a convenience sampling as they were distributed on social media to able a random reach of FOH Employees, and all participants were conveniently available to the researcher. For the interviews, the researcher used a purposive sampling and interviewees were selected based on their experience and expertise in the field of study. 
For the data analysis, the researcher extracted data from Survey Monkey to provide graphs for analysis and content analysis for interviews as this allowed the researcher to systematically recognise key issues and words. 
In chapter 4, the researcher presented and evaluated results of the primary data collected. The themes that were present in chapter 4 arose from the secondary research. There was seen to be an equal balance of male and female participants on the online questionnaires. In both sectors, the age groups of 18-24 and 25-30 were the largest groups of respondents. Other age groups had lower participation rate, and therefore the researcher interviewed employees that ranged from the following groups; 18-24, 31-40 and 41-50. This was done to close gaps in the primary research. It was noted that more participants in HSE Survey works both full time and part time. 


In both sectors, working conditions were seen as the most significant motivational factor and respondents stated that it was a must in order to perform well. Pay was the second most important motivational factor in the CSE Survey, and this may be due to supporting their family in their home country. Conversely, HSE Survey showed that pay was the least important motivational factor. This indicates that CSE are working away from their families in order to earn higher wages and support them in ways they might be unable to do if they were to work in their home country. When it came to analyse Benefits, Rewards and Promotion Factors that affected their motivation, the CSE Survey and HSE Survey contradicted, whereas HSE are more motivated by recognition, CSE is more motivated by extrinsic factors.
Both sectors were seen to be heavily motivated by their line manager, and a good relationship with the line manager and team was the most significant intrinsic motivational factor. It was noted that a motivating line manager and a good relationship creates a more dynamic and cooperative workplace where employees are empowered to make decisions. Bonus schemes was the least important factor in both sectors, which shows that intrinsic factors are more significant to FOH Employees in these sectors. 

Chapter 5 concludes discussion of the overall results of data analysed in chapter 4 with a focus on each objective. It was noted that Maslow’s Hierarchy of Needs can be used as a guideline for line managers to know how they can apply the idea of the model to existing motivation strategies, however, it can be argued that Herzberg’s Two-Factor is more relevant to the workplace as it focuses on which factors can cause dissatisfaction and which factors that work as satisfiers. Cruise ship organisations and hotel organisations can use Herzberg’s theory to turn hygiene factors to something that cause satisfaction rather dissatisfaction, and continue to have a high emphasis on the intrinsic satisfiers Herzberg presented. The process theories are often used to understand how to motivate whereas content theories are used to understand why an employee is either motivated or demotivated. 

Vansteenkiste et al (2004) reported an undeniable link between work motivation and performance, which was clearly supported by this study’s primary data where employees in both sector stated they would not perform well if they were not motivated. Alongside this, Milman (2006) stated that working conditions, a hygiene factor or nor, is the most significant motivator in work motivation. The primary data analysed clearly correlated with Milman’s statement and respondents reported that good working conditions created better job performance, however, it was also acknowledged that Herzberg and his views on working conditions as a hygiene factor was correct. Respondents stated that the working hours in both sectors are long and unsociable, the facilities and work spaces are small and no nice, and CSE reported that the working conditions on cruise ships are poor. This indicates that this motivational factor cause extreme dissatisfaction, as presented by Herzberg. 
Work-life balance was seen as the least important motivational factor in the CSE Survey, which clearly indicates that CSE does not have this balance, and this was supported by Matuszewski and Blenkinsopp (2011) who reported that there is no separation of the private and working parts of life in the cruise industry. Alongside this, Weaver (2005) identified time off as a hygiene factor in these industries, which can be associated with work-life balance, however, the primary data did not support this statement as employees in both sector did not recognise this motivational factor as important as other factors. 

Participants interviewed gave recommendations to improve motivation in their sector, and it was stated that line managers needs to empower their employees more in order to achieve a good work place, and it was emphasised that creating an equal workplace would improve motivation and maintain a healthy and productive place to work. It was recommended by the researcher that organisations and line managers use non-monetary incentives and intrinsic factors to improve motivation as this is proven in primary data to be the most significant motivational factors to FOH Employees in the cruise ship industry and hotel sector. 
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1.1 [bookmark: _Toc513131379][bookmark: _Toc513137066][bookmark: _Toc513137160][bookmark: _Toc513714856]Background

In 2017, World Travel and Tourism Council (2017) reported that the TT industry’s contribution to the global GDP grew by 3.1% in 2016, which shows that this industry outperformed the global economy with 0.6%. The employment in the TT industry grew by 1.8%, meaning that almost 2 million net additional jobs were generated directly by the sector, and approximately 6 million new jobs were created as a result of total direct, indirect and induced activity (WTTC, 2017). The TT industry is seen as a key sector for economic development and job creation. Further, it was stated that the global TT industry contributes to a total of 292 million jobs worldwide, and over the next 10 years it will support 23% of new jobs created (WTTC, 2017). This shows that the TT industry is a major growing worldwide industry. 

Gredler el al (2004) broadly defined motivation as the attribute that moves us to do or not to do something. Conventional theorists of motivation often propose that employees tend to be motivated with the intention of fulfilling their unsatisfied needs (Maslow, 1954), however, the more contemporary theorists do not only focus on the need-based concept of motivation, but on the long-term goal and employee values (Simons and Enz, 2006). Reiss (2012:152) defined intrinsic motivation as “doing something for its own sake”. Intrinsic motivation is often seen by personal enjoyment, interest, or pleasure (Lai, 2011). Conversely, there is extrinsic motivation which is defined as “motivation governed by reinforcement contingencies” (Lai, 2011:4). Extrinsic motivation refers to doing something because it leads to a separate outcome (Ryan and Deci, 2000).




1.1.1 [bookmark: _Toc513131380][bookmark: _Toc513137067][bookmark: _Toc513137161][bookmark: _Toc513714857]Motivation in Cruise Ship and Hotel Employees

Petcharak (2002) stated that the hotel industry is an important part of the tourism industry worldwide and its employees play a vital role in delivering a certain standard of service. It was also noted that the individual motivational constructs of a hospitality employee play a noteworthy role in achieving satisfaction amongst hotel guests. Cheng (1995) reported that it is a challenge for management in the hotel sector to motivate their employees to stay in the job and to offer the effective, yet good service their guests expect due to poor working conditions and low pay. Alongside the continuous increase of the TT industry, cruising is gaining a significant importance as one of the fastest developing sector within this industry (Veronneau and Roy, 2009). The ongoing expansion of the cruise industry has led to a range of jobs for employees with different abilities, experiences and backgrounds, and the cruise lines depend on their employees to perform at levels that positively affects the organisation (Sehkaran and Sevcikova, 2011). Therefore, it is those highly motivated CSE that is a contributing factor in providing exceptional service and the accomplishment of the company (Sehkaran and Sevcikova, 2011). 

Chuang et al (2009) reported that studies conducted in the hospitality industry indicated that intrinsic motivations such as the nature of the work or feelings of accomplishment were the key drivers for hospitality employees. Van Beek et al (2012) reported that intrinsically motivated employees engage more in the workplace and are seen to be more productive and perform better. Conversely, Weaver (1988) mentioned that employees in hotels and restaurants could easily be motivated if they were offered an incentive rather than career advancement. Even though Weaver (1988) focused on hotels and restaurants, his statement is applicable to the cruise industry as both sectors have the same functionalities and cruise ships are akin to hotels.
It can be argued that the hotel sector and cruise industry is known for its low wages, long working hours and poor working conditions, which results in employees preferring to accept monetary incentives for their hard work. 





1.2 [bookmark: _Toc513714858]Rationale
Drucker (2006) stated that the most appreciated assets of the 21st century are experienced employees and their productivity. Therefore, in a society that changes rapidly, knowledge is vital to its development. Crabtree (2013) reported that Gallup conducted a 142-country study on the State of the Global Workplace and it showed that only 13% of employees worldwide are engaged at work which shows that there is a lack of motivation around the globe. The researcher noticed there was a significant gap in studies conducted on employee motivation in the cruise industry and hotel sector as most previous research was focused on the general hospitality industry. As the researcher has previous experience in working on cruise ships, there was a large proportion of themes that would be relevant to explore as these were seen as issues that would demotivate CSE when the researcher worked on board. 

The themes the researcher was interested in exploring was the working conditions in both sectors as this was noted to be an issue on cruise ships, the work-life balance and the difference in the perceived work-life balance in both sectors as CSE are less inclined to experience work-life balance in the same way as HSE, pay and work values. The TT industry is generally known for low wages (Nevins (2008), therefore it was deemed appropriate to explore pay as a motivator in the cruise industry and hotel sector. It was decided to include the hotel sector in this study to get a broader perspective of FOH Employee motivation. 













1.3 [bookmark: _Toc513131381][bookmark: _Toc513137068][bookmark: _Toc513137162][bookmark: _Toc513714859]Aims and Objectives

The overall aim of this study is to analyse factors that affect front of house employee motivation in the cruise industry and hotel sector. The objectives of this research are:
A. To review and critically evaluate classical theories on motivation and contrast them with modern concepts to increase employee motivation
B. To explore information and analyse the different motivational factors affecting employee motivation in the cruise industry and hotels sector
C. To provide strategic recommendations on how to improve employee motivation within both sectors
The study seeks to answer the following primary research questions;
· How can cruise ship and hotel organisations improve in order to maintain employee motivation?
· Is there a significant difference in factors affecting employee motivation in the cruise industry and hotel sector?















[bookmark: _Toc513714860]Literature Review

[bookmark: _Toc513131384][bookmark: _Toc513137071][bookmark: _Toc513137165][bookmark: _Toc513714861]2.1 The Concept of Motivation
There have been many varied definitions of what motivation is in the literature, and Vroom (1964) described motivation as a process of regulatory choice so that an ideal incentive is received. Conversely, Mullins (2002) described motivation as a driving force through which people attempt to achieve their goals and fulfil a need or maintain a value. 
Mitchel in Mullins (2010:253) identified four characteristics which underlie the definition of motivation. These characteristics are; 

· An individual phenomenon where every person is seen as unique 
· Intentional where motivation is assumed to be under workers’ control, and behaviours are subjective to motivation
· Multifaceted: i) what gets people activated and, ii) the force of an individual to engage in the desired behaviour
· Theories help predict behaviour as motivation concerns action and the internal and external forces which influence a person’s choice of action

[bookmark: _Toc513131386][bookmark: _Toc513137073][bookmark: _Toc513137167][bookmark: _Toc513131388][bookmark: _Toc513137075][bookmark: _Toc513137169][bookmark: _Toc513131387][bookmark: _Toc513137074][bookmark: _Toc513137168]Mullins (2016) stated that the fundamental concept of motivation is a driving force within individuals by which they attempt to achieve a goal to realise a need of expectation. Achieving the goal ultimately satisfies the need and thus reduces the tension, as stated by Robbins (1998)

Organisations are becoming more complex and heavily dependent on Human Resources, and several authors (Homans, 1950) discussed the social notions of motivation and showed that people in the workplace often resist being put in competitive position with other employees. This particular issue was also illustrated in the Hawthorne Studies conducted by Elton Mayo (1933). This study isolated two groups of workers in order to test with the impact of numerous incentives on their output (British Library, 2018). This study dramatically drew attention to the fact that the need of being accepted and liked by one's colleagues was perhaps more important than the economic incentives offered. Teng (2000) stated that one of the consequences of addressing the social concept of motivation often leads to improved workers’ morale. 
[bookmark: _Toc513714862]2.1.1 Intrinsic and Extrinsic Motivation

Self-Determination Theory is seen as an approach to human motivation that use traditional empirical methods while employing an organismic metatheory that highlights the significance of humans’ progressed internal resources for development, as stated by Ryan et al (1997). 

Deci and Ryan (1985) distinguished between different types of motivation based on the different reasons or goals that give rise to an action. In their Self-Determination Theory, they stated that the most basic distinction was between the intrinsic and extrinsic motivation, which often refers to doing something because it is interesting and enjoyable and doing something because it leads to a preferred outcome. The earlier studies of motivation showed that extrinsic motivation such as monetary rewards was more effective in motivating employees (Mickel and Barron, 2008), however, more current studies (Gagne and Deci, 2005) have exposed a shift from extrinsic motivation to intrinsic motivation. Grant (2007) stated that employees would most value a job that has aspects that are important and meaningful to them rather than promotions, income and job security. 

The primary difference between the two types of motivation is that extrinsic motivation arises from the outside of the individual whilst intrinsic motivation arises from within. Cherry (2018) reported that some studies demonstrated that offering excessive external rewards for an already internally rewarding behaviour can cause a decrease in intrinsic motivation. Whilst intrinsic motivation is often perceived as the ideal, both extrinsic and intrinsic motivation are imperative ways of driving behaviour. 





[bookmark: _Toc513714863]2.1.2 Empowerment 
Empowerment is often explained in terms of allowing employees greater freedom, autonomy and self-control over their work, and responsibility for decision-making (Mullins, 2010). Empowerment is also a matter of confidence and trust. Wilkinson in Mullins (2010:683) suggested that it is important to see empowerment in a wider context. There are two theoretical perceptions about what empowerment actually means; psychological and managerial. The psychological perspective considers empowerment to be a motivational construct akin to a state of mind. Conger and Kanungo (1988) described empowerment as a heightened belief in the ability to perform. Conversely, Thomas and Velthouse (1990) described empowerment as a heightened level of intrinsic task motivation. The managerial perspective believes that empowerment is a relational construct that describe how those with power in organisations share their power, information, resources and rewards with those lacking them. It can be argued that if the managers provide employees with the four above mentioned powers, they can succeed in empowering them. 

[bookmark: _Toc513131389][bookmark: _Toc513137076][bookmark: _Toc513137170]Ravisha and Pakkerappa (2017) argued that empowerment is a continuous process, which focuses on the growth of the performance of the employees in the operations of the organisation. Empowerment is an intrinsic motivation that comprises positively appreciated experiences for which an employee develop directly from a task. Ravisha and Pakkerappa (2017) carried out a study with 43 participants from the steel industry in Karnataka, and this study showed that empowered employees make quicker decisions for problems faced in the organisation and job performance increased when the employees were empowered. Therefore it can be stated that empowerment results in the continuous development of the employees, and it helps employees to attain a greater result and perform better. 

Karatepe (2013) reported that training, empowerment and rewards are significant to FOH employments and are important to organisational success in the hospitality industry. Conversely, Yavas et al (2010) said there is a lack of ongoing and effective training programs in the hospitality industry which leads to a pool of employees who do not obtain the necessary skills. It was later stated by Yavas et al (2010) that by empowering employees without training programs would not produce the intended outcomes, nor would training employees without empowerment. 
[bookmark: _Toc513714864]2.1.3 Work Motivation and Job Performance
Performance is often defined as the achievement of measured objectives, and Gupta (2012) indicated that performance is a function of two things; performance = (ability x motivation). Ability can be seen as the physical, intellectual or emotional competence of an employee to get the job done, whilst motivation is related to desire and commitment. Both factors need to be assessed when employers are trying to find the reason for performance issues. (Gupta, 2012) 

Employee performance involves quality and quantity of output, presence at work, accommodative and helpful nature and timeliness of output (Shahzadi et al., 2014). According to the results of the study conducted by Yang (2008) on individual performance, the performance of the individuals cannot be verified. Correspondingly, he asserts that organisations can use direct bonuses and rewards based on individual performance if employee performance is apparent. 

Azar and Shafighi (2013) stated that employee performance is influenced by motivation because if employees are motivated then they will do work with more effort and by which performance will ultimately increase. Basset-Jones and Lloyd (2005) supported Azar and Shafighi (2013) and argued that it is an unquestionable link that exists between employee motivation and their satisfaction with the job. Miller (2002) suggested that conceptual evidence put forward the premise that motivated employees are more likely to be innovative and high performers in the workplace, whilst Tyagi (1985) stated that empirical evidence reveals that intrinsic motivation positively influenced work performance. 

Furthermore, other researchers have empirically recognised the Work Motivation-Job Performance Link (Vansteenkiste et al., 2004). Keijzers (2010) noted that previous research did not succeed in establishing a positive correlation between motivation and performance, however, more recent research suggested that there was a positive relationship between the two. This positive relationship became clear when researchers merged satisfaction as the employee derives internal satisfaction and then becomes motivated to perform well (Keijzers, 2010). 
[bookmark: _Toc513131390][bookmark: _Toc513137077][bookmark: _Toc513137171][bookmark: _Toc513714865]2.1.4 Work Motivation and Employee Turnover
Frank et al (2004) stated that employee turnover is often used to describe the unplanned loss of workers who leave voluntarily and who employers would prefer to keep. 
Employee turnover in the hospitality industry has gained an increasing reputation as a critical issue that must be addressed and properly managed (Hinkin and Tracey, 2000). Branham (2005) suggested that there were seven main reasons as to why employees leave a company;

· The job or workplace is not what they expected
· A mismatch between the job and person
· Too little coaching and feedback
· Lack of growth and advancement opportunities
· A feeling of being devalued and unrecognised
· Stress from overwork and lack of work-life balance
· Loss of trust and confidence in line managers

Cheng and Brown (1998) stated that the hotel industry is characterised by excessive turnover rates, the costs of turnovers in recruitment and training of additional staff, overtime payments to existing staff to alleviate shortages and disrupted service, increased turnover among remaining staff who feel pressured and overworked (Frank et al., 2004). FOH Employees are often underpaid, usually work long hours with irregular schedules, and carry heavy workloads (Babin and Boles, 1998). 

Delecta (2011) defined work-life balance as the individual’s ability to meet work and family commitments, as well as other non-work responsibilities and activities. White et al (2003) stated that additional work hours subtract from home time, while high work intensity or work pressure may result in exhaustion, anxiety or other consequences that affect the quality of home and family life. O’Leary and Deegan (2005) reported that work-life conflict has also been related with the high employee turnover rate in the hospitality industry. It was noted that the hospitality industry is more associated with poor work-life balance than other industries (O’Leary and Deegan, 2005). 

FOH Employees also often receive incompatible demands from co-workers, managers and customers and lack specific information to perform their job-related tasks effectively (Singh, 2000). Such job demands, coupled with insufficient job resources including low levels of training and supervisory support, low pay, and lack of empowerment and rewards (Yavas et al., 2004) deplete employees’ energy and mental resources and lead to emotional exhaustion. 
Wider research suggests that job demands and job resources, besides affecting emotional exhaustion, are closely related to employees’ turnover intentions. Combs et al (2006) stated that a combined presence of training, empowerment and rewards would create cooperation in the organisation, trigger employee engagement and lead to retention of employees in the hospitality industry (Wall and Wood, 2005). 

[bookmark: _Toc513131385][bookmark: _Toc513137072][bookmark: _Toc513137166][bookmark: _Toc513131391][bookmark: _Toc513137078][bookmark: _Toc513137172][bookmark: _Toc513714866]2.4 Factors Enhancing Employee Motivation

The most established explanations of motivational theory include Maslow’s Hierarchy of Needs (1943), Herzberg’s Two-Factor Theory (1974), Alderfer’s modified need hierarchy theory (1969) and expectancy theories proposed by Vroom (1964) and Porter and Lawler (1975). Mullins (2002) suggested a three-fold classification for reviewing motivation to work by drawing together the different motivational theories. These included monetary rewards, intrinsic satisfaction and social relationships. 

Monetary rewards encompass the pay and fringe benefits, which can satisfy a variety of needs including basic needs for survival, as well as a need for self-esteem and status (Armstrong, 2006). Monetary rewards have significant motivating power as they symbolise many intangible goals and the satisfaction of needs at different levels of the hierarchy (Torrington et al., 2005). However, within the academic literature, there is controversy about the strength and effectiveness of money as a motivator (Henderson et al., 2003). Abadi et al (2011) stated that money is the fundamental inducement, and no other incentive or motivational technique comes close to it with respect to its influential value, however, Turkyil et al (2011) said that the desire for promotion is generally strong amongst employees as it involves a change in job content, pay, responsibility, independence and status. Other factors enhancing employees’ motivation includes recognition. 

Kalimullah et al (2010) reported that rewards and recognition were essential factors in enhancing job satisfaction and work motivation which is directly associated with organisational achievement (Jun et al., 2006). As well as the above-mentioned factors that affect employee motivation at work, Pocock (2006) considered meaningful work as a very important factor within intrinsic employee motivation. Meaningful work is an emerging factor for valued outcomes of organisations. It is an important issue and is valuable for both the employee and the employer. There are arguably other factors rather than money which an employee may want to share with their community and home members, and Njambi (2014) stated that the sense of achievement, feeling of accomplishment and empowerment were two of these factors.


[bookmark: _Toc513714867]2.4 Motivational Theories
Stella (2008) reported that a motivated and qualified workforce is crucial to increase productivity and the quality of the organisational services in order to achieve organisational objectives. While there are many theories surrounding the notion of motivation, two distinct areas of motivation are usually mixed (Dieleman and Toonen, 2006). 
Motivation is significant because people with the required knowledge, skills, and abilities may still perform poorly if they are not motivated to devote their time and effort to work. Employees have needs in which a workplace must fulfil in order to avoid demotivation. Stella (2008) reported when employees lack motivation, they tend to option to anti-work behaviour such as neglect of duties, failure to meet deadlines and display of open frustration. 
This study discuss six leading motivation theories in detail. It is argued that motivation theory is the basis for this study because achieving higher levels of motivation requires attending to how best employees can be motivated and establish what factors affect their motivation at work. 


[bookmark: _Toc513131392][bookmark: _Toc513137079][bookmark: _Toc513137173][bookmark: _Toc513714868]2.4.1 Content Theories
Content theories attempt to explain those specific things that actually motivate employees at work. These theories are concerned with identifying factors within a person that energise, direct, sustain and stop the behaviour (Stotz, 2017). Content theorists include; Maslow, Alderfer, Herzberg and McClelland.

[bookmark: _Toc513131393][bookmark: _Toc513137080]2.4.1.1 Maslow’s Hierarchy of Needs
Weightman (2004) stated that Maslow created the Maslow’s Hierarchy of Needs in 1954 where he congregated needs into a hierarchy of five stages. Maslow called the first two stages for primary needs which were concerned with a human’s basic physical necessities to sustain life (Weightman, 2004). The last three stages of Maslow’s Hierarchy is the secondary needs, which Maslow stated was the learned needs. These needs come into play only when the primary needs are fully satisfied, according to Maslow (1954). Maslow’s Hierarchy of Needs was not designed for the workplace and has been adapted by researchers to do this, such as Herzberg and Alderfer.  

Hollyforde and Whiddett (2002) stated that the psychological and safety needs are considered to be the basic lower-order needs, but they are also needs that tend to be met through external inputs which includes food and drink. However, putting these psychological and safety needs in a work context; pay, job security and other external elements of the job will affect these lower needs. 
[image: ]
[bookmark: _Toc513708904]Figure 1 - An Interpretation of Maslow's Hierarchy of Needs (McLeod, 2017)

This theory of motivation have attracted criticism concerning its principle that people work on satisfying needs at a higher level only once the lower-level needs have been met. Wahba and Bridwell (1976) stated that the major problem with Maslow’s Hierarchy of Needs is how to measure the needs, both in terms of how strongly they are felt and how someone knows they have been met. Other challenging aspects of this theory are how to categorise certain needs and whether the order of the hierarchy itself is correct. Weightman (2004) said that it is difficult to apply Maslow’s approach to motivation at work as many needs will not be the same for each individual, even where they have the same desires, as some people will be meeting their needs outside of work and other individuals will be trying to meet a lot of their desires at work. Steers and Porter (1991) in Mullins (2010:263) instructed which theoretical parts match the appropriate practical areas. It is noted that organisations and employers can adapt Steers and Porter’s table to improve employee motivation
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[bookmark: _Toc513708925]Table 1 - Applying Maslow's Need Hierarchy (Mullins, 2010:263)

However, recognition of some sort of hierarchy may help managers understand that issues at a lower level in the hierarchy may well reduce the motivational effects of anything higher up, and that what motivates a person on one day may change if his or her circumstances change (Hollyforde and Whiddett, 2002). Herzberg developed Maslow’s Hierarchy of Needs model with a reference to people at work, which Maslow was criticised for not including by Wahba and Bridwill (1976).




[bookmark: _Toc513131394][bookmark: _Toc513137081]2.4.1.2 Herzberg’s Two-Factor Theory

Herzberg (1959) conducted an extensive interview with more than 200 engineers and accountants working in 11 industries in the United States in 1959. Responses to these interviews revealed that there were two sets of factors affecting motivation and work, which is known as Herzberg’s Two-Factor Theory (Oanh, 2016). 

Mullins (2010) stated that one set of the factors are those which, if not present, cause dissatisfaction. These factors included job context, working conditions and pay. Herzberg called these the hygiene factors (Weightman, 2004). In contrast to the hygiene factors are the satisfiers, where people will work for these factors and want more of them. These factors included recognition, achievement and personal growth and advancement. The satisfiers are often intrinsic to the person (Mullins, 2010; Herzberg, 1959). 

Leigh and Brown (1996) carried out a survey in the work place which was similar to Herzberg’s theory, but not identical to his hygiene factors and satisfiers. This survey showed that people tend to work harder of the following job features were in place; support, role clarity, recognition, self-expression, contribution and challenge.
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[bookmark: _Toc513708926]Table 2 – An Adapted Interpretation of Herzberg's Two-Factor Theory (Riley, 2005)
The Two-Factor Theory claims that job content by for example responsibility, achievement, recognition and advancement is merely the only way to improve work motivation (Parsons and Broadbride, 2006). However, Pinder (1998) claimed that the hygiene factors may also act as motivators. In addition, this theory has been criticised for not taking individual differences of needs and values into account when explaining work motivation (Tietjen and Myers, 1998). Even though this theory has received some criticism in relations to hygiene factors and the lack of individual difference, Furnham et al (1999) stated the theory and its applications remain influential within the domain of organisational theory. 
2.4.1.2.1 Herzberg’s Theory and Hospitality

Herzberg (2003) included pay and working conditions amongst the hygiene factors that can invalidate the motivating effects of satisfiers such as promotion prospects, recognition, and personal growth. According to Hoel and Einarsen (2003), British male hospitality workers earn less than half of the national average for men. Working conditions are difficult, mainly because of the hours needed to work, and Presbury et al (2005) stated that supervisors and managers are often inadequately skilled. The poor pay and working conditions experienced in many hospitality workplaces suggests employees are unlikely to find their work satisfying, leading them to consider alternative employment (Poulston, 2009). Supervision, relationships with supervisors, working conditions and pay are all identified by Herzberg as factors that can cause extreme dissatisfaction (Herzberg, 2003).

[bookmark: _Toc513131395][bookmark: _Toc513137082]2.4.1.3 ERG Theory

Alongside Herzberg, Alderfer (1967, 1969) attempted to address the limitations in Maslow’s Hierarchy of Needs Theory by aligning the needs hierarchy with empirical research (Robbins, 1998). According to Alderfer (1969), man is motivated by three groups of core needs, namely existence, relatedness and growth needs whereas Maslow’s Hierarchy of Needs was classified into five levels. The existence needs, Alderfer (1967) said included the human basic needs necessary for existence. The relatedness needs refer to man’s desire to maintain important interpersonal relationships. The growth needs represents man’s desire for personal development and self-actualisation. The ERG Theory states that levels can be fulfilled at once, however, Maslow stated that in the Hierarchy of Needs the levels can be satisfied one at a time from lower to higher needs (Bates, 2014). 

Arnolds and Boshoff (2002) examined the effect of need satisfaction on esteem and job performance intention based on Alderfer’s ERG Theory through surveying executive and frontline employees. They received 517 responses from 2,500 mailed surveys. According to Caulton (2012), the results confirmed that “esteem as a personality variable exerts a significant influence on the job performance of both top managers and frontline employees” (Arnolds and Boshoff, 2002:697). 

It has been reported by Icancevich and Matteson (1999) that this theory has not stimulated a great deal of research, however, it is regarded as a more valid version of the need hierarchy (Robbins, 1998), and has encouraged more support from contemporary researchers as far as motivation in the work situation is concerned (Luthans, 1998). According to Arnolds and Boshoff (2002), one of the main strengths of Alderfer’s theory is the job-specific nature of its focus, and specific reference is made to pay fringe benefits, relatedness needs from colleagues and superiors and growth need satisfaction at work. 
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[bookmark: _Toc513708927]Table 3 - An Interpretation of the concept of ERG Theory (French et al., 2011)

















2.4.1.4 McClelland’s Achievement Motivation Theory

Royle (2012) stated that the Achievement Motivation Theory was developed by McClelland. This theory contends that individuals are motivated by three basic drivers; achievement (n-Ach), affiliation (n-Affil), and power (n-Pow). Winter (1992) argued that these needs do not only motivate individuals, but it comprises many of the most significant human goals and anxieties. Mullins (2013) argued that the extent of achievement motivation varies between individuals, and some people rate highly in achievement motivation. 

McClelland (1961) identified four characteristics of people with a strong n-Ach; moderate task difficulty and goals, personal responsibility for performance, clear and unambiguous feedback and they are more innovative (Mullins, 2013). The n-Ach person is in strong need for feedback about achievement and growth, and a need for a sense of accomplishment, according to Ball (2012). The n-Affil person has a need for sociable relationships and is motivated by interaction with others, and is in need of being popular (Ball, 2012). The n-Pow person is motivated by being powerful and effective, however, McClelland (1961) reported that n-pow people can be distinguished in two types; personal and institutional. N-Pow individuals who needs personal power is in need of directing others, whilst individuals who needs institutional power wants to organise the efforts of others in order to further the goals of the organisation (Ball, 2012). 

This theory is related to Herzberg’s Two-Factory Theory as people with high n-Ach tend to be more interested in what Herzberg calls the motivators. McClelland, Alderfer and Maslow’s theory do have some similarities, yet most of their drivers do not overlap. This shows that even though all three theories emphasises on needs, they are still noticeably different.
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[bookmark: _Toc513708928]Table 4 - Comparison of Maslow, Alderfer and McClelland's Needs

[bookmark: _Toc513131396][bookmark: _Toc513137083][bookmark: _Toc513137174][bookmark: _Toc513714869]2.4.2 Process theories

[bookmark: _Toc513131397][bookmark: _Toc513137084]Process theories are concerned with the actual process of motivation (Mullins, 2010).  These theories provides a description and analysis of how behaviour is energised, directed, sustained and stopped (Stotz, 2017). Process theories are more concerned with the actual process of motivation. Process theorists include; Vroom, Porter and Lawler and Adams. This study will look into Vroom’s Expectancy Theory and Adam’s Equity Theory. 
2.4.2.1 Expectancy theory

Mullins (2013) noted that Vroom was the first to suggest an expectancy theory aimed at work motivation specifically. Vroom’s theory is based on three characteristics; valence, instrumentality and expectancy. Valence is defined as the attractiveness of a particular outcome, and it was suggested that valence is the expected satisfaction from an outcome (Mullins, 2013). Instrumentality derives from the valence of outcomes. Instrumentality have two distinct outcomes; first-level outcomes and second-level outcomes. The first-level outcomes are related to work performance whilst second-level outcomes are correlated to needs, and is derived through achievement of first-level outcomes (Mullins, 2013). 

Vroom (1964) suggested that people deliberately choose particular courses of action, based upon perceptions, attitudes, and beliefs, as a consequence of their desires to enhance pleasure and avoid pain (Isaac et al., 2001), whereas Herzberg and Maslow look at the relationship amongst internal needs and the subsequent effort expended to satisfy them. Shamir (1990) also proposed that motivational theories that are based upon the idea of extrinsic motivation assume that followers make conscious choices to maximise self-interests. Fudge and Schlacter (1999) stated that expectancy theory is classified as a process theory of motivation because it highlights individual perceptions of the environment and subsequent interactions arising as a consequence of personal expectations. Expectancy theory mainly relies upon the extrinsic motivators to explain causes for behaviours demonstrated in the workplace (Leonard et al., 1999).  




Figure 2 describes the expectancy theory model. In principle, the model proposes that the individual feels more motivated when these three conditions are perceived (Isaac et al., 2001); the individual expenditure of effort will result in acceptable level of performance, the performance level achieved will result in a specific outcome for the person, and the outcome accomplished is individually valued if the person believes the goal is attainable. 
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[bookmark: _Toc513708905]Figure 2 – Description of Expectancy Theory Model (Isaac et al., 2001)
Isaac et al (2001) stated that the motivational state of an individual performing a particular task should be demonstrated by using the following formula where E represents expectancy, I represents instrumentality and V represents valence.

M = E x I x V

Porter and Lawler (1968) developed and expanded Vroom’s initial expectancy theory, whereas Porter and Lawler’s revised theory goes beyond motivational force and considers performance as a whole (Mullins and Christy, 2016). Figure 3 shows the complete model of the motivational process that built on Vroom’s work. Linstead et al (2009) stated that the process itself consists of effort, performance and reward, which is differentiated into intrinsic or extrinsic that syndicate and produce satisfaction. This model has been criticised for trying to capture too many variables in the process and failing to provide clear guidance for managerial action (Linstead et al, 2009).
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[bookmark: _Toc513708906]Figure 3 – Comprehensive Model of Porter and Lawler’s Developed Expectancy Theory (Linstead et al., 2009)
The expectancy theory can be observed in most aspects of an employment relationship, according to Mayhew (2018). The expectancy theory is often manifested in recruitment and selection, interviewing and employee performance. Employers who create internal job opportunities are arguably doing so in a way that creates interest in the current employees, and therefore promoting from within is a policy that supports employee retention efforts. Mayhew (2018) reported that the expectancy theory is apparent during interviews where the interviewee research the organisations literature and practice their presentation skills with the expectation that they will impress the hiring manager. 

Expert Program Management (2018) reported that the expectancy theory helps managers understand motivation, and this understanding can be used to help create motivated and productive employees. It was noted that managers can include targets with rewards to improve motivation and performance, however, it is important that the reward is linked closely with each individual’s wants and needs (EPM, 2018). 






[bookmark: _Toc513131398][bookmark: _Toc513137085]2.4.2.2 Equity Theory


Equity Theory is usually acknowledged with Adams, which is based on the premise that when people enter into an exchange with others, they are likely to compare their situation to that of others around them (Hollyforde and Whiddett, 2002). Vecchio (2000) reported that the equity theory assumed that people strive to restore equity if a feeling of imbalance exists. In a work setting, inputs are what people bring to, or put in to, a job. 
On the contrary, the outputs are often the rewards and recognition people get as a result of their inputs. Goodman (1977) stated that this is often interpreted positivistic within work organisations as it associates an employees’ effort or performance and the pay received. It can be argued that employees who contribute more to the overall success of the organisation should receive a higher amount of the rewards the organisation has to offer. 

Steers et al (1996) suggested that individual expectations about fair correlations between these inputs and outputs are often learned during the process of socialisation and through comparing inputs and outputs of others. Please see figure 2.3 for Hollyforde and Whiddett’s (2002) suggested inputs and outputs in the workplace. By receiving comparatively both too much and too little is evaluated as unfair according to the equity theory (Kalpana, 2013), but accordingly, individuals try to reduce the unfairness by altering the inputs and outputs. 
[image: ]
[bookmark: _Toc513708929]Table 5 - Inputs and Outputs in the Workplace (Hollyforde and Whiddett, 2002)
Adams and Freedman (1976) stated that previous research on equity theory was largely concerned with the individual reactions to perceived inequity, however, the instrumental use of inequity in interpersonal relationships have been neglected. Leventhal and Bergman (1969) did present evidence that subjects who were moderately under-rewarded attempted to reduce inequity by taking some of their partners’ money when they were given the opportunity. It was also presented evidence that subjects who were extremely under-rewarded increased the discrepancy between own rewards and those of their partner by increasing the advantage (Steers et al., 1996). 

It was noted by Goodman and Friedman (1971) that predications about employee performance levels was one of the least interesting and useful applications of the theory, and that the effects of perceived inequity on employee motivation and performance levels are often slight and of limited time period. Although this theory may arguably help managers understand that a situation of inequity is likely to motivate people to take action, Hollyforde and Whiddett (2002) stated that this theory relies on negative feelings within the individual and is being used to motivate employees to take action. 


[bookmark: _Toc513131399][bookmark: _Toc513137086][bookmark: _Toc513137175][bookmark: _Toc513714870]2.5 Hospitality Employees and Motivation

Bartol and Martin (1998) considered motivation a powerful tool that reinforces behaviour and triggers the tendency to continue, and employee performance depends on a large number of factors such as; motivation, appraisals, job satisfaction and training and development (Dobre, 2013). Whilst classifying factors that motivate employees, Jones et al (2005) separated them into two groups; external and internal factors. External factors are motivation such as working conditions, wages, company image, job guarantee, promotion, social environment and status (Kingir and Mesci, 2010). The internal factors are briefly defined as providing employee satisfaction over business responsibilities. Moreover, internal factors not only provides employee satisfaction, but also, according to Karatepe and Uludag (2007), ensured career opportunities. 

It was reported by Karatepe (2012) that the priority for hospitality firms is to provide service quality, and Bouranta et al (2009) stated that FOH Employees play the most critical role in this process. However, according to Crick and Spencer (2011), it is not unexpected that FOH Employees differentiate from other employees in an organisation as they arguably have boundary-spanning roles, they represent the organisation to its customers and they are expected to improve the image of the organisation. Bettencourt and Brown (2003) expanded on this and stated that FOH Employees are also an important source of information about customer requests and complaints, and they are also able to provide managers with suggestions concerning improvements for service delivery. 

[bookmark: _Toc513131400][bookmark: _Toc513137087][bookmark: _Toc513137176][bookmark: _Toc513714871]2.5.1 Front of House Employees in Hotels and Cruise Ships 

Vallen and Vallen (2004) defined front office in terms of its role as the main communication point for guests within the hotel, regardless of hotel type. Usually, front office can be taken to comprise those areas of activity which centre on the reception desk and its related areas where the main focus is on meeting and greeting guests, providing information during their stay and processing their departure, including payment. It can also encompass the concierge function (Hay-yan and Baum, 2006). It can be argued that front of house includes the same activities on a cruise ship as a land-based hotel. 

Llangco (2017) said that cruise ship workers and cruise ship employment are commonly described in popular literature as the stories of either “perfect workers in a dream job” or “exploited workers on sweatships”, however, these popular representations tend to overlook the complexities of the work and the diversity of individual experiences amongst cruise ship employees. There are a number of differences between working in the cruise industry and hotel sector. Sehkaran and Sevcikova’s (2011) study found that, unlike other service employees who can withdraw themselves from their place of work after their shift, CSE are more inclined to spend their time off with their colleagues (Dennett et al., 2010), whereas HSE arguably have more balance between work and private life. It was noted by Raub and Streit (2006) that CSE are in contact with guests for an extended period of time, which is unlike conventional hotels were guests often wanders off to do their own thing. 

Cruise ship passengers are often surrounded and in contact with cruise ship employees throughout their stay, which may arguably affect their motivation as there is no separation between work and life. However, a similarity between the two sectors is the multicultural working force. Both sectors usually employ workers from numerous nationalities which results in a multicultural environment, and it was reported by Christensen-Hughes (1992) that hospitality organisations have relied on a culturally diverse workforce. Baum et al (2007) argued that labour market changes resulting from the effects of a combination of demographic, globalisation and economic factors were leading for hospitality organisations to hire employees from a wide range of less developed countries. 

[bookmark: _Toc513131404][bookmark: _Toc513137091][bookmark: _Toc513131401][bookmark: _Toc513137088]2.5.1.1 Personal Work Values

Gursoy et al (2008) reported that one of the factors that is likely to have a significant influence on employee motivation and job satisfaction is their work values. Chu (2007) argued that it is important to understand employees’ values because the degree to which employees value their job may arguably influence their attitudes towards work. White (2006) suggested that values have cognitive, affective and behavioural dimensions that are linked to motivation and satisfaction, and, according to Rkeach (1973), values develop through the influences of culture, society and personality. Herzberg et al (1956) linked work values to motivation and job satisfaction, and others have confirmed a strong link between having a high achievement value and showing initiatives in one’s work (White, 2006). The value-congruency model, proposed by Liedtka (1989), focuses upon similarities between the values of the organisation and those of its individual members. Researchers have found that people’s values tend to be consistent with the values that are upheld in their work environments (Posner, 1992).

Work may have a variety of meanings for individuals in an industrial society, and work has no inherent meaning but, rather, individuals impute such meaning to their work activity (Kalleberg, 1977). Kalleberg (1977) reported that information regarding the important of each 34 job characteristics to the worker was obtained from respondents to the 1972-1973 Quality of Employment Survey. Six dimensions of work that are differentially valued emerged from this analysis, and these are, according to Kalleberg (1977);
An intrinsic dimension, which refers to characteristics associated with the task itself, and it allows the worker to develop and use their abilities, it allows the worker to be self-directive and whether the worker can see the results of the work (Quinn and Staines, 1979).
A convenience dimension, which referred to job characteristics that provide solid creature comforts, e.g. soft jobs. These can include; convenient travel to and from work, good hours, enough time to do the work, pleasant physical surroundings and no excessive amounts of work. Kalleberg (1977) viewed this dimension in opposition conceptually to the intrinsic dimension as it is representing a valuation of external factors to the task itself.
Alongside the extrinsic convenience dimension, Quinn and Staines (1979) also found a second extrinsic dimension that referred to the financial dimension and included pay, fringe benefits and job security. A third extrinsic dimension referred to the social relationship with colleagues and includes if the job permits chances to make friends. 

2.5.1.2 Work-Life Balance

The Work Foundation defined work-life balance as a certain extent to which people can control the time, place and the way they work (The Work Foundation, 2016). On the contrary, Marks and MacDermid (1996) suggested that the balance is of a mixed character that contains individual state on their different life roles, and the co-called balance is a point where different roles coordinates with each other. Similarly to Marks and MacDermid (1996), Kersley (2013) defined the work-life balance as achieving work-life satisfaction with the minimum conflict of different roles, however, it was argued by Collatz and Gudat (2011) that if employees are satisfied with every aspect of their lives, it can arguably mean they have achieved a balance of work and life. Capron (2014) suggested that once one area has no negative impact on another area, the balance between work and life is realized.

 Lockwood (2003) reported that an employee’s capability to balance stress, work and other responsibilities are directly associated to workplace issues such as motivation. 
The study of Sehkaran and Sevcikova (2011) brought to light of day that special attention must be directed towards understanding the motivation of employees on cruise ships, since it is of great importance for providing high-quality services. Matuszewski and Blenkinsopp (2011) noticed that cruise ships is an extremely challenging environment for new employees, and line managers therefore need to provide new hires with as much support as possible in order to maintain motivation. 

CIPD (2016) suggested that flexible working can bring benefits to both organisation and individual, and can improve the work-life balance. However, this viewpoint is generally not accepted, for example, Cannizzo and Osbaldiston (2016) tested the relationship between flexible working hours and work life balance and did not find any significant correlation between the two. Jolly et al (2017) stated that manager support and organisational culture support can benefit in reducing an individuals’ work-life conflict. Alongside this, Jyrkinen et al (2014) suggested that when organisations implement ‘family friendly’ policies, it may arguably help improve work-life balance, which again can improve employee motivation. 


[bookmark: _Toc513131402][bookmark: _Toc513137089]2.5.1.3 Working Conditions

Milman (2002) discussed the links between pay, working conditions and employee turnover, however, it was found that working conditions were the most significant motivational factors. 
Working conditions are an important aspect to consider regarding work experiences on board a cruise ship. Nevins (2008) reported that cruise ship employees must work 100 hours a week, with no days off and low salary. Conversely, hotel employees work fewer hours per week, but the salaries are low and working conditions are difficult. 

Weaver (2005) studied performance experiences on board cruise ships and he focused on the working conditions and motivations of employees. The study looked at employees who undertook a three year long working contract. The study found that during employees’ off-duty time, they usually stayed on board and they were thereby limited in things they could do (Bolt and Lashley, 2015) whilst FOH Employees on a land-based hotel can leave their work when their shift is over and interact with people outside their workplace, which was also found as an intrinsic difference in Sehkaran and Sevcikova’s (2011) study. Even when the cruise ship employees are in ports, they have little or no time to explore due to the short amount of time they are off work, and this was later identified by Weaver (2005) as a source of dissatisfaction amongst cruise ship employees, however, Sehkaran and Sevcikova (2011) stated that most employees were satisfied with the time off and time to spend on shore. Staff shortages can create extra challenges for crew members as they are expected to deliver similar service levels as when a ship has the full number of staff. 

Weaver (2005) found in his study that crew members sometimes need to work extended hours, especially if there is a change in the itinerary and a port needs cancellation. It can be argued that this is an issue in a land-based hotel as well due to high turnover rates in the hospitality industry (Baum, 2002), as well as representing the organisation to its customers and the FOH Employees are expected to enhance the image of the organisation. Lang (2011) also reflected these results, indicating that reducing the number of FOH Employees caused stress due to longer working hours, shorter breaks and cruise ship employees even being awoken from sleep when staff shortages required so. Dowling (2006) stated that cruise ships from developed nations fly flags of convenience to intentionally avoid their own labour laws, meaning that employees have few, if any, employment rights because most cruise lines register in countries with impoverished labour protection laws (Douglas and Douglas, 2004). 
CSE are often marginalised by the rest of society because of their unusual backgrounds and the uncommon working conditions their jobs bestow, according to Dowling (2006) Therefore, Dowling (2006) stated that there is a strong possibility that workers may turn inwards and form informal self-supporting groups of their own. Cruise ships provide a situation where these relationships can be easily formed. 

Raziq and Maulabakhsh (2013) explained that there is a positive relationship between work environment/working conditions and employee motivation and performance, however it has been reported by Duce (2007) that stringent working conditions are taking their toll on hospitality workers, with staff in discouraging environments taking more than double the number of sick days off a year as employees in other sectors. A 2007 survey conducted by Lightspeed Research (2007) showed that 38 percent in the hospitality and service sector think their working environments are poor, and six in 10 of the hospitality employees who participated stated that a better working environment would make them more productive (Duce, 2007). 

















[bookmark: _Toc513131403][bookmark: _Toc513137090]2.5.1.4 Benefits, Rewards and Promotion

Employees in the tourism industry will arguably want to have clear and transparent promotion systems and possibilities for the future, according to Aksu and Aktas (2005), and they argued that the promotion decision making must be reasonable as this may increase job satisfaction and the productivity of employees. Selek (1997) stated that status can also be an important part for increasing job satisfaction and motivation, and high status generally makes it easier to give instructions and finishing duties. However, Selek (1997) also stated that it is recognised that explaining the reasons for the task is a positive leadership trait, and is beneficial for employee harmony. Alongside promotion systems, Aksu and Aktas (2005) stated that financial and morale awards can be evaluated as motivation-increasing factors. 

Spinelli and Canavos (2000) conducted a study in 1994 where 17 questions were administered to employees at six different hotels. Their study showed that pay and benefits were seen as a strong consideration in job satisfaction, yet Bruce and Blackburn (1989) indicated that the lack of the economic factors will lead to discontent, however, their presence will not add to any long-term satisfaction. Yet, Mikander (2010) believes that that employees will change their behavior by working harder and prioritising their actions if they know that by doing so they will be rewarded with something of value. The principal reward for performing work is pay, however, many hospitality employers offer reward packages of which wages and salaries are only a part of it. The packages, according to Pitts (1995), can include; bonuses, pension schemes, health insurance, subsidised meals, profit sharing and more. Combs et al (2006) argue that training, empowerment, and rewards and promotion systems enhance employees’ knowledge, skills and abilities and motivate them to reach high levels of productivity. 









2.6 [bookmark: _Toc513714872] Summary

In summary, motivation takes many forms, as clarified in both content and process theories. The content theories of motivation attempt to establish the needs that are most important to individuals. Maslow’s Hierarchy of Needs suggested that individuals are motivated to satisfy certain needs and once a certain need is satisfied, the individual can be motivated by other needs. Conversely, Alderfer adapted Maslow’s Hierarchy of Needs and proposed that an individual could satisfy more than one need at a time. Herzberg stated that the intrinsic factors were necessary to improve employee performance, yet certain characteristics of a job could cause dissatisfaction. 

The process theories of motivation are more concerned with the process of motivation and how individuals can satisfy their needs. Vroom’s expectancy theory stated that the motivation to do something is strong if an individual assumes their efforts to be rewarded. Adam’s equity theory is predominantly concerned with equity and claims that an individual will be satisfied if they identify the return for effort to be equivalent to that of other colleagues. 
Gursoy et al (2008) reported that one of the factors that is likely to have a significant influence on employee motivation and job satisfaction is their work values. These work values are developed through influences on culture, society and personality. Herzberg reported a great link between work values and motivation. Liedtka (1989) proposed a value-congruency model that emphasise on the similarities between individual work values and the values of an organisation. 

It was reported that an employee’s ability to balance stress, work and other responsibilities are directly associated with motivation. Studies show that CSE are living in challenging environments where maintaining motivation can be difficult. CIPD (2016) suggested that flexible working hours can improve the work-life balance and motivation in FOH employees. 
Working conditions are seen as the most significant motivational factor in the hospitality industry. It was reported that CSE works over 100 hours a week, with no days off and low salary, whilst HSE work fewer hours but the salary is still low and the working conditions are often difficult. Studies show that there is a positive relationship between working conditions and employee motivation and performance. However, it must be noted that research indicates that stringent working conditions are taking their toll on hospitality workers. Employees in discouraging environments are seen to take more than double the number of sick days off as employees in other sectors. 
There are multiple factors that can affect FOH Employees, however, Selek (1997) reported that status could be seen as an important aspect for increasing satisfaction and motivation. Aksu and Aktas (2005) reported that promotion systems and possibilities for the future was a significant motivator for employees in the tourism industry. Alongside this, monetary rewards was evaluated as motivation-increasing factor. 







































[bookmark: _Toc513714873]Research Methods

[bookmark: _Toc513131407][bookmark: _Toc513137094][bookmark: _Toc513137179][bookmark: _Toc513714874]3.1 Introduction

This study commenced by conducting an extensive literature review to critically analyse and evaluate the factors affecting employee motivation in FOH Employees working in hotels and on cruise ships. 
[bookmark: _Toc513131408]The overall aim of this study is to analyse factors that affect front of house employee motivation in the cruise industry and hotel sector. The objectives of this research are:

A. To review and critically evaluate classical theories on motivation and contrast them with modern concepts to increase employee motivation
B. To explore information and analyse the different motivational factors affecting employee motivation in the cruise industry and hotels sector
C. To provide strategic recommendations on how to improve employee motivation within both sectors

The study seeks to answer the following primary research questions;
· How can cruise ship and hotel organisations improve in order to maintain employee motivation?
· Is there a significant difference in factors affecting employee motivation in the cruise industry and hotel sector?










[bookmark: _Toc513137095][bookmark: _Toc513137180][bookmark: _Toc513714875]3.2 Paradigm and Research Methodology

Cameron and Price (2009:4) define research as “any systematic attempt at collecting and interpreting data and evidence in order to inform thinking, decisions and/or actions in relation to an issue of interest to an organization and/or its stakeholders”
The research onion provides an effective development through which a research methodology can be designed, as stated by Saunders et al (2009). This chapter follows the research onion and highlights the reasons behind choosing research philosophy, approaches, strategies, method choice, time horizon and techniques and procedures for this study. 

[image: ]
[bookmark: _Toc513708907]Figure 4 – The Research Onion (Saunders et al., 2009)















[bookmark: _Toc513131409][bookmark: _Toc513137096][bookmark: _Toc513137181][bookmark: _Toc513714876]3.1.1 Research Philosophy

A research philosophy is a belief about the way in which data about a phenomenon should be gathered, analysed and used. Two major research philosophies have been identified in the Western tradition of science, namely positivist and interpretivist (Galliers, 1991). It was noted that the significance of the choice of research philosophy is profound, as it formed, affected and guided the research process in a certain direction. 
Ontology is concerned with the nature of social reality, according to Grix (2002). Ontology determines how the researcher identifies reality, the surrounding world and expectations they hold. Secondly, epistemology is the theory of knowledge (Grix, 2002). Bernotaite (2013) stated that epistemology means selecting a form of paradigm through which the researcher will approach and handle the knowledge progress of the study. 

[bookmark: _Toc513131410][bookmark: _Toc513137097]3.1.1.1 Positivist and Interpretivist

Positivists believe that reality is constant and can be observed and described from an objective viewpoint without interfering with the phenomena being studied (Levin, 1988), whilst interpretivists oppose that only through individual interpretation of an intervention in reality can that reality be fully understood. The study of phenomena in their natural environment is key to the interpretivist philosophy. An interpretivist philosophy was required for this purpose, i.e. understanding the factors that affects employee motivation in the cruise industry and hotel sector. As a former employee in the cruise industry, the researcher has an underlying interest, knowledge and awareness of areas of the business that would prevent full objectivity from the study, and the study can therefore not be conducted under a positivistic approach. 







[bookmark: _Toc513131411][bookmark: _Toc513137098][bookmark: _Toc513137182][bookmark: _Toc513714877]3.1.2 Research Approaches

Trochim (2006) refers to two broad methods of reasoning as the inductive and deductive approaches. Creswell and Plano Clark (2007) stated that the deductive researcher works from the top down, from a theory to hypothesis to data to add to or contradict the theory. In contrast, they define the inductive researcher as someone who works from the bottom-up, using the participants’ view to build broader themes and generate a theory connecting the themes. In research, the two main types of analysis typically used are quantitative and qualitative, whereas quantitative refers to deductive and qualitative refers to inductive.
This study adapted both inductive and deductive approaches due to the nature of the study. The inductive approach is existent in the part of the study when conducting interviews with employees. This was done in order to gain additional knowledge concerning factors affecting employee motivation and include FOH Employees’ point of view on the subject.
The deductive approach is applied in the part of the study where various motivational theories are reviewed. This is done in order to recognise relevant motivational factors that has been proposed by motivational theorists. 

Both approaches contribute with a valued type of data about FOH Employees’ motivation and which factors affect their motivation. The deductive approach is beneficial in forming the key concepts and elements constituting work motivation. Conversely, inductive approach is advantageous in guaranteeing that factors affecting FOH Employees’ motivation are included in the research to secure validity of the data. 










[bookmark: _Toc513131412][bookmark: _Toc513137099][bookmark: _Toc513137183][bookmark: _Toc513714878]3.3 Research Methods used to Collect Data

Saunders et al (2009) defined a research method as a technique and procedure that can be used to obtain and analyse data. This study used mixed methods, which is a method that spans across the two paradigms. Mixed methods can also refer to triangulation, which Cameron and Price (2009:257) defined as “the use of multiple methods in that a range of different means of data-gathering are utilised”. Price (2006:101) stated that triangulation adds depth and density to the data. Triangulation allows you to view core areas of the research through different perspectives (Cameron and Price, 2009). 

It is noted that this study would benefit from using observation and focus group approaches, however, this was impossible due to distance between the researcher and the participants, therefore the study focused on surveys and semi-structured interviews. Using these approaches would allow the researcher to explore key statements in further detail.  The design of the interview and survey questions focused on four themes that arose from the literature review;
· Working Conditions and Work-Life Balance
· Personal Work Values
· Benefits, Rewards and Promotion
· Motivation and Job Performance

[bookmark: _Toc513131413][bookmark: _Toc513137100][bookmark: _Toc513137184][bookmark: _Toc513714879]3.3.1 Population and Sample

Veal (2011) stated that sampling is necessary in most survey researches. The total category of subjects which is the focus of attention in a research project is known as the population, however, mainly due to costs it is not typically possible to gather data from an entire population. Therefore, a sample is selected from the population (Veal, 2011). 
Adams et al (2014) stated that there are two main forms of sampling plans; probability sampling and non-probability sampling. 

Tashakkori and Teddlie (2003:713) defined probability sampling as “selecting a relatively large number of units from a population, or from specific subgroups (strata) of a population, in a random manner where the probability of inclusion for every member of the population is determinable”. Wolf et al (2016) defined non-probability sampling as “a deviation from probability sampling principles”.

For the purpose of this study, the sample are those employees working in the FOH department in the cruise industry and hotel sector. Sample members were drawn from different cruise lines and hotels as they were seen as relevant to this study (Cameron and Price, 2009). This reason, alongside access to FOH Employees working in both sectors were further factors considered when selecting the population sample.

Teddlie and Yu (2006) stated that purposive (judgemental) sampling may be defined as selecting units based on specific purposes related with answering research study questions. Purposive sampling is a form of non-probability sampling as units from a population is not being selected in a random manner. Convenience sampling is defined by Wolf et al (2014) as an approach where units available are selected. 

The study had a sample size of four interviewees, whereas two were from the hotel sector and two were from the cruise industry, and 152 respondents to the two surveys which operated a purposive, judgmental sampling and convenience sampling. The researcher approached the sample through social media and separate groups that were purposively created for FOH Employees. This sample was easily accessible and willing to participate in the study.
The social media link was distributed through Facebook, Instagram, Snapchat, Reddit and Mumsnet. This abled further random reach of FOH Employees within both sectors. There surveys were asking for only FOH Employees in the cruise industry and hotels as this was the only essential criteria to participate in the study. It was then down to people wanting to voluntarily participate in the survey. By doing it this way, a variety of employees of different job roles, background and academic data were captured. This was vital to the study as all characteristics have different contributions to the needs and important to their motivational needs. 




[bookmark: _Toc513131415][bookmark: _Toc513137102][bookmark: _Toc513131414][bookmark: _Toc513137101][bookmark: _Toc513137185][bookmark: _Toc513714880]3.3.2 Pilot Study

Teijlingen and Hundley (2001) stated that a pilot study is used to test the adequacy of research instruments that measures the feasibility of a survey or study, and to which logistical problems are highlighted. A piloted survey was distributed to five fellow students and family members as this allowed the participants to talk and discuss the survey with the researcher, and all participants were able to point out where problems occurred at the current time. The researcher established a lack of clarity with questions one, three and six as they all needed spelling corrections and rewording to make sure all target audience would understand clearly what the questions were asking. There was confusion identified with questions two and five, which is a matrix/rating scale design and it only allowed ranking numbers to be made once. This type of scale was seen necessary in order to establish which factors were the most significant to the employees. 

[bookmark: _Toc513714881]3.3.3 Questionnaire

A questionnaire is a list of structured questions with the aim to find out what a selected group of participants do, think or feel (Collis and Hussey, 2014). A positivistic approach to questionnaires suggests that closed questions should be used, whereas a phenomenological approach suggests open-ended questions (Collis and Hussey, 2014). This study emphasised on the phenomenological approach as this would provide more information to analyse and give a better understanding of what FOH Employees feel affects their motivation, however, it is understood that a positivistic approach was more suitable for a large-scale survey, according to Collis and Hussey (1997).  The researcher used two surveys throughout the collection of primary data as this was seen to be more appropriate as this would allow the researcher to explore the differences in factors affecting employee motivation in each sector. Both surveys were specifically designed to fit each of the sectors. Even though both surveys used the same questions, some choices have been altered to fit the sector. 
The surveys were designed focusing on questions related to the themes extracted from the literature review at the beginning and more general demographic questions towards the end. The survey was designed to take a maximum of 10 minutes to complete, however, it was seen that participants did not spend more than three minutes completing the survey. A copy of the surveys can be found in Appendix 1. 

The survey was created using Survey Monkey as it allowed the researcher to conduct primary research by purchasing a subscription, and the premium subscription included more functionalities that other survey creating tools encompass and it allowed for detailed analysis. 
Varela et al (2016) reported that web-based surveys provide a clear direction on how to respond to each question, and Survey Monkey provides a wide variety of default formats of questions which allows simple and understandable survey designs. 

No questions were mandatory to complete as respondents were advised prior to participating that they could withdraw from the study at any time, and different survey forms were used to create a diversity. All questions included additional qualitative feedback that was used to underpin discussion and compared to interview responses. However, there was a lack of response in the qualitative boxes, yet those who completed the qualitative boxes provided information that was invaluable to the analysis.  
The researcher sent out four reminders to participants prior to closing date of the surveys, and results were supervised through the data collection process. 

[bookmark: _Toc513131416][bookmark: _Toc513137103][bookmark: _Toc513137186][bookmark: _Toc513714882]3.3.4 Interviews

Collis and Hussey (2014) indicated that the positivistic approach focuses on structured, closed questions, on the contrary the phenomenological approach suggests unstructured questions or semi-structured would allow to explore understandings focusing more on meanings rather than results (Blandford, 2013). 
There are disadvantages by using interviews as a mean of data collection, and it was noted that the interviewees may have had a certain expectation about the interview and therefore gave what they considered to be the correct or acceptable response. Cameron and Price (2009) stated that interviews compromises benefits of flexibility, interactivity, and informality, however, conducting interviews are time-consuming and can take a long time to arrange. 

The study encompassed interviews so a deeper understanding of the factors affecting employee motivation in front of house employees could be analysed. Semi-structured interviews were selected to ensure that the data collected did not deviate from the primary objectives. Semi-structured interviews allows for additional questions to be raised which can further discussions and direction of the interview can be adjusted to capture key statements (Bernotaite, 2013)
A total of four interviews were arranged prior to sending out the survey questionnaire. The interviewees fell into the following categories; 

· Activities Department
· Entertainment Department
· Front of House Department
· Food and Beverage Department

They were chosen as the most suitable to close research gaps from the online surveys and the interview design was informed by the data collected in the online surveys. Interviewees represented different areas within FOH department in both sectors and they all have more than 1 year experience in the field so their expertise was heavily weighted upon. 
The interviews were face-to-face in Swansea, as well as through telephone and FaceTime due to the distance between the researcher and the interviewees. The interviews lasted between 25-30 minutes each. Interviewees were asked permission for the interview to be recorded as this would eliminate the need for note taking and it would benefit the content analysis as no words or statements would be missing. Original questions for interviews can be found in Appendix 2 and transcribed interviews can be found in Appendix 3. 













[bookmark: _Toc513131419][bookmark: _Toc513137106][bookmark: _Toc513137189][bookmark: _Toc513714883]3.4 Reliability, Validity and Generalizability 

[bookmark: _Toc513714884]3.4.1 Reliability

Matthews and Ross (2010) defined reliability as a measure that allows research to be replicated. The questions compiled for this study have been adapted from appropriate sources (Sehkaran and Sevcikova, 2011), as this allowed for greater reliability to this study as the methods have previously been tested before. The research from these studies were analysed and adapted to form questions that would be relevant to gain the data required for this study. 
As the qualitative data was in the form of semi-structured interviews, the data collection method is not considered to be reliable as it does not reproduce the situation precisely. Both interview and survey questions were designed carefully to ensure validity. Likewise, careful consideration was taken into selecting a diverse set of FOH Employee opinions. Using mixed methods can help improve the validity of the research (Zohrabi, 2013). 
The researcher in this study have previous experience as CSE. Therefore the everyday practices and underlying motives of CSE are familiar. Conversely, the researcher is not, nor have been, working as HSE. Therefore, the everyday practices and underlying motives in this sector are not necessarily familiar. The preconceptions and presumptions of the researcher may have guided the themed interviews and interpretation of the results. 

[bookmark: _Toc513714885]3.4.2 Validity

Joppe (2000) stated that validity determines whether the research truly measures that which it was intended to measure and how truthful the results are. 
The study required validity as the data collected was in the form of individuals’ opinions. This however, will often prove problematic as the opinions given by participants need to be trusted and truthful. 
Collis and Hussey (2009) stated that an interpretivist’s aim is to gain full access to the knowledge and meaning of those involved in the phenomenon and consequently validity is high under such a paradigm. Eriksson and Koistinen (2005) stated that there might be numerous varieties of the same phenomenon contingent on the context. This view is grounded on the fact that a research study is always an effect of the researcher and the approaches used and therefore, results may not be identical (Eriksson and Koistinen, 2005). In this study, the theoretical context comprises motivational theories based on Maslow, Herzberg, Alderfer, McClelland, Vroom and Adams. The comparison and evaluation of the research results to earlier findings improves the validity of this research. 

[bookmark: _Toc513714886]3.4.3 Generalizability

Collis and Hussey (2009) reported that generalisation is concerned with the extent of the research findings and its extension to other cases or settings, also called external validity. An approach to assessing generalizability for qualitative studies is to adopt the same criteria for validity. This is; the use of systematic sampling, triangulation and comparison, audit and documentation, and multi-dimensional theory. A pragmatic approach to assessing generalizability for qualitative studies is to adopt same principles for validity: That is, use of systematic sampling, triangulation and constant comparison, proper audit and documentation (Leung, 2015). Druckman et al (2011) stated that external validity results predominantly from reproduction of particular experiments across various populations and diverse settings, using a variation of methods. The external validity of a particular experimental study must be evaluated in light of the entire research agenda and in light of the aim of the study (Druckman et al., 2011)















[bookmark: _Toc513131420][bookmark: _Toc513137107][bookmark: _Toc513137190][bookmark: _Toc513714887]3.5 Data Analysis

Collis and Hussey (2014) stated that the data is likely to be in the qualitative form under an interpretivism paradigm. This study used a content analysis on the data collected, and it was systematically read to recognise key issues, concepts and thoughts. Content analysis is defined as “a method by which selected items of qualitative data are systematically converted to numerical data for analysis” (Collis and Hussey, 2009:165)
Data was extracted out from Survey Monkey and transcribed interviews were imported into Excel for content analysis. The researcher identified four themes that emerged from the literature review and these themes provided linkage between the cruise industry and hotel sector. 

[bookmark: _Toc513131418][bookmark: _Toc513137105][bookmark: _Toc513137188][bookmark: _Toc513131417][bookmark: _Toc513137104][bookmark: _Toc513137187][bookmark: _Toc513131423][bookmark: _Toc513137110][bookmark: _Toc513137193][bookmark: _Toc513714888]3.6 Limitations

The time scale in which the study was conducted limited the accessible resources and number of interviews that could take place, thus making it a small scale study. A longitudinal study would allow the researcher to explore a larger sample size from a wider variety of cruise lines and hotels. This would also increase the reliability of the study, and the use of observation and other data collection methods would be beneficial to explore employees’ attitudes at work. As the study focused on a smaller-scale sample within two sectors of the hospitality industry, it was found that this sample might not represent the whole population. 

There was a risk of both interviewer bias and respondent’s bias, however, the researcher used Martin et al’s (2007) guidelines for designing questionnaires and appropriate questions. Surveys tend to have low response rates (Rindfuss et al., 2015), but this was tried to be eliminated by follow-up notices to partake in the survey on several occasions. The follow-up notices proved to be effective as a total of 152 respondents participated in the online surveys. 
It must be acknowledged that the generalisability of the study needs to be improved. The ratio of the sample volume and the target population in this research is low compared to the number of employees in these sectors. Factors that affects employee motivation varies in every aspect, thus the study may still miss some information from those who did not participate in the survey. This could prevent the researcher from obtaining a generalised judgement of the research. 

Another limitation was the sample size. In this case, originally the researcher predicted and identified that around 100 respondents per survey would be an ideal sample size in regards to the time limitations. The actual sample was 82 for Cruise Ship Employee Survey and 75 for Hotel Employee survey which is a total of 152 respondents. This number was relatively smaller than the initial sample proposed, however, due to time constraints of the research project and the data analysis that followed, the survey had to be taken off social media in order to continue the analysis of results. Conversely, the data recorded by participants were relevant and thorough. Although this was a smaller sample, the data was rich and exploratory enough to come to a detailed consensus of the objectives. 


[bookmark: _Toc513714889]3.7 Ethics

For the purpose of this study, consideration was given to the importance of ethics during the research stage, due to the nature of the content of information requested from the interviewees. Adhering to ethical norms while carrying out an investigatory study is supported by Resnik (2015), suggesting there are several key elements which contribute to the importance. Promotion of fact, highlighting the aims of the research while being truthful and providing knowledge, being accountable while acting in a fair manner and maintaining confidentiality, as well as promoting moral values and social responsibilities (Resnik, 2015). 
The relationship between the interviewer and the interviewees was considered in the format of semi-structured interviews, with the age limit being set at 18 years and above for the purpose of eliminating any vulnerable feelings coming back from the questions asked. Each participant was issued with a consent form, which they signed and returned, highlighting their right to withdraw at any time. All transcribed interviews were protected on a laptop with username and password to access the specific file. The voluntary population responding to the surveys were informed of the purpose of the research and methods used. All research participants were anonymised, respected and provided with confidentiality guarantees. No individual name was mentioned to ensure sufficient anonymity was provided so that data could not be tracked back to named individuals.  

[bookmark: _Toc513131421][bookmark: _Toc513137108][bookmark: _Toc513137191][bookmark: _Toc513714890][image: ]3.8 GANTT Chart





























[bookmark: _Toc513714891]Analysis of Results


[bookmark: _Toc513131424][bookmark: _Toc513137111][bookmark: _Toc513137194][bookmark: _Toc513714892]4.1 Introduction

The purpose of this chapter is to present and interpret the findings in the primary research undertaken and to explore the factors that affect employee motivation within the cruise industry and hotel sector. 
The online questionnaires were used to collect data in relation to project objective B - To explore information and analyse the different motivational factors affecting employee motivation in the cruise industry and hotels sector. The questions were designed around key themes that were identified in the literature review which were;

· Motivation and Performance
· Working Conditions and Work-Life Balance
· Benefits, Rewards and Promotion
· Personal Work Values

All respondents from the online surveys received the following coding; R-HSS and R-CSS. All participants in the interview received the following coding; P-CS and P-HS. The researcher used content analysis of interviews to recognise key issues, concepts and thoughts.

[bookmark: _Toc513131425][bookmark: _Toc513137112][bookmark: _Toc513137195][bookmark: _Toc513714893]4.2 Response Rate

The study targeted 152 respondents and four interviewees in collecting data with regards to factors affecting front of house employee motivation in the cruise industry and hotel sector. From the study it was seen that a total of 5.92% of respondents did not complete the online questionnaire giving a total completion rate of 94.08%. 
Mugenda and Mugenda (2003) stated that a 50% rate is adequate, 60% good and above 70% rated very well. This suggests that based on this statement, the completion rate in this case of 94.08% is acceptable. 


[bookmark: _Toc513131426][bookmark: _Toc513137113][bookmark: _Toc513137196][bookmark: _Toc513714894]4.3 Profile of Respondents

[bookmark: _Toc513131427][bookmark: _Toc513137114][bookmark: _Toc513137197][bookmark: _Toc513714895][image: ]4.3.1 Gender[bookmark: _Toc513708908]Figure 5 – Gender Demographic
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There was an equal balance of male and female participants in both surveys, however, one participant in the survey for CSE did not want to state their gender. It was stated by Bolt and Lashley (2015) that the workforce on cruise ship consists of 80% male crew members as working on cruise ships is seen to be “man-work”, yet the researcher was able to collect an equal balance of male and female participants. This indicates that the male and female difference was not significant, however, it may indicate that the data is skewed by too few females taking part. The qualitative data consisted of four interviewees, which of 3:4 were females and 1:4 male. This indicates that the researcher have successfully collected data that closes any gaps from the questionnaire where it was noted to be more male respondents than female respondents. It can be argued that there were more male participants in the survey because there are more male crew members in the Facebook Groups and other social media platforms the questionnaire was distributed, yet York (2017) stated that overall, women uses social media more. 

[bookmark: _Toc513131428][bookmark: _Toc513137115][bookmark: _Toc513137198][bookmark: _Toc513714896][image: ]4.3.2 Age[bookmark: _Toc513708909]Figure 6 – Age Demographic

[image: ]

There was seen to be more millennials working in the Hotel Sector with a total of 30.67% compared to the cruise industry where the same age bracket had 22.50%. It can be argued that members of this this age bracket, such as students, work in hotels part time alongside their studies. Both surveys showed that the higher age brackets were the smallest groups, which indicates that the researcher have distributed the questionnaire on platforms where certain age groups are not as included. York (2017) stated that these age groups use Social Media the most; 18-29 and 30-49, which shows that a proportion of other age groups have not received the same opportunity to participate in this study. This could be seen as a limitation of the study as the age groups were not equally weighted and this may have affected the overall results in the findings. The interviewees’ age ranged from 22-47, whereas 2:4 were 18-24, 1:4 were 31-40 and 1:4 were 41-50. The age groups of 25-30 and 51+ is not represented in the interviewees as the researcher found that most responses to the survey was of those in the age bracket 25-30, and the age group of 51+ were not available to the researcher for an interview. 

[bookmark: _Toc513131429][bookmark: _Toc513137116][bookmark: _Toc513137199][bookmark: _Toc513714897][image: ]4.3.3 Full Time and Part Time Work[bookmark: _Toc513708910]Figure 7 – Full Time/Part Time Work
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CSE are more inclined to work a full time whilst on board a cruise ship as they are working per contract which is usually between 4-7 months on board with 2-month vacation, and part time work is not applicable in the same way. HSE is not following the same employee contracts as cruise ship employees, therefore, a larger part of participants on the HSE have the opportunity to work part time. A total of 3:4 interviewees’ work full time whilst 1:4 works part time. This was chosen by the researcher as two of the interviewees were cruise ship crew members and there is arguably no part time work whilst working on cruise ship, however, crew members’ work per contract. On the contrary, the researcher chose one part time and one full time hotel employee for interviews as this could create a more diverse set of data to analyse as the one working full time will arguably have more experience within certain areas. 

[bookmark: _Toc513131430][bookmark: _Toc513137117][bookmark: _Toc513137200][bookmark: _Toc513714898][image: ]4.3.4 Length of Service[bookmark: _Toc513708911]Figure 8 – Length of Service
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Both sectors show that there is an equal number of participants that have worked in respective industries between 1-3 years and 4-6 years, however, a greater amount of HSE have worked in their industry longer than CSE. This shows that it is arguably more long-time beneficial for the employee to work within the hotel sector rather than the cruise industry as it could be argued to be the easier of those two sectors to work in as a large proportion of HSE have the opportunity to withdraw from work and is usually entitled to one day off per week and works a normal 40 hour week, whilst CSE work every day for an extended period of time with little or no personal life and long working hours in difficult working conditions. It can also be debated that CSE leave their current position and place of work when they decide to settle down and therefore find work in a land-based hotel.  Yet, a larger proportion of participants in the CSE Survey have worked in the industry for 1-3 years, which equals approximately 2 contracts. The results indicate that the respondents have worked in both surveys on different period of times and therefore the results captures the views of respondents who have worked in the industries on different period of times. 
[bookmark: _Toc513131431][bookmark: _Toc513137118][bookmark: _Toc513137201][bookmark: _Toc513714899][image: ][image: ]4.3.5 Department of Work[bookmark: _Toc513708912]Figure 9 - Department of Work


In the cruise industry, Hotel Operations Department often refers to as the same as a land-based hotels’ Front Office Department, and in both surveys the front office departments were the largest groups with respectively 27.85% for cruise ship and 37.33% for hotels. The percentages for these does not seem equal, however, the cruise ship survey had more departments to choose from as the department hierarchy is set up of more sub-departments than the hotel sector. All interviewees’ work in different departments, such as; Food and Beverage Department, Activities Department, Front of House Department and Food and Beverage Department, which shows that the researcher has been able to create a more varied perspective on issues that were raised in the online questionnaire and secondary research. This part of the study indicates that the researcher knows more respondents that are located within the Front Office Departments in both sector and less in smaller departments, as well as those departments in general have more employees than the smaller departments such as Gift Shop Department. 

[bookmark: _Toc513131432][bookmark: _Toc513137119][bookmark: _Toc513137202][bookmark: _Toc513714900]4.4 Findings

This chapter provides an analysis of primary data collected through online surveys and interviews. The chapter is organised with a thematic approach where each section have been related back to the themes that arose from the literature review;
· Theme 1: Q1 – Motivation and Job Performance
· Theme 2: Q2 – Working Conditions and Work-Life Balance
· Theme 3: Q3 – Benefits, Rewards and Promotion
· Theme 4: Q4, Q5 – Personal Work Values

[bookmark: _Toc513131433][bookmark: _Toc513137120][bookmark: _Toc513137203][bookmark: _Toc513714901]4.4.1 Theme 1: Q1 - Motivation and Job Performance 
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[bookmark: _Toc513708913]Figure 10 - Motivation and Job Performance
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[bookmark: _Toc513708930]Table 6 - Matrix Table of Interviews
The researcher wanted to know whether front of house employees in the cruise industry and hotel sector believed there was a correlation between work motivation and work performance, and to which extent motivation could affect their work performance. In CSE Survey, Q1 scored an average of 3.79 out of 5. When asking HSE the same question, it scored an average of 3.99 out of 5. This indicates that more respondents of CSE Survey do not believe their level of motivation affects their job performance in the same degree as HSE. Yet, all respondents in the questionnaire stated that employees needs to be motivated in order to perform their job well, and that motivation is about seeing a worthwhile benefit to effort put in;
P2-CS: “I think it’s a common assumption that those go hand in hand, unless someone can prove they’ve done a great job without being motivated. I don’t really see how they can’t be motivated and perform their jobs to the same standard as of those who are very motivated and is eager to do well because of that.”

P4-HS did not agree with the above said statements and emphasised that her nature of work could not be affected by her motivation as she needs to perform her tasks with high standard regardless of the level of her motivation. “I find performing well even when I’m not motivated is always a must […] I ensure that the job is done correctly and to the highest of standards without showing the world that I’m demotivated […] so yeah, I think employees can perform well if they’re not motivated”. It could be argued that personal work values and work ethics have taught a proportion of employees to set aside the feelings of being demotivated in order to continue giving quality service to guests, however, it is still believed that a number of employees do not perform well when they are not motivated. 
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Both questionnaires showed that good working condition was the most important motivational factor. It can be argued that poor working condition demotivates the employee, and Herzberg often refers pay and working conditions as hygiene factors which can cause extreme dissatisfaction for employees if the motivators are not present. R1-CSS stated that good working environment and conditions would be the main reason for demotivation and poor quality in tasks that requires a certain standard, and she saw that when working conditions were good she performed better and went the extra mile for the guests. 

R2-CSS stated that good working conditions is a must to perform well in your job, and R3-HSS explained in detail as of how poor working conditions creates friction within the team “Personally, in my work I don’t really feel I fit in with my team and it shows there is some hostility, tears and a lot of aggression […] we’ve never had a Christmas party or anything and if there is something like a night out there are a few members that never get invited”. 
It is believed that working conditions is highly linked with the relationship between line manager and team, and the feeling of being involved. If the line manager and the team help to create an unhealthy environment in work, as told above, it makes the working conditions poor. However, working conditions covers a broad range of topics and issues, which includes working hours, rest period and work schedules but also mental demands that exist in the workplace. 

P1-CS, P2-CS, P3-HS and P4-HS all stated that areas of their work suffered from poor conditions, whereas CSE are more affected by the poor conditions of their living space and the hours of work which ultimately affects their overall work motivation. Therefore, these good working condition factors needs to be met in order to be motivated and perform well. 
It can be argued that CSE are more motivated by pay than HSE because crew members are away from their families, and some respondents have stated that their reason for choosing pay as a major motivator is due to supporting their family. 

The researcher asked the interviewees about their views on this particular topic, and it was noticed that P1-CS believed that a larger proportion of male crew members are arguably more motivated by pay, which was also stated in the online questionnaire. However, P1-CS noticed that it was primarily men from developing countries, such as the Philippines, that were more motivated by pay as it is often better pay on board the cruise ship rather than in their home town. It can be argued that this is accurate as it was reported by Outsource Accelerator (2017) that the normal hourly wages for a customer service representative in the Philippines, which includes those who works in the hospitality industry, is $2 per hour and adds up to approximately $550 a month, whilst the same positions on a cruise ship have a monthly wages at approximately $1,500 or more (Cruise Lines Jobs, 2017)
The interviewees also said that this is not an uncommon perception in the cruise industry, but stated that it is noticeable that male crew members in the same department are more motivated by pay because “the men perform poorer than females because the pay isn’t as good as other positions in other departments.” 

On the contrary, of the ones who completed the comment boxes in the HSE Survey, it shows that pay was a significant factor for hotel employees as well. Yet, a total of 35.14% chose sufficient pay as number 5 – not important. 
R1-HSS: “I believe pay will motivate me and I think the other motivation is a good working environment”
R2-HSS: “Pay is what get the month to go around and will always be the most important factor. I don’t really care about fair working hours because you work hard play harder”
The researcher asked P2-CS whether he believed there was a correlation between pay and how crew members perform their jobs as P1-CS stated that the men in her department perform poorer because the pay is lower than other departments, and P2-CS stated that “If the pay is lower, and obviously other motivating factors are not present, the crew member won’t perform as well as if the pay was higher AND other factors were present […] but definitely a connection between pay and performance.” 
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[bookmark: _Toc513708915]Figure 12 - Cross-Tabulation of Q2, Q9 and Q10
When cross-tabulating Q2 with Q9 it shows that 44.44% aged between 18-24 years chose sufficient pay as the most important motivational factor, and when asking P3-HSS about this particular issue, it was raised that the younger generation can use their pay going forward and do things they would be unable to do if the pay was lower. 
P3-HSS stated that the age group of 41-50 and 50+ were likely to be less motivated by pay because “that the older generation […] have kind of done their living and they are not looking to do crazy things with money they just want to progress in their career or they have more responsibilities such as paying off a mortgage”. 
However, when interviewing P4-HSS, which is of the age bracket 41-50, it was noticed that she as well was motivated by pay, and it is not necessarily correct that those of 18-24 year olds are more motivated by pay, rather that the researcher have not been able to cover all age groups equally. Yet, it was stated by both P3-HSS and P4-HSS that the age brackets of 18-24 are more motivated by pay due to todays’ society and the increase in house prices. It can be argued that a larger proportion of those aged between 31-40, 41-50 and 51+ have secured the things the younger generation is working towards achieving and is now working to afford the day to day things whilst those of the younger generation is currently saving up to secure themselves a stable future. 

The least important motivational factor for CSE Survey was the work-life balance with 33.33%, and it can be debated that this factor is not applicable when working on a cruise ship. CSE work and live on the same cruise ship for an extended period of time, and this arguably diffuses the line between work and personal life. A total of 19.18% chose work-life balance as the most important factor for HSE Survey. The difference in the two sector choosing work-life balance as the least important motivational factor and an important motivational factor can arguably be due to hotel employees’ ability to withdraw from their workplace once their shift is over, whereas cruise ship employees are unable to do so. P1-CS and P2-CS was asked why other factors were seen to be more important for crew members, and it was stated that there was no balance between work and personal life.
P2-CS: “Oh, that’s easy. We don’t have one […] 1) we live on cruise ships, where we also work […] 2) We take our work ‘home’ with us, and by home I mean our massive, ha ha ha, cabin […] 3) Not only do we live where we work, we live WITH the people we work with. Whatever conversations we have when finished work is about work […] 4) we have deck phones. If we make the mistake by going the extra mile for a guest and says “If there is anything you need regarding your problem, please call me on xxxx”, they call at any hour.”

The same interviewees were also asked whether they believed work-life balance affected the motivation of new hire crew members, and both interviewees stated that “I think their motivation gets a punch in the face at first, but the more used to it you get and the more you learn I think their motivation increases as well.” and “from month 2 until sign off I like to think new hires’ cope better with the work-life balance, or the lack of this balance. It’s all up to how you adjust I guess.” 

It can be argued that there are several reasons to as why new hires struggle with motivation in their first contract, as of one of them being the physical living space. This be seen as an issue that gave cruise ship employment a dimension that overlaps with working in live-in land-based hotels, however, the nature of the sea bound context gives an added intensity. Working and living together can arguably constrain the ability to escape work colleagues and the work environment in all live-in settings but the cruiser at sea allows no opportunities for disengagement, and compounds then a feeling of being in a totally controlled environment. 
It was noticed when analysing the primary data that neither sectors saw job security as a major motivator, which is especially interesting in the cruise industry as cruise lines can change contracts, or decide not to re-employ the employee after their last contract. 
P1-CS stated that “[…] we don’t really know until we get a new LOE or not. I’m always thinking about it when I’m on vacation […]. Umm … that’s why I think it’s extra important for us to be motivated and perform our jobs well because our current contract can be our last one if the line manager thinks we’re not cut out for the job”
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Both questionnaires showed a difference in which motivational factor was the most important, whereas CSE stated Medical Care and HSE said Awards and Recognition. 
R5-CSS: “Medical care is the most important because we work on a ship for such an extended period of time, if anything happens when on sea we need medical care available”
However, Medical Care is seen to be an irrelevant addition to Q3 as this is more associated as Herzberg’s hygiene factors which can cause dissatisfaction if not present. 

The researcher asked P1-CS and P2-CS whether they believed medical care was a motivator or an added value, and both interviewees believed it was more of an important added value, however, P2-CS believed medical care could work as both as he did not solely apply to his position because of that, but it helped him decide whether he should accept the offer or not. It is believed that Medical Care could have been replaced with other motivational factors, whereas P1-CS stated that “[…] I will have to say internal career progression” was another motivational factor that would personally affect her motivation. 

HSE are more motivated by Awards and Recognition, and P4-HS stated that the reason for this is because employees like the feeling of being appreciate and wanted, and it is important for someone to notice the effort and hard work they put in as hotel work is hard work, especially in a customer-facing role. These employees encounter situations that can be deemed less than pleasant, yet they are still expected to stay professional. If the employee is not being recognised by their line manager and team, this may arguably affect the way they deal with customers. 
P4-HS: “Well you see, I have been through a lot in my life. Many personal struggles, many struggles related to work. For someone to notice the effort and hard work I put in means a lot to me […]”

By comparing both surveys, the data suggests that similar motivational factors are important for employees in both sectors, however, how easy it is to book off holidays/time off shows a total of 37.33% in the HSE Survey whilst 40.24% in the CSE Survey believes this is a significant motivational factor. It can be argued that cruise ship employees’ value time off more, therefore it has a greater motivational influence on CSE as HSE usually have a day off per week and the ability to withdraw from work whilst CSE tend to work long hours in difficult working conditions over an extended period of time. Yet, they are not the most significant motivational factor in either sectors. The data collected for Q3 for HSE shows a more equal distribution of benefit and reward factors than for CSE where some factors have scored a very high percentage and other factors have scored very low percentages. This indicates that the question has not incorporated more influential CSE motivational factors such as; career advancement and opportunities for growth, which was highlighted by P1-CS as important motivators. 
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[bookmark: _Toc513708918]Figure 15 - A Sense of Belonging Factors
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Table 9 - Matrix Table of Interviews

Both surveys show that their line manager motivates them at work, however, the surveys weighted the average of less than 4 out of 5, yet, CSE are more motivated by their line manager. The comments were unanimous as all respondents said their manager motivated them at work, yet one respondent stated that their manager was nice, but the nature of the work made it hard to be motivated, but R8-CSS said that “[…] I would definitely try less hard if my manager was someone that I disliked”
R2-CSS: “5. XXX is amazing. She makes me want to do better every day”
It can be argued that this is because CSE spend more time with their manager than a land-based hotel, and therefore get to know them on a more personal level which again creates a more vibrant and supportive workplace where each team member is seen as an invaluable asset to the success of the organisation. On the contrary, comments made from HSE were mixed when they were asked about their line manager even though it averaged out as 3.81 of 5. 
R1-HS: “Very little, she is brutal and uncooperative”
R3-HS: “My line manager is great and always encourages me to do well”
P3-HS stated that her line manager and her team did not do anything to motivate her at work, it was on the contrary as her line manager encouraged an unhealthy work environment where some employees are excluded from team building activities.  

In both surveys A Feeling of Being Involved was chosen as the second most significant motivational factor, and it can be argued that the top motivational factor, Good Relationship with Line Manager and Team, is greatly linked with A Feeling of Being involved as this indicates that a good relationship with line manager and team creates a more dynamic and cooperative workplace where employees are more involved in decisions made and are empowered to make decisions without consulting their line manager, which was discussed with all interviewees. 

The words that was used the most when asking interviewees about good relationship with their line manager and team and a feeling of being involved was; fundamental, work ethic, satisfaction. Employee’s bad feeling towards their authority and team have a direct impact on their work motivation and performance, which leads to dissatisfaction. 
All respondents to questionnaire and all interviewees agreed that the feeling of being involved is an important motivational factor as this shows a mutual trust between the line manager and the team. P2-CS stated that his level of motivation would be severely decreased if he did not have a good relationship with his manager and the team because he lives and works with them for 7 months at a time and he would not be able to live and work on board a cruise ship if he did not get along with his team whilst P4-HS stated that “[…] If the line manager is able to make all employees feel as one whole team the work ethic will be improved and so will the results e.g. positive guest attitudes towards the hotel”
Participants who filled out the online survey for Front of House Cruise Ship Employees stated that a Good Relationship with Line Manager and the Team was the most significant factor, yet statements made by respondents’ shows that interesting and challenging work are of noteworthy importance regardless of its ranking. It can be debated that interesting and challenging work can increase motivation as the employee may arguably often find a purpose in the work task and knowing that the work they are doing makes a difference in some way, whether it’s for their guests or the company. R7-CSS stated that interesting and challenging work was important to be able to progress, and boring work would demotivate to do well. 
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This section of the study briefly summarises the findings of the primary research by the themes that were used in the analysis.  

Theme 1: Motivation and Job Performance

The analysis of theme 1 showed that motivation affects job performance, however, it was noted that this is not always correct as FOH Employees can perform well even though they are not motivated. The nature of the work within both sectors are difficult, and employees do not tend to show guests when they are demotivated in order to maintain quality work. However, it can therefore be argued that administrative tasks are the ones who suffer when an employee is demotivated rather than the encounter with a guest. 

Theme 2: Working Conditions and Work-Life Balance

Working conditions are arguably the most significant motivational factor. It can be argued that poor working condition demotivates the employee, and Herzberg often refers pay and working conditions as hygiene factors which can cause extreme dissatisfaction for employees if the motivators are not present. Pay can be established as yet another important motivational factor that affects CSE and HSE, however, it must be noted that pay is not equally important in all situations nor to all individuals. 
Work-life balance is a concept that is widely recognised and valued by theorists, and it is important to acknowledge that a lack of work-life balance may arguably have a direct influence on motivation. CSE are arguably less motivated by work-life balance than HSE due to the nature of their jobs and acknowledge that a lack of this factor comes with the industry. 

Theme 3: Benefits, Rewards and Promotion

After analysing the results of primary data gathered in theme 3, it was noted that medical care was the outmost important motivational factor for CSE, however, it can be argued that medical care is not applicable as a motivator but an added value. Medical care is not something CSE will use as a motivator to apply for a position, rather something they will value once they get on board. 
Awards and recognition is an important motivational factor in order for the employees to feel valued and appreciated by their employees. Working in a customer-facing role is difficult and employees needs to maintain a certain level of quality regardless their level of motivation, therefore it is imperative that line managers show FOH Employees that they are valued and appreciated. 
Sufficient time off and an opportunity to book holidays were the least important motivational factors, and this indicates that CSE and HSE value direct work-related motivational factors more and arguably do not see the need for more time off their work in order to be more motivated. 

Theme 4: Personal Work Values

A motivating line manager is seen as an important motivational factor in the workplace, and a large proportion of FOH Employees experience that their line manager is motivating them to do well. This can directly correlate with good relationship with line manager and team. This factor is the most important intrinsic motivation factor as relationships at work can improve work motivation and increase job performance. Good social relationships at work creates a dynamic and cooperative workplace where employees are empowered to do tasks without consulting their line manager because there is a mutual trust.  

The next chapter will discuss each of the research objectives set in order to answer the research questions; 
· How can cruise ship and hotel organisations improve in order to maintain employee motivation? 
· Is there a significant difference in factors affecting employee motivation in the cruise industry and hotel sector?
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[bookmark: _Toc513131440]The overall aim of this study is to analyse factors that affect front of house employee motivation in the cruise industry and hotel sector. 
The study seeks to answer the following primary research questions;

· How can cruise ship and hotel organisations improve in order to maintain employee motivation?
· Is there a significant difference in factors affecting employee motivation in the cruise industry and hotel sector?
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The data collected from primary data will now be discussed and related back to the secondary research with the aim to test whether previous findings are still proven or if new data has arisen. 
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[bookmark: _Toc513131441][bookmark: _Toc513137128][bookmark: _Toc513137211][bookmark: _Toc513714909]5.2.1 Objective A – To review and Critically Evaluate Classical Theories on Motivation and Contrast them with modern Concepts to improve employee motivation

In order to achieve objective A, the researcher thoroughly explored and evaluated classical theories on motivation and the more modern approaches. The study shows a logical and comprehensive understanding of the definition, rationale, influencing factors and improvement strategies of employee motivation.  

[bookmark: _Toc513131442][bookmark: _Toc513137129][bookmark: _Toc513137212]Maslow’s Hierarchy of Needs is able to suggest how managers can lead employees to become self-actualized. As FOH Employees yearn for social needs, it is the role of employee relationship that HR must strengthen. Social relationships at work could arguably help FOH Employees attain their self-esteem and self-actualization needs. Therefore, the concept of Maslow’s Hierarchy of Needs can assist line managers and organisations within the cruise industry and hotel sector to know how they can apply the idea of the model into the existing motivation strategies and techniques in order to influence their workers to give their greatest contribution to assigned tasks. Social relationships in the workplace and an increase in motivation can be related back to McClelland’s Achievement Theory and n-Affil as a basic driver. N-Affil individuals have a need for friendly relationships and are easily motivated by social relationships in a work context. 

Herzberg’s Two-Factor Theory, which evolved from Maslow’s Hierarchy of Needs, promotes the concept that opportunities of achievement, responsibility and individual growth are more motivating than pay and benefits. In principle, employees are more motivated when they feel their work is meaningful and they are empowered with decision-making responsibilities. Herzberg stated that the most significant motivators are the intrinsic factors, it clearly shows correlation with empowerment as it arguably strengthens the intrinsic reward basis for driven FOH Employees who want to do work that is valuable. 
It is believed that the motivational theories addressed in the secondary data is relevant to this study as they focus on the different aspects of motivation, however, it needs to be noted that some motivational theories are more related to the study and topic area whereas certain theories have later been adapted to the context of work place motivation. It is believed that Equity Theory and Expectancy Theory is of more importance in the cruise industry and hotel sector as these theories assess the deeper meaning of why rather than how to motivate. 

[bookmark: _Toc513714910]5.2.2 Objective B – To explore information and analyse the different motivational factors affecting employee motivation in the cruise industry and hotels sector

Numerous authors (Tyagi, 1985; Azor and Shafighi, 2013; Vansteenkiste et al., 2004) have reported that there is an undeniable link between work motivation and job performance, which was clearly supported by the primary data whereas a large proportion of employees in both the cruise industry and hotel sector stated that they would not perform well if they were not motivated. However, it was noted that FOH Employees are able to perform well regardless level of motivation. This is can be drawn back to Keijzers (2010) statement that previous research has not been successful in establishing a positive correlation between motivation and performance. 

Milman (2006) stated that working conditions were the most significant influence in work motivation, which has been strongly supported by the primary research. For example, Hollyforde and Whiddett (2002) suggest that pay, job security and other external factors affects the lower needs such as the psychological and safety needs in a work context. According to Maslow, these employees will not be able to advance to the higher needs in the hierarchy. It was noted in the primary research that working conditions in the cruise industry and hotel sector were poor and created demotivation amongst employees. In order to improve motivation, working conditions as a hygiene factor needs to be addressed in order to not create dissatisfaction. Primary data suggested that the most important intrinsic factors were a good relationship with their line manager and the feeling of being involved, yet these, according to Herzberg (2003) cause dissatisfaction if not met. The correlation analysis in chapter 4 indicates statistical significance between work motivation, basic needs and personal work values, and negative relationship between motivation and absence of basic needs which supports Herzberg’s statement that these needs can cause dissatisfaction, yet they are the most important motivational factors to maintain or improve employee motivation in the cruise industry and hotel sector.  

Matuszewski and Blenkinsopp (2011) noticed that the nature of social community between employees in the cruise industry is extremely challenging for new employees, primarily because there is no separation of the private and working parts of life. O’Leary and Deegan (2005) stated that work-life balance is highly associated with the high employee turnover rates in both sectors discussed, and is more associated with poor work-life balance than other industries. This statement have been supported by primary research as work-life balance was seen as the least important motivational factor in the cruise industry and the second least important motivational factor in the hotel sector. Yet, Participants in the primary data stated that they struggled to keep their motivation up when trying to adjust to this new life, however, after a few months they experienced an increase in their motivation.  

Leigh and Brown (1996) carried out an extensive survey in the work place which was similar to Herzberg’s theory, however, it was not identical to Herzberg’s hygiene factors and satisfiers. The survey showed that employees tend to work harder when recognition, contribution and challenge as job features were in place. The primary data supported Leigh and Brown’s study where most employees were highly motivated by intrinsic factors, such as awards and recognition. This factor is seen by Herzberg as a factor that leads to motivation and satisfaction where employees will work to achieve recognition and want more of it. 

Weaver (2005) identified time off as a source of dissatisfaction in the hospitality industry, however, a study conducted by Sehkaran and Sevcikova (2011) stated that most employees were satisfied with the time off they had. Weaver’s (2005) statement was tested in the primary research, with a strong focus on the cruise industry as they work in a confined area for an extended period of time with little opportunity to explore the ports they visit. It was identified by the researcher that employees in the cruise industry does not see time off as a significant motivator, therefore Weaver’s (2005) statement is not supported by primary data. On the contrary, it shows a strong support to Sehkaran and Sevcikova’s (2011) report. 
It is apparent that the employees are undoubtedly the most significant resources that an organisation possesses. Therefore, it is perceived that when CSE and HSE are working at their full capacity with hygiene factors and motivators present, their motivation improves and they are more productive. 





[bookmark: _Toc513131443][bookmark: _Toc513137130][bookmark: _Toc513137213][bookmark: _Toc513714911]5.2.3 Objective C – To provide strategic recommendations on how to improve employee motivation within both sectors

In light of Objective C, Raziq and Maulabakhsh (2013) explained that there is a positive relationship between work environment/working conditions and employee motivation and performance. To improve greater employee motivation, productivity and performance, organisations and line managers must provide a harmonious and friendly environment. It can be argued that if organisations and line managers are able to provide better quality of working conditions and environments, the motivation and performance of employees will improve. Primary data emphasised on the needs of workspace and facilities available, and it was noted that if these are present, HSE motivation will improve significantly. It was also noted that facilities on board cruise ship caused demotivation as the areas are not of a high standard. Considering CSE works and lives on the ship for an extended period of time, it is vital that crew areas and cabins provides enough comfort for the employees. Sehkaran and Sevcikova’s (2011) study arguably received responses that crew members are generally satisfied with their time off because the alternative is demotivating and less appealing. 

It was noted that not all employees felt empowered at work, however, Gaudreau and Blanchard (2012) emphasised on the importance of empowerment and stated this has a positive relationship to employee motivation. It is therefore recommended that all employees in the cruise industry and hotel sector is treated equally to create a workplace where all employees feels involved and empowered to perform well. However, it is appreciated that this is not always possible. In order to minimise an unequal treatment of employees, it needs to be addressed that communication is vital in order to maintain a healthy and productive workplace. 









[bookmark: _Toc513131444][bookmark: _Toc513137131][bookmark: _Toc513137214][bookmark: _Toc513714912]5.3 Research Conclusion

The study seeks to answer the following primary research questions;
· How can cruise ship and hotel organisations improve in order to maintain employee motivation?
· Is there a significant difference in factors affecting employee motivation in the cruise industry and hotel sector?

The cruise ship and hotel industry needs to firstly understand which factors affects employee motivation, however, this is not possible to do without appropriate communication. Employee’s needs to feel appreciated and acknowledged in order to trust their line manager. Once these initial issues are addressed, the underlying extrinsic motivational factors can be investigated. The facilities provided in both hotels and cruise ships needs to be improved as working conditions are seen as a factor that decreases motivation. Equipment and facilities provided needs to be of the sufficient standard that it won’t affect tasks that needs to be done. Cruise ship conditions are poor for employees, therefore the management needs to be more sensitive to the life of CSE. Thus, a more sensitive, human and individualistic approach from the management on cruise ships is required in order to motivate them correctly.  
However, by using Equity Theory and Expectancy Theory to understand the underlying reasons as to why, and then utilise other motivational theories in order to address the how line managers and organisations may arguably be able to understand the motivational factors that affects their employees in greater detail. 

The starting point of the research was the assumption that employees in both sectors are heavily motivated by monetary incentives. Despite those assumptions, results showed that motivation is not mostly stimulated by monetary incentives. An important aspect of these results is that employees’ motivation is equally intrinsically and extrinsically orientated. 
From the study it can be concluded that there are several factors that influence employees’ motivation such as working conditions, pay, a good relationship with line manager and team, awards and recognition, and a feeling of being involved. When these factors are managed and implemented well, they would result in highly motivated employees, thus resulting in high effectiveness and efficiency in the services provided.
There is seen to be a slight difference in what motivates employees in both sectors, whereas CSE are more motivated by pay than HSE and HSE more motivated by awards and recognition, both sector employees are highly motivated by working conditions, development programs, a good relationship with their manager and the feeling of being involved and empowered. 

[bookmark: _Toc513131445][bookmark: _Toc513137132][bookmark: _Toc513137215][bookmark: _Toc513714913]5.4 Limitations of Study

It needs to be addressed that although the research method and process are valid for the overall aim of the research, some inevitable limitation may still exist in the design of the present research that are related to the primary study.
Firstly, questionnaires was distributed on social media platforms such as Facebook, Instagram, Reddit, Mumsnet and Snapchat, however, this may potentially cause the lack of respondents in certain age groups. Therefore, any future study needs to conduct survey with an equal number of age groups.
The second limitation is related to the availability of cruise ship crew members. Due to the nature of their work, most crew members are either on board a cruise ship or on vacation getting ready to sign on a new contract thus making it difficult to encourage participation in the questionnaire and interview. 
A third limitation is that the study was too broad and incorporated both the cruise industry and hotel sector, whereas it was appreciated that more research was needed on only cruise ship crew members as this is seen to be an under-researched area. 

 
[bookmark: _Toc513131447][bookmark: _Toc513137134][bookmark: _Toc513137217][bookmark: _Toc513714914]5.5 Opportunities of Future Research

Future researchers should conduct a more narrow study to which cruise ship employees are being investigated further as it is evident through this study that there is not enough research on cruise ship employees and motivation. Future research should focus on one of the factors, whereas it is recommended to investigate working conditions and work-life balance in further depth. It is recommended to continue studies on hotel employees, however, this in a separate study from cruise ship employees. Future researcher should use the current study as part of their secondary data and conduct more research on issues that has been examined in order to improve the current study and the general understanding of employee motivation. 
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Q6 In which department do you work on board the cruise ship?
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Q7 How long have you been working on board a cruise ship?
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Q7 How long have you worked in the hotel sector?
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cruise ship for less than 12 months
5% of paticipants said that they
have worked on board a cruise ship

for 12 years or more

Hotel Employees
25.33% of participants said they
have worked in the hotel sector for
7-9 years

A total of 24% have worked in the
hotel sector for 1-3 years

6.67% of participants said they have
worked in the hotel sector for 12 or

‘more years
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Q6 In which department do you work on board the cruise ship?

Housekeeping
Department

A
Department

.39% (9)
Giftshop ——,

Department 24.05% (19)
8.86% (7)
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Food and Beverage 12.66% (10)
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Events and
Conferences

Food and Beverage
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Front Office
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Cruise Ship Employees
27.85% of participants work in the
Hotel Operations Department
24.05% work in the Activities
Department

Gift shop Department was the
smallest group with 5.05%

participants

Hotel Employees

37.33% of the participants work in
the Front Office Department
25.33% work in Food and Beverage
Department

Smallest group was Events and
Conference Department with
14.67%
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Cruise Ship Employees
A total of 35.80% cruise ship
employees believed their level of
‘motivation affects their job
performance very much

3.70% employees does not believe

‘motivation affects job performance

Hotel Employees
38.67% of hotel employees believe
their motivation affects their job
performance

2.67% does not believe motivation
affects job performance
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Q1 To what extent do you believe your level of motivation affects your job performance? 1 is
not at all, 5 is very much
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Q2 BASIC NEEDS To understand which aspects of work motivation are the most important to
you, please read each statement and rank their importance in order. 1 is very important and 5
is not important.
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Cruise Ship Employees
Good working conditions were the
‘most important mativational factor
with 30.85%

Sufficient pay was the second most
significant motivational factor with
2625%

Worklife balance was the least
important motivational factor with
33.33%

Cross-tabulation of Q2 Sufficient
Pay and Q9 shows that 57.14% male
crew members are more inclined to
be motivated by pay

55% of female crew members chose
sufficient pay as the least important

factor

Hotel Employees

Good working conditions were the
‘most important mativational factor
with 26.03%

Sufficient pay was the least
important factor with 35.14%
Cross-tabulation of Q2 Sufficient
Pay and Q10 shows that a total of
44.44% aged between 18-24 chose
sufficient pay as the most important
‘motivational factor

3.85% of 51+ chose sufficient pay as

the least motivational factor
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Cruise Ship Employees

Medical Care was seen as the most
important motivational factor with
75.61%

Development Programs was the
second most significant motivational
factor with 59.76%

Crew discounts was the least
important motivational factor with
2927%

Awards and Recognition was the
‘most significant motivational factor
with 68%

Pension Schemes were the second
‘most important mativational factor
with 62.67%

How easy it is to book holidays/time
off was the least important
‘motivational factor with 37.33%
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Q4 To what extent does your line manager motivate you at work? 1 is not at all, 5 is very
much.
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Q5 A SENSE OF BELONGINGTo understand which aspects of work motivation are the most
important to you, please read each statement and rank their importance in order. 1 is very
important and 4 is not important.
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Cruise Ship Employees
A total of 39.51% cruise ship
employees said their line manager
‘motivated them very much at work,
averaging out as 3.91 out of 5
4.94% employees said their line
‘manager did not motivate them at
work

Good relationship with line manager
and team was seen as the most
important motivational factor with
43.03%

Bonus Schemes was the least
important factor with 53.09%
ranking it as number 5 — not
important

Hotel Employees
529% of hotel employees stated that
their line manager motivates them
by averaging it as 3.81 out of 5
6.67% stated that their line manager
does not motivate them at work
Good relationship with line manager
and team was seen as the most
significant motivational factor with a
total 0 43.24%

Bonus Schemes was the least
important factor with 41.67%
ranking it as number 5 — not

important
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3. BACKGROUND INFORMATION
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@ BENEFITS AND REWARDS

To understand which aspects of work mativation are the most important to you,
please read each statement and choose the three that are most important to you.

[ Suffcient Time off
[ How Easy tistoBook Holdays
(] Develogment Programs

[] Pension schemes

[ SeffDiscounts

[] Awerds and Recogniton

Fhease give an explanaton of why those three facors that are most important 1 you and inciude any other
benefts and rewarasfactors you think affects your work motivation

(® Towhat extent does your line manager motivate you at work?

* * * * *

Slesse Eeclan Furtner





image49.png
@ ASENSE OF BELONGING

To understand which aspects of work mativation are the most important to you,

please read each statement and rank their importance in order. 1 is very important

and 4is notimportant.

AFesing of Being
Invoived

Good Reatonsnip
with Line Manager
and Your Team

Bonus Schemes

Interesingana
Challenging Work

O O O

O

O O O

O

O O O

O

O O O

O

Slesse gve 3n explanation o the orcer ou have chosen and ncluce any ciner personl actors you ik

affects your work motiation





image50.png
BACKGROUND INFORMATION

(©) Inwhich department do you work i the hotef?

[

() Howlong have you worked in the hotel sector?

[

(® whatis your gender?

O vele
O Femele

O Prefernotiosay

() poyouwork

O FuiTime
O renTime

Whatis your age?
[

Prev Next




image51.png
(CONTACT INFORMATION
Allindividual reples will be confidential and participants will not be identifiable.

1f you would be prepared to take part in possible further researcn, please complete your detals
below (optional)

(%) Please enter your preferred means of contact details

Prev Next




image52.png
Cruise Industry Interview Questions
‘Theme 1: Motivation and Performance
QI My research suggests that most employees believes there is 2 connection betiveen

‘motivation and performance, but some have stated they do not think their motivation affects

their performance. What do you believe is the reason for this?

‘Theme 2: Working Conditions and Work-Life Balance

QI What are your views on the current working conditions on your ship?

Q2: When conducting primary data, my research suggested that male crew members are more
prone to be motivated by pay than females in the cruise industry. What are your views on
this?

Q7 My research so far suggests that work-life balance is the least important motivational
factor for cruise ship employees. Why do you believe other factors are more important to
crew members? And the research also suggested that job security was one of the least
important motivational factors for crew members. As you work per contract, are you not

worried that you might not get a new one?

Q: In which way do you believe a new hires” motivation are affected by the lack of work-

life balance in the cruise industry?

‘Theme 3: Rewards and Benefits

QI My research shows that Medical Care was one of the most important motivational
factors. Was Medical Care a motivational reason for you to accept the offer to work in the

cruise industry or is it an important added value to the work experience?

‘Theme 4: Work Values
QI: In which way do you believe a motivating line manager and 2 good relationship with the

line manager and your team is connected?

Q: Do you think that a good relationship with your line manager and your team makes you

feel more involved in decisions made?
General Questions

Q3: Could you please tell me in which department on board you are working and state your
‘gender and age? And is there any other motivational factors that personally affects your

‘motivation?
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Hotel Sector Interview Questions

Theme

lotivation and performance
Q1: Do you believe you can perform well if you're not motivated?

Theme 2: Working Conditions and Work Life Balance

QI: What are your views on the working conditions in the hotel industry today?

Q2: My research shows that the younger generation are more motivated by sufficient pay
than those of 41-50 and 50+ Why do you believe the younger generation is more motivated
by pay?

‘Theme 3: Rewards and Promotion

QI My research suggests that awards and recognition is a more motivating factor than g,g.
Development programs. Why do you believe this is of far greater importance to hotel

employees?

Q: What are some work accomplishments and/or contributions you would appreciate being

recognized for by your line manager?

Q3: What would you find meaningful in being recognized for the work accomplishments

and/or contributions?

Theme 4: Work Values

QI: In which way do you believe a motivating line manager and 2 good relationship with the

line manager and your team is connected?

Q: Do you then believe that a good relationship with your line manager and your team

creates a feeling of being involved? If so, how?
General Questions
QI: Ts there any other factors that can affect your motivation

Q: Do you have any general recommendations on how to overall improve employee

‘motivation in the hotel sector?

Q3: Can you please state your department of work, age and gender?
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Interview One Transcript
Interviewer: Student
Interviewee: Shore Excursions Staff on board Cruise Ships

Interviewer Setting: This interview was performed per telephone as the interviewee is

currently on board a cruise ship and unable to participate in face-to-face interview
Affiliation with interviewee: Discussion on dissertation topic

Quote: Interview was recorded via a 22 phone

R Hi, and thank you for agreeing to participate in this interview, and for the purpose of the

recording can T quickly confirm that you have agreed to the interview being recorded?]
PI: Yeah, that’s alright
R: What are your views on the current working conditions on your ship?

P1: HA B4 (loud laughter), funny question. Where do I even begin? Working conditions
on cruise ships are poor. I am currently sharing an office with 4 other departments, and
wmm ... there is definitely no room to move around. Our cabin resembles the size of a
walnut I guess. You can pee, shower, brush.
clever Shore Ex Staff once said, ha ha ha. Deck 3 and upwards are really nice because
th

vour teeth and watch TV at the same time, as a

are passenger areas, but the crew decks are tired and not nice at all which affects my

willingness to work here. It’s just depressing.

R: Thank you very much. So, my second question is about male crew members and pay as
motivation. When conducting primary data, my research suggested that male crew members

are more prone to be motivated by pay than females in the cruise indust

y. What are your

views on this?

P1: I think there are more male crew members than female crew members who have

Jfamilies to support at home, therefore they are more motivated by pay. Umm... And T have

personally noticed that it is men from developing countries such as the Philippines or
Indonesia... that are... eh... working on a cruise ship to support their families because its

better pay than in their home town for example.
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R: Okay, thank you. Do you think this is a normal thing in the cruise industry or have you

noticed this on just your ship?

P1: I would think it was like a cruise ship thing as I've, um, been on several cruise ships

andit’s the same everywhere I go, but yeah. I wish men wasn’t as driven by pay because in

my position I see that the men perform poorer than female because the pay isn’t as good as
other positions in other departments. I think women in general is more driven by the
emotional side of work, or the progression side to it, while men are motivated by either

monetary incentives or benefits.

R: T understand. What do you think line managers can do to increase motivation in male crew

‘members who perform poorer due to insufficient pay?

. Umy

P1: All they can do really is
positives of the job instead of focusing on pay, for example free cabin and free food I

10 encourage and empower them to look at the

guess. Good saving opportunities, good working environment, friends for life etc. If that

doesn’t work I think more non-monetary rewards could help.
R: Thank you! I'tn going to g0 to the next question now which is about work-life balance
P Alright, cool. Interesting topic for a crew member.

R: My research so far suggests that work-life balance is the least important motivational
factor for cruise ship employees. Why do you believe other factors are more important to
crew members? And the research also suggested that job security was one of the least

important motivational factors for crew members. As you work per contract, are you not

worried that you might not get a new one?

PL: Well, um. Let me tell you a story from my first contract. Just an FYI, most new hires
experience the same when first signing on, but I obviously can’t speak for everyone. When
Isigned on [...] in 2015 I had been working in several other positions in my home country.
previously, and all of them had been in places where when I left work I had my personal
Iy

something I will remember. There was no balance between work and personal life. You are

life. So when I signed on [...] I was in for a massive shock. Umm... it was defini

often ‘cabined” up with your colleague so you work all day with your team, you go to your
cabin and spend your time off with the same colleagues. You go out in ports with those
colleagues. You eat dinner with these colleagues. You go to the crew bar with these
colleagues. You do everything with the people you work with. A work-life balance on a
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cruise ship doesn’t exist and that's why I think your research suggests that its the least
important factor because all crew members know that there is none. Unim.. but, I like it
this way. It s only for a certain amount of time anyway, and then you get 2 months off and
we are often sent off to another ship on our next contract and then you meet new people
‘again. I'meet brand new people every 9 month and then I do the same with them as I did

the previous ones. So yeah, I hope that answers your question, ha hg,

Yeat well, we got a job for a certain amount of months and then we sign off; not knowing
whether they are going to give us a new contract or not. We don’t really know until we get
anew LOE or not. I'm abways thinking about it when I'm on vacation “will I get to go back
or will they end my contract here?” It’s pretty scary, but again; there is no reason for [...]
Umm ... that’s why I think it’s,

extra important for us to be motivated and perform our jobs well because our current

10 withdraw my contract if I've done a good job you kno

contract can be our last one if the line manager thinks we’re not cut out for the job

R: Yes, that's great. Thank you! It sounds like working in the cruise industry is tough as most
would argue that a good balance betwween work and life is necessary and is a motivator to as

why they are working where they are working?

P1: Well,
industry isn’t normal. Never has, never will be... But, ehm, I think this is what makes it so

ah, itis an important factor when you work in a ‘normal’ industry. The cruise

special. And that's why I think it's not for everyone. Like we usually say “our guests never
take a vacation from the vacation” which sums up our life as we work every day for x

amount of months.

R: You mentioned previously that you were shocked when you signed on to do your first
contract in 2015. In which way do you believe a new hires” motivation are affected by the

Iack of work-life balance in the cruise industry?

P Like I said, you can either do it or you can’t but I think it hits their motivation quite
significantly... umm... the first couple of weeks when there’s training here, training there,
crew drills and a completely new environment where you work 7 days a week for x amount
of months but I think after getting into the routine and getting to know the basics I don’t
think it affects motivation as much. From month 2 until sign off I like to think new hires”
cope better with the work-life balance, or the lack off this balance. It's all up to how you
adjust I guess.
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R: Okay, thank you. That's really interesting! I'm going to divert over to another topic which

is about rewards and benefits, if you don’t mind answering a few questions on that topic?
P1: No ng, not at all. Al guns blazing with the questions I see, ha ha.

R: So, my research shows that Medical Care was one of the most important motivational
factors. Was Medical Care a motivational reason for you to accept the offer to work in the

cruise industry or is it an important added value to the work experience?

P1: I'wouldn’t say it was the reason I decided to apply for my position, and to be honest I,
wm, wasn’t even aware that we had free medical care until I actually signed on in 2015. I
would rather call it an amazing added value and something that crew members could NOT
be without when working on board. It could probably be a motivation for some I think, but
T'would be surprised if anyone... umm.. decided to work on cruise ships because they had
Jfree medical care. Maybe people from the US because their health care is way 00

expensive, ha ha ha.

R: Haha, Tunderstand. Thanks! T'll go over to your personal work values now, and I'm going

to ask some questions about your line manager and your team
P1: Okay, shoot!

R In which way do you believe a motivating line manager and a good relationship with the

line manager and your team is connected?

P1: If you have a motivating line manager that you AS WELL have a good relationship
with, it makes your life so much easier on board. Pve had managers who have motivated
‘me and that I had good relationship with, but I've also had manager who have not
‘motivated me that I don’t get along with. I’s obviously important for satisfaction that they
g0 hand in hand because, like I've mentioned, we're on board for so long and it will really
drain you and make you lose motivation if your manager doesn’t motivate you AND you

don’t get along with them nor your team. It’s everything for crew members I think.

R: Do you thik that a good relationship with your line manager and your team makes you.

feel more involved in decisions made?

P1: Oh yes, definitel

team and because of that, my line manager trusts us to make the right decisions without

Thave a really good relationship with my line manager and my

losing our own values and beliefs and we are all the time empowered to do things without
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involving anyone with more stripes. I'm going to tell.

vou a story again, this time from this
contract as I think it shows perfectly that a good relationship with line manager and team

makesy

u more involved. I'was out on the pier in San Juan, and this guest approached me
and said he was given the wrong sticker in the theatre where we do the dispatch and the
tour he had tickets for was full because someone else with another ticket got his sticker ~
well it’s a bit difficult to explain how that works but I think you get the gist of it After

ing to get him on his original tour without any success I took the grand decisions to put

‘him on another tour that he wanted to do for free. Gave him 100% refund on his original
ticket and gave him a sticker for another tour for free. I think I wouldn’t be able to do that
if T didn’t have a good relationship with my line manager and team because they trust me
enough to make the right decision without questioning why there was a refund on this

quests” account.

R: Oh, great! Thanks. I'll ask you a couple more questions before I leave you to it if that's
okay?

P1: I got plenty of time, hit me

R: So, my research suggests that most employees believes there is a connection between
‘motivation and performance, but some have stated they do not think their motivation affects

their performance. What do you believe is the reason for this?

P1: Thonestly think you caught those employees in a bad time because I don’t know any
crew member that don’t think motivation and performance is related. At the end of the day,
w’re not motivated. Your results will ultimately be

extremely poor and your manager will see that fast because of the environment we’re in.

wm, you won’t do a good job ify
Or it may be because they in general are tired of working in this industry but don’t feel
they can leave because they ve worked there for so long the pay is better and that's why

they’ve said motivation and performance doesn’t link. Or they

e worked there for so long
they have experienced that employees that’s not motivated still performs to a high
standard. T think I could assume about why for days but it's either of those three I think.

R: Okay, T understand. Thank you for clearing that up. Thank you so much for taking the time
out of your busy schedule to participate in this interview! Your views are invaluable to my
primary data. Just one last question before I send you back to work. Could you please tell me

in which department on board you are working and state your gender and age?
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And is there any other motivational factors that personally affects your motivation?

P1: It was my pleasure, thank you for letting me talk for so long. I think crew members are
often being neglected as part of the tourism industry so it was nice giving my views on

some issues that

vou found. I work in Shore Excursions, and have worked here for yeah,
well, 3 years now. I'm 23 years old and female.

Hmm, that’s an interesting question, but I will have to say internal career progression. And
xxx works really hard for us to apply for relevant jobs within the company so we can
progress and that makes me motivated to do better so xxxx can provide a g00d feedback

form I can show to the person in charge of my internal application.

R Again, thank you very much for your participation! Wish you the best of luck on your

current contract. Bye!

P1: Thanks, I will enj

it as much as I possibly can. Bye now.




image60.png
Tnterview Two Transcript
Interviewer: Student
Interviewee: Entertainment Crew on board Cruise Ships

Interviewer Setting: This interview was performed per FaceTime as the interviewee is

currently on board a cruise ship and unable to participate in face-to-face interview
Affiliation with interviewee: Discussion of dissertation topic

Quote: Interview was recorded via a 22 phone

R Hi, thank you for your willingness to participate in my interview. For the purpose of the

recording, can you confirm that you have agreed to this interview being recorded?
P2 Yep
R: Thank you! So T would like to ask you about working conditions on a cruise ship, as this is

obviously different to a land-based hotel. What are your views on the working conditions on

your ship?

P2: Oh wow, well... umm ... the spaces are tiny, the working hours are long and no time
off: Its rough conditions, almost as rough as the sea we’re sailing, ha ha. And the pay isn’t
the best, obviously. But we get to save a lot because we don’t pay for accommodation or

iny though, like, really small. Which

‘again is a reason why I prefer to work rather than be in my cabin having time off:

food, which is the good parts I guess. Our cabins are

R: Fabulous, thank you! My second question is about crew members and the perception of
male crew members being more motivated by money than female crew members. Why do

you believe male crew members are more motivated by money?

P2: Hmm, I actually don’t know. Um...

‘because there more male crew members who have families at home, but I can’t say that for

y personal experience I think it's probably

sure obviously. I don’t know, but I feel like females are more motivated by things like

recognition, progression and stuff rather than money. Like, maybe they see it as an added
?

‘bonus rather than something that’s 100% necessas

R: Do you think this is the common perception in the cruise industry or s this something

you've noticed on a specific ship?
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P2: Hmm, it’s probably common all over —and not only in the cruise industry. I think it's
Just in their nature to be more motivated by pay and females are more mofivated by other
things. Females are more sensitive and therefore are motivated by things that’s connected

10 their beliefs and values.

R: Okay, T understand. Do you think there is 2 correlation between pay and how crew

‘members perform in their job?

P2: Oh yeah, definitely. Umm... If the pay is lower, and obviously other motivating factors
are not present, the crew member won’t perform as well as if the pay was higher AND

other fuctors were present. I don’t think pay in itself can be a demotivating factor, only if
other fuctors are not present as well and the overall experience isn’t good. But definitely a

connection between pay and performance.

R: Do you think there’s anything your line manager can do to increase motivation in those
crew members who are less motivated and perform poorer if their pay isn’t sufficient enough
for them?

P2: Well, I'm not really sure if there’s anything anyone can do for those with that thinking
but umm maybe be more attentive to other things that can be a motivating factor? Or
maybe help the crew member find other things that’s interesting and use that as the Key

‘motivator.
R: What do you think those things would be?

P2: Hm, maybe encourage the crew member to do a certain thing well and give them VIC
cards for the effort put in, or go through the appraisal forms and see where the crew
member can improve and do like trainings and stuff for that.

R: That's interesting, thank you! Is it okay for me to 0 to the next topic in this interview?

1t's about work-life balance in the cruise industry.

P2: Yeah, go ahead. I like discussing this topic and do it regularly with family and friends

because they are curious to how it works

R: Fabulous! My research suggests that work-life balance is the least important motivational

factor for cruise ship employees. Why do you believe other factors are more important?
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And the research also suggested that job security was one of the least important motivational
factors for crew members. As you work per contract, are you ot worried that you might not

getanew one?

P2: Oh, that's easy. We don’t have one. There is honestly no balance between work and
life because 1) we live on cruise ships, where we also work. 2) We take our work *home”
with us, and by home T mean our massive, ha ha ha, cabin. Joking, our extremely small
cabins where there is no privacy. 3) Not only do we live where we work, we live WITH the
peaple we work with. Whatever conversations we have when finished work is about work,
either something good that happened, something bad or guests we discuss. 4) We have deck
phones. If we make the mistake by going the extra mile for a guest and says “If there is

anything you need regarding your problem, please call me on xxxx”, they call at any hour.
Tactually had that happen to me on several occasions. There was a problem with a guests
account and I wasn’t able to help the guest on the spot so I gave my deck phone number
and said if there was anything [...] wanted to discuss to clear the case [...] could call me,
but the problem then was that this guest would call at 3 am in the morning asking whether
something was available to get in the morning, or if there was any news on any tours, new.
drinks, theatre schedule etc. It was an absolute nightmare. At one point I had to change my
deck phone and get a new number because this guest called me for everything and

anything at ridiculous hours.

T'm going to answer that really short because obviously job securiy is important, but

again, that’s the nature of the job. I don’t really think about that when I'm on vacation
because I believe I am performing my job to a high standard and that I'm irreplaceable.

R: That sounds pretty rough, but s it that common for crew members to take their work back
to their cabin? That's supposed to be your relaxing time away, or as away you can get T

suppose, from work?

P2: Again, even though you’re in your cabin, there’s no ‘getting away’ from work. There’s
aliays something that needs to be memorised, such as the drink menu, or cases regarding
guest complaints that you need o assess. This industry isn’t like any other where you can

withdraw yourself from your work place at any time. It follows us wherever we go.

R: Okay, T understand. Thank you! In which way do you think this way of living affects new

hires and their motivation as it sounds like a tough industry to work in?
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P2: I'd like to think that new hires who can’t cope with this life style figures it out quickly
and decides to withdraw from their contract before it goes south, but I think the first few
‘months on board gives them a lot of impressions that can be difficult to process. Especially
the balance between work and life, because they may be used to certain things in their
previous job and this is just not always possible to do in this job. I think their motivation
gets a punch in the fuce at first, but the more used to it you get and the more you learn I

think their motivation increases as well. They just have to give it a chance before giving up.

R: Thank you, that's very interesting! I'll move to another topic now, and it's about rewards

‘and benefits. T hope you don’t mind answering a few questions on this topic?
P2: No, that’s okay!

R: Thank you! After conducting my primary research, it showed that most crew members
chose Medical Care as one of the most important motivational factor. What do you think
‘about this? Do you believe Medical Care is 2 motivator in itself or just an added important

value to crew members?

P2: Oh, that's a tough one. It can be both, I guess. Personally, when I applied for my
position one to0 many years ago, I was impressed that there’s medical care on board and
saw that as a good reason to accept because I knew if something happened I would be
taken care of: And|[..] did as I became ill during my last contract. It wasn’t the sole
reason for me applying to the position, but it helped me decide whether I wanted 1o go or

not. So I guess, it was partly a motivator and an important added value.

R: Do you think some people would be motivated by Medical Care, and not see it as an added

value to your work experience?

P2: Yeah, probably, I wouldn’t be surprised if applicants wanted to go on because there
was medical care ~ especially if they’re from a country where they can’t afford medical
care themselves ~ but it’s probably difficult to be motivated by medical care only. There
‘meeds 1o be other motivational factors that plays a role as well, such as pay and progression

opportunities for example

R: Okay, thank you for clarifying that. I'm going to sk you some questions about your line

‘manager and your team now if that's okay?

P2: Yeah, good luck with that, ha ha.
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R: Do you believe a motivating line manager and a good relationship with that line manager

and your team is somehow connected? If so, why?

P2: Well, obviously. Your life will get so much better if your line manager motivates you to
do well every day and you have a good relationship with them. It will really knock your
‘motivation if you don’t get along with the team you work AND live with, and T have
personally experienced that crew members withdraw their contract because their line
manager and team is not supportive enough. It was so bad at one point, the crew member
was refused to go on ‘team days” because they didn’t like [...].

left the company 7 days
later and made an official complaint against them. It can really ruin you. [...] was really
good at the job as well, but because the line manager didn’t motivate him and there was
Jriction within the team, he wasn’t able to perform to his full potential with the support he
needed.

R: Oh wow, that doesn’t sound good at all. Do you then believe that a good relationship with

your line manager and team makes you feel more involved?

P2: Yep, I do. If your line manager and team empowers you to make decisions, it also

increases your motivation.

R: Thank you! I'd like to continue with motivation and job performance, which we've
already touched.

P2: Okay, no problem.

R: So, my research suggests that most employees believes there is a connection between
‘motivation and performance, but some have stated they do not think their motivation affects

their performance. What do you believe is the reason for this?

P2: I don’t think it’s like that at all. I think motivation is the core foundation of good job
performance. How can you even perform well if you're not motivated? I don’t think that's

possible. I know I wouldn’t do a good job if I was demotivated.

R: Okay, thank you so much. And, thank you for taking the time out of your schedule to
participate in this interview. Just a couple more questions before I leave you to it. Could you

please tell me which department on board you are working, your gender and age?

And is there any other motivational factors that personally affects your motivation?
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P2: It was fun, and nice discussing these topics. I work in the Entertainment Department,
‘male, 38 years old. I've worked for [...] for about 9
progression and development. I think that’s a very important fuctor that affects my

vears now. Umm... definitely

‘motivation personally. I'd like to develop and progress in all aspects of life, especially in

my career.
R: Thank you 50 much! T wish you the very best. Bye now.

P2: Thank you, likewise. Bye bye.
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Interview Three Transcript
Interviewer: Student
Interviewee: Receptionist in a local hotel

Interviewer Setting: This interview was performed face to face as the inerviewee was

avaitable to do so.
Affifiation with interviewee: Discussion on dissertation topic

Quote: Interview was recorded via iPhone

R Hi[.. ] Thanks for agreeing to participate in this interview! Can you please confirm that
ou have agreed to the interview being recorded?

P3: Yep, that's cool
R: What are your views on the current working conditions in your work?

P3: Unim ... The system we use s really poor just because it takes a ong time to do
anything, umm ... we do a Lot of paper worle even though we hase a computer system that
does the exact same thing so it can get messy at imes which is really unprofessional. Also,
working hours. I worl really unsociable hours, usually 4-12 or 1-9 which means I don’t
et to do alot when I'm not working. I'm aways tired i I've worked the previous day. But,

wmn .. it’s mainly my colloagues that makes my work enjoyable.

R: Thanks! So my second question involved age groups and pay as a motivational factor. My
research suggests that the younger generation are more motivated by pay compared to those
‘of 41-50 and 50+ Why do you believe the younger generation is more motivated by pay?

P3: Personally I'm not motivated by pay, however I can understand that it this case
because wnun ... T think that younger gemerations can use that money going forward when
they're not working to do fun things sort of ike the work hard play hard manira I guess

R: And why do you think the older generation is ess motivated by pay then?

P3: Explaining my point further I kind of think that the older generation - not to sound
harsh but have kind of done their living and. they are not looking to do crazy things with
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money they just want to progress in their career or they have more responsibilities such as
paying off a morigage

R: Okay, thanks! I£it's okay with you I fike to ask you a few questions on Benefits,
Rewards and Promotion?

P3: Yeah, that's cool

R: So, my research suggests that awards and recognition s 2 far more motivating factor than
e.g. development programs. Why do you believe this is of far greater importance to hotel

employees?

P3: I thinde this s itally important as I think everybody sants to be rewarded and
recognised for their hard work however I do feelthat it as a fur greater purpose in the
tourism industry especially to hotel employees just because we work through holidays,
barely allowed sice days because cover i alays needed and not llowed time off during
peaktimes of the year, I would just ik to be appreciated for how much I gise up for the

company in a sense.

R: So it’s more important for you to be recogaised for the good job you'se doing rather than

being able to progress in your work?

P3: Yeah I guess so, even though I would like to progress also, but for time being in my
current position awards and recognition is more important.

R: What are some work accomplishments and/or contributions you would appreciate being

secogaized for by your line manager?

PS: For positive guest comments unm . when we receise these nice comments from these
guest t's just treated as a done thing and even though i’s my job I would ike o stop and
be recognised for the good I've done even though t's nice to hear from the guest but I
would prefer to hear it from my manager.

R: What would you find meaningful in being recognized for the work accomplishments
‘andlor contributions that you mentioned?

P3: Verbal acknowledgement or a personal note/card ~I would like to receive a litle
Something to show that I'm being recognised for doing a good job because wn when a
mistake happens it the complete opposite so T would like to receive praise for doing my
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Job or anyone in my department just because we are the unsung heroes of the hotel front of
house we do everything

R: Fabulous, thank you! I it kay if ask a few questions about the relationship befween line
‘manager and a good relationship with your line manager and your team and motivation and
job performance? There's only 2 couple more questions and then I'lfet you get on with your
day

P3: Yeah, that's fine
R: Thanks! In which way do you believe a motivating line manager and a good relationship

with the line manager and your team is connected?

P3: 1 think being a part of a team that includes your manager is fundamental to the
Success of the company and to your sanity — personally in my work I don’t I really feel I
don’t it in from some members of the team and it shows there is.. hum. ... some hostl,

tears and a Lot of aggression which shows to customers ~ Ive been in my current job for 18
months now and we’se nat had a company Christmas party or anything and if there is
something like a night out there are a few members that never get invited or hae to work
cither don’t do anything or make sure everyone can go or make it fir.

R: Do you believe that a good relationship with your line manager and your team creates 2
Seeling of being involved? If s0, how? And how can your line manager improve your
‘moivation at work?

P3: In some ways yes I blieve that it just makes you united and feel a partof a team. T
think everyone should be treated equaly, but indisidually, unm .. f that makes sense?
Cater o individual employees” needs, but don’t kep employees® out of events happening. I
am defnitely Less motivated and empoered because of the ‘ace factor” at work. Unm ... T
thinke my manager needs to communicate more with us, even ifi's oly appraisals and
stuff. Like, show that we're important

R: So, my research suggests that most employees believes there is a connection befween

‘moivation and performance, but some have stated they do not think their motivation affects
their performance. What do you believe is the reason for this?

P3: There is obviously a link between motivation and performance. I don’ think anyone
can say otherwise. If they have, I am pretty sure they unun lied. I think i’s a common
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assumption that those go hand in hand, unless someone can prove they’ve done a great job.
without being motivated. I don't really see how they can’t be motivated and perform their
jobs to the same standard as of those who are very motivated and is eager to do well

because of that.

R: Thanks! Are there any other motivational factors that affects your work mofivation? Oh,
‘and before you go, can you please state your department of work, age and gender?

P3: Not that I can think of sorry, and yeah sure. I work Front of House, I'm 23 and female
R: That's fine. Thank you for participating in my interview. It was great! Have 2 lovely day.

P3: Thanks, and you
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Interview Four Transcript
Interviewer: Student
Interviewee: Food and Beverage Staff in overseas hotel

Interviewer Setting: This interview was performed per telephone as the interviewee is located

overseas and unable to participate in face-to-face interview
Affiliation with interviewee: Discussion on dissertation topic
‘Quote: Interview was recorded via a 22 phone.

This interview has been translated from Norwegian to English.

ReHi[..], thank you for volunteering to participate in this interview. Can I quickly confirm
that you have agreed to the interview being recorded and that you are happy for me to take

notes?
P4: Okay, no problem

R: What are your views on the working conditions in the hotel industry today?

P4: I’s okay, I guess. Like, umm ... the working hours here are normal 40 hours per week
with 1 day off, but our office is small. and our lunch room isn’t really nice which affects me
wanting to stay there longer. Other than that I believe it’s okay.

R: My research suggests that the younger generation are more motivated by sufficient pay
than those of 4

and 51+ Why do you believe the younger generation is more motivated

by pay?

P4: Okay, well. ... umm ... personally for me, as a 47 year old, pay does highly motivate me,
but that s because of my family and to secure the future of my family and to be able to

afford the daily things. Umm .. I think maybe the younger generation is more motivated

by pay because of the society we live in today, and umm .. in regards to current house
prices. I understand that they want to save up to secure themselves a stable future, whereas
Thave a house and just need to work to be able to pay for bills, food and other day to day
things. So yeah, that's why I agree that the younger generation is more motivated by pay
but that doesn’t mean that my age group is less mofivated ~ we just have different things

we need them for. And I'will be retiring sooner than the younger generation and my pay




image71.png
will remain the same until then, but the younger generation is still experiencing the perks

of getting pay raises.

R: Thank you, that's really interesting as you are the first to acknowledge the fact that pay is
‘2 motivator regardless of age but that the ages are motivated by it for completely different
reasons. We've established that pay is 2 motivator, but it's not the sole motivator obviously
‘When T was looking into rewards, benefits and recognition it was noticed that awards and
recognition is of far greater importance than e.¢. development programs. Why do you believe

this is more important to hotel employees?

P4: Well you see, I have been through a lot in my life. Many personal struggles, many
struggles related to work. For someone to notice the effort and hard work I put in means a
lot to me. Working in a hotel is hard work and we have to work when everyone else is on
holiday, and, umm ... even though we get a designated day off work we still have to work
when others are off; and because I work in Food and Beverage we add that extra value to
someone’s stay by providing exceptional customer service so therefore by being recognised
by guests, managers and team that I am actually providing the golden service is important.
You feel like you’re appreciated and wanted then, and that’s why I am looking forward to

g to work every day.

R: What are some work accomplishments and/or contributions you would appreciate being

recognized for by your line manager?

P4: My “can-do” attitude, the fact that I have never had to contact my manager for help
with a complaint, that I am effective and efficient when it’s busy in the restaurant and I'm

the only one serving 24 tables.

R: That sounds fair, and what would you find meaningful in being recognized for the work

‘accomplishments and/or contributions that you mentioned?

P4: That's actually a funny comment. The other day I was watching this video and
YouTube about a man giving a speech to his employees, and he explained that the most
demotivating and degrading comment a manager can give is ‘good boy/good girl’, like we
say to our children. The best comment you can give to an employee is °I appreciate all your
‘hard word and effort that you have done’, and to comment this in front of an audience as it

is socially pleasing and shows to the guests they are in good hands with me.
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R: That s 2 really good point, and I see where he comes from. Do you recommend line
‘managers to do this on a regular basis with the employees who have gone the extra mile or

‘managed to do x amount of tasks with precision and good quality then?

P4: Yes, definitely!!! I think that would improve motivation across the table and make it a
ible work-place, but wnm .. I think it is an initiative that needs to start at the

‘more enjo

10p 50 the line managers understand the importance of this. Its like a hierarchy isn’t it? If
the top dog’ isn’t motivated, he/she can’t motivate the ones underneath and it goes in a
vicious circle. Improving motivating can be seen as a change cycle. In order to achieve it

some things need to change.

R: So what you're saying is that i it doesn’t start from the top, where should it start right? So
‘going forward from that comment, do you believe that a motivating line manager and 2 good

relationship with the line manager is connected and helps improve motivation?

P4: Yeah, someone needs to start the ‘chain of change’. Again, I believe its in a form of a
cycle. If the line manager is introducing positive motivation, the employees will also have

positive motivation giving the guests the best experience.

R: Do you then believe that a good relationship with your line manager and your team creates

a feeling of being involved? If so, how?

P4: Yeah, I agree. If there is no umm ... relationship with the line manager, how are the
employees supposed to respect their manager and be encouraged by them? Its just not
going to happen. If the line manager is able to make all employees feel as one whole team
the work ethic will be improved and so will the results e.g. positive attitudes towards the
hotel

R: Thank you! Do you believe you can perform well if you're not motivated?

P4: I find performing well even when I'm not motivated a must in this industry. Regardless
if something has happened in my personal life, I ensure that the job is done correctly,
within the time frame given, to the highest of standards without showing the world what

my personal issues are. So yeah, I think employees can perform well i they’re not

motivated. I have worked here for 8 years now, so I've definitely worked when I'm not

‘motivated and still managed to perform my tasks with extreme precision and quality.
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R: That's very interesting and I appreciate your honesty on this topic as the overall
‘assumption is that you can’t perform well if you're not motivated. Is there any other factors

that can affect your motivation then?

P4: Guest comments helps me improve my motivation so I regularly go in and see in our
Jfeedback database what our guests have said. It gives me that little boost you know. I think

constructive criticism is important to improve my motivation as well. My team and line
‘manager knows that I like to constantly improve so when they give me things I can
improve on I appreciate that and I work hard to improve those things, and when they then
acknowledge that they see a difference it motivates me.

R That's great, thank you! Do you have any general recommendations on how to overall

improve employee motivation in the hotel sector?

P4: Hmm, umm ... good question. I'm not an HR Manager so it’s a difficult question, but
all aspects of what motivates employees” needs to be investigated. An anonymous employee
Jfeedback form is usually a good idea, but we don’t tend to answer them truthfully.

that my workspace is really small which annoys me and then makes me umm ... less

see

‘motivated, so by providing decent workspace and a nice lunch room would help me.
Employees with small children could get help with day care when there’s shifts that needs
10 be covered and they have no one to watch the kids, constantly recognize good work, help
the employees set up small goals o reach and be transparent. And obviously

communication is key. Abways.

R: S0 you believe it's the non-monetary incentives that would help improve motivation in
this industry?

P4: Yeah, you can only get so far with monetary incentives. Non-monetary incentives and
appreciation and making employees want to work because they are invaluable is so much
‘more important because people wants to feel wanted and needed. Like, the company can’t

g0 round without you basicalls.

R That's an interesting way to look at it. Thank you very much. Before I let you go, can you

please state your department of work, age and gender?
P4: Food and Bev, 47 and female.

R Again, thank you for participating in this interview. Have a great day!
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Q1 To what extent do you believe your level of motivation affects your job performance? 1 is
not at all, 5 is very much
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Q2 BASIC NEEDSTo understand which aspects of work motivation are the most important to
you, please read each statement and rank their importance in order. 1 is very important and 5
is not important.
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Q2 BASIC NEEDS To understand which aspects of work motivation are the most important to
you, please read each statement and rank their importance in order. 1 is very important and 5
is not important.
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Q3 BENEFITS AND REWARDSTo understand which aspects of work motivation are the most
important to you, please read each statement and choose the three that are most important to

you
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Q3 BENEFITS AND REWARDSTo understand which aspects of work motivation are the most
important to you, please read each statement and choose the three that are most important to
you.
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Q4 To what extent does your line manager motivate you at work? 1 is not at all, 5 is very
much.
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Q4 To what extent does your line manager motivate you at work? 1 is not at all, 5 is very
much.
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