[bookmark: OLE_LINK3][bookmark: OLE_LINK4][image: A close-up of a sign

Description automatically generated]
Dissertation  
Level 7 
BMMB7003


[bookmark: _Toc181124346]Research Title: Exploring the digital transformation in the business process in strengthening the employee motivation and engagement in the UK hospitality industry.


Supervisor Name: Daniela Hellyer
Student Name: Mohammad Arifur Rahman Khan
Student ID: 2022401



Date: 06/12/2024
[bookmark: _Toc184389493]
Abstract 
This study aimed to evaluate how digital disruption affects UK hospitality employee motivation and engagement. A quantitative study examined how digital technologies affect employee motivation, satisfaction, and engagement using primary and secondary data. The poll included 141 hospitality workers. The study analysed digital ways used in corporate processes to motivate and engage employees, digital transformation's influence, and employee motivation and engagement. Digital transformation energised staff. Many workers used digital tools. Management-employee relations improved with strong communication and professional development. Digital technologies increased task efficiency, stress reduction, and worker control. This boosted job satisfaction and engagement. The investigation also discovered system failures and poor assistance caused digital tool usage issues. Many personnel struggled with new system complexity and change reluctance. 
Digital technologies improve hospitality operations, morale, and engagement, highlighting the need for digital transformation. Employees said digital change was crucial to retaining talent and motivating staff. The survey also showed that intensive training, technical assistance, and addressing staff concerns about new technology integration can maximise digital transformation benefits. Company employees should feel safe using digital technologies and be rewarded for their performance. The study studied how digital change motivated workers. The tests demonstrated that digital tools' speed, communication, and professional advancement inspired people. A study found that digital tools can help firms engage employees by addressing their autonomy, competence, and relatedness needs. The report also recommended deploying digital technology gradually to prevent overwhelming personnel with too many platforms or systems. Equipment overload hindered some staff from concentrating on important tasks. 
Most respondents said digital transformation was key to hiring top talent. Digitisation improved workplace value and experience. Hotels need creativity and support to hire qualified workers. A report finds digital transformation enhances productivity, employee satisfaction, motivation, and retention. The study advances digital and employee engagement research and identifies the top digital transformation tools and tactics for employee success. The data confirm that the digital revolution motivates hospitality workers. The survey proposes hotel managers motivate and engage staff with digital technologies. Train workers, give technical support, and simplify digital systems to save workload. 
This analysis recommends several research areas. Digital change could be examined for its effects on hospitality worker performance and job satisfaction. Research may also study how organisational culture affects employees' digital tool attitudes and how mobile apps and AI-driven systems engage them. This study may impact future research. According to the survey, hotel professionals love digital change. Digital technologies boost productivity, communication, and professional development, research shows. Despite technological challenges, digital transformation may attract and retain great talent, according to a study. This study motivates and engages people with digital tools to promote theory and practice. 
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[bookmark: _Toc183723005][bookmark: _Toc184195794][bookmark: _Toc184238006][bookmark: _Toc184389497]1.1 Background of the research
[bookmark: _Toc183723006][bookmark: _Toc184195795][bookmark: _Toc184238007][bookmark: _Toc184389498]1.1.1 Digital transformation in the UK hospitality industry and the background of it
The digital transformation of every business function is the ultimate aim of the transformation process, which starts with the digitisation of specific business operations. The ongoing process of digitising corporate operations ensures that internal business procedures are in line with environmental shifts (Bruijl, 2019). Full digital transformation necessitates digitising all corporate operations, no matter how big or little. Employee motivation in the UK hospitality industry is considered a significant factor because motivated and engaged employees are very important to deal the tourists (Schmidt et al., 2020). For this reason, the UK hospitality organisations are giving much emphasis on employee motivation and engagement improvement (Jessica Hwang and Lockwood, 2020). The workforce of business organisations around the world is being significantly impacted by digital technologies, which include robotics, algorithms, analytics, communication technology, etc. (Fraszczyk and Piip, 2019). Global commercial organisations, including those in the UK, have been emphasising to their workforce the need to excel in a number of digital technologies as part of the process of digital transformation (ALmaamari and Maya Anwar Majdalawi, 2024). The workforce is also gradually changing as a result of the digital transformation, and this has an impact on how employees behave toward customers and other stakeholders. This is because employees are more motivated and engaged at work in the hospitality industry.
The digital transformation is interlinked with employee satisfaction because it makes the job valued and working place dignified (Srivastava, 2020). The UK hospitality industry has been struggling with the digital transformation in improving employee motivation. The research explored how the digital transformation in business process in escalating the employee motivation and engagement. This research focused on the hotel organisation where researcher has explored how digital transformation impact on the employee motivation and engagement (Adriansyah and Wiranto, 2018).
[bookmark: _Toc183723007][bookmark: _Toc184195796][bookmark: _Toc184238008][bookmark: _Toc184389499]1.1.2 Importance for the digital transformation within organisation 
Organisational management is solely accountable for all changes, and digital transformation is always a component of managerial strategy. The method of digital transformation is now widely used in many different corporate areas (Cooper and Zmud, 2021). The usage of digital tools to carry out company operations has sped up this digital revolution. Basically, the data-driven decision-making is the process of using measurements, facts, and data to guide strategic business decisions that support goals, objectives, and aspirations. With a view to analysing massive data sets, organisations may uncover patterns and insights that were previously unknown (Krugman, 2019). It is expected that the method results in improved risk management, more accurate projections, and personalised customer experiences. Automation is regarded as the significant concept in the shift to digital. It can also comprise leveraging technology to automate monotonous and repetitive tasks in order to increase productivity and free up human resources for more strategic projects (Lindawati and Parwoto, 2021). In addition, the automation is employed in many different organisational activities, ranging from supply chain management and other complex operations to data entry and other routine tasks. 
[bookmark: _Toc183723008][bookmark: _Toc184195797][bookmark: _Toc184238009][bookmark: _Toc184389500]1.1.3 Application of AI, Robotics and AI-powered solutions in business process
One significant advancement in the digital transformation process is the use of AI to managerial procedures (Smith and Miller, 2021). Robotics, machine learning, and natural language processing are examples of artificial intelligence (AI) technologies that are being used to enhance decision-making, expedite customer assistance, and promote innovation (van Esch, Black and Arli, 2020). Artificial Intelligence (AI) possesses the ability to process vast amounts of data at unprecedented speeds, providing insights that enable prompt and precise decision-making. AI-powered solutions are also improving process efficiency over the board and boosting customer engagement through customised experiences (Barykin et al., 2021).
Digital transformation has been able to draw the attention of all the industry in recent years because it covers every aspect of job in any sector (Kumar and Abdul Qadeer, 2022). For example, Digital transformation is used in producing the product, checking the quality, taking order, placing the order and delivering the order to customers. More importantly, the employees are taking it easy and flourishing their career over the digital transformation (Vinh Phu Pham et al., 2018). The digital transformation is not a simple thing that used is business management rather it is regarded as the broad topic that covers the data management, data protection and management and information system in any hospitality industry.  
[bookmark: _Toc183723009][bookmark: _Toc184195798][bookmark: _Toc184238010][bookmark: _Toc184389501]1.1.4 Digital transformation and its implication within business process
Due to its ability to address every facet of employment in any company, digital transformation has garnered the interest of the whole sector in recent years. For instance, digital transformation is employed in the process of making a product, ensuring its quality, receiving orders, placing them, and delivering them to clients (Lee et al., 2021). More significantly, despite the digital transition, staff are thriving professionally and taking things easy. 
The hospitality industry in the UK has been expanding in areas with the help of different technologies like virtual reality and artificial intelligence that positively impact on the employees working within the company (Morse, 2017). With the aid of various technologies like virtual reality and artificial intelligence, the hospitality business has expanded, which benefits the workers who work for the companies (King and Weaver, 2020). More significantly, workers are happier as a result of the digital change in the workplace and are able to rearrange their schedules in accordance with the various communication channels (Bekele and Raj, 2024).
[bookmark: _Toc183723010][bookmark: _Toc184195799][bookmark: _Toc184238011][bookmark: _Toc184389502]1.1.5 How Hospitality sector use different digital transformation 
Businesses and individuals alike are embracing the digital revolution. It has been noted that since the usage of social media networks and digital gadgets, people are now actively involved with one another as corporations, governments, friends, and family (Szivás, 2020). It should be noted that the tourist picks what to purchase, where to buy it, and who to trust in the new digital era, they are using mobile devices to become more specialised service that offers and their relative benefits. In addition, people rely heavily on mobile applications to do their everyday tasks, thus with a view to competing in the new market, businesses must undertake the digital transformation necessary to alter their operational models and consumer value propositions (Bekele and Raj, 2024). The tourist sector has also seen a rise in artificial intelligence (AI) because companies are utilising AI to tailor the travel experience by making suggestions based on a traveller’s tastes and behaviour, according to research by Global Data. For example, the chatbots are being utilised by tourist organisations to enhance their operational efficiency by responding to the needs of tourists. Digital transformation is now essential for companies in the hospitality industry because employees are interconnected with digital transformation (Wilson, 2020). Tourists now make plans, book, and enjoy their vacations in a whole new way where the employees are connected and they feel valued. The hospitality organisation which doesn’t adapt risks slipping behind. Hospitality firms like restaurants, and hotel organisations need to engage in digital transformation to be relevant and competitive as customer expectations continue to change (Bilgili and Koc, 2021).

[bookmark: _Toc183723011][bookmark: _Toc184195800][bookmark: _Toc184238012][bookmark: _Toc184389503]1.1.6 Conclusion 
[bookmark: _Toc183723012]An interesting component of a country is its hospitality industry which consists of restaurants and hotels. The earth is a vast area full of wonders in many forms that may be found in many nations and cultural contexts. In addition to providing the earth with natural riches, nature has endowed it with places of incomprehensible beauty and wonder that pique people's inner interest (Ryan, 2023). The gift of astonishment and beauty is valued, and this is especially true with diversity in the hospitality industry. There are wonders across the world that are connected to certain groups of people, civilisations, and historical achievements. Beginning with the Great Wall of China and continuing to the Roman Colosseum ruins, the Great Pyramids of Egypt, and any other locations not expressly listed as being among the Seven Wonders of the World. 
[bookmark: _Toc184195801][bookmark: _Toc184238013][bookmark: _Toc184389504]1.2 Research aims
This dissertation aims to explore the digital transformation in business process in strengthening the employee motivation and engagement in the UK hospitality industry. 
[bookmark: _Toc183723013][bookmark: _Toc184195802][bookmark: _Toc184238014][bookmark: _Toc184389505]1.3 Objectives
1. To investigate the different digital methods used in business process that improves the employee motivation and engagement at hospitality industry
1. To examine the importance and implication for digital transformation in enhancing employee motivation, engagement in hospitality industry
1. To determine the factors of digital transformation in business process that shapes the employee motivation, engagement effectively and notably. 
[bookmark: _Toc183723014][bookmark: _Toc184195803][bookmark: _Toc184238015][bookmark: _Toc184389506]1.4 Research Question 
How digital transformation in business process in improves the employee motivation and engagement in the UK hospitality industry? This research has explored the answer of the question. 
[bookmark: _Toc183723015][bookmark: _Toc184195804][bookmark: _Toc184238016][bookmark: _Toc184389507]1.5 Rational for choosing the research
The researcher has chosen this research for completing the course and more importantly, the research has strong interest in the digitalised workplace and its impact on employee satisfaction. So, here the chance comes to pursuit. The researcher has chosen it because of the challenging issue prevailed in workplace digitalisation and its implication on the employees. More interestingly, there is a research gap which the researcher wants to explore here through mixed research (Mikalef and Parmiggiani, 2022). This research has mainly focused on how the digital transformation improves the employee engagement and motivation. The workforce is a crucial component in every stage of the business process, including skills, ecosystems, collaboration, culture, etc., thus it is important to leverage its full potential when it comes to digital technologies and digital transformation. As such, the workforce's value cannot be undervalued. The workforce must use digital technology correctly and effectively if digital transformation is to be accomplished. With the evolution of both new and old technology, businesses must undergo a digital transformation and cultivate a workforce that is more engaged and driven (Rakić, Radosavljević and Milić, 2024).


[bookmark: _Toc183723016][bookmark: _Toc184195805][bookmark: _Toc184238017][bookmark: _Toc184389508]Chapter 2: Literature Review
[bookmark: _Toc183723017][bookmark: _Toc184195806][bookmark: _Toc184238018][bookmark: _Toc184389509]2.1 Introduction
According to (Liu and Liu, 2022), influential incentives that raise performance levels include money, recognition, or opportunities for career progression. Incentives are a powerful motivator; workers perform better when their efforts are acknowledged and rewarded.  A well-designed reward system gives workers direction and specific goals, which encourages enthusiasm and commitment.  On the other hand, ineffective reward systems can have a detrimental effect on businesses by demotivating staff and lowering productivity. In addition, incentives have a big influence on employee engagement. In 2019, (Adeleke et. al) explored that employee loyalty and work satisfaction both rise when efforts and accomplishments are recognized and rewarded.  Acknowledging the efforts of staff members fosters a culture of gratitude within the company, which raises employee engagement and commitment to their jobs.  
[bookmark: _Toc183723018][bookmark: _Toc184195807][bookmark: _Toc184238019][bookmark: _Toc184389510]2.2 Role of digital technologies in transformation 
Hanif (2023) asserted that although incorrect digital technologies might cripple an organisation, the proper ones can help corporate organisations achieve unprecedented success through digital transformation. Businesses should use technology in accordance with the demands of their operations, the kinds and characteristics of their clientele, and market trends. 
According to Kanjanakan et al., (2021), it is true that responsible HRM may help organisational leaders enhance the attitudes and actions of their workforce, which boosts output. Even if they might not be able to provide significant financial benefits, they can nonetheless encourage their employees to become more committed to the company by using a variety of strategies (Ardolino et al., 2020). Employers that practice responsibility might put in place programs designed to entice staff members to promise their support and dedication to adhering to the rules and regulations of their company. Naturally, it is the responsibility of the workers to use their diligence to help their business achieve its goals (Mark Anthony Camilleri, Troise and Morrison, 2023). The process of utilising current technology, such as cloud computing, artificial intelligence, integrated organisational systems, smartphones, the Internet of things, etc., is known as digital transformation, according to Boulton (2020). According to Neil, Abraham, and Peter (2020), digital transformation is the process of making new investments in or changes to existing business models and technological advancements in order to improve a company's ability to engage with customers throughout the whole customer experience life cycle (Urbinati et al., 2020).
[bookmark: _Toc183723019][bookmark: _Toc184195808][bookmark: _Toc184238020][bookmark: _Toc184389511]2.2.1 Impact on People and Organisations
The shift towards digitalisation has a substantial influence on individuals, institutions, and the community as large (Haleem et al., 2023). This change necessitates the learning of new competencies and abilities for people, particularly those employed by companies. Workers must focus on acquiring soft skills like strategic thinking, emotional intelligence, and creative problem-solving that are challenging for robots to replicate as automation and artificial intelligence (Ardolino et al., 2017) replace traditional tasks. With the pace of digital revolution, hospitality industry has been found to set culture that accommodate the business environment. In addition, it demands a move away from traditional hierarchical organisations and toward more adaptable, nimble, and cooperative working practices. 
According to Lei Shen, Xi Zhang, Hongda Liu in (2021) these changes allowed hospitality organisations to respond to changes in the market and in the needs of their clients more swiftly and digital transformation frequently leads to new business models that imaginatively create value via the application of digital technology. It should be noted that the digital revolution has altered the way individuals interact socially and with businesses (Chen et al., 2019). After that the societies are becoming more integrated and interconnected as a result, with information and services more readily available. It also been noted that the significant concerns about privacy, security, and the digital divide are also raised and as more aspects of life become digital. It becomes imperative to guarantee equitable access to digital resources and protect personal information. (Cheng et al., 2023) there are different technologies like big data, the Internet of Things (IoT), and artificial intelligence (AI) allow firms to expand into new markets, create more sophisticated and customised goods, and respond to client requests faster (Funck-Brentano, 2023). It incurred a lot of challenges associated with digital transformation. Resistance to change is a common barrier since it calls for adjustments to organisational policies, personnel attitudes, and cultural norms. Workers may worry about learning new skills or losing their employment as a result of feeling threatened by new technologies (Cheng et al., 2023). With a view to get beyond this resistance, major change management strategies including training, education, and clear communication about the benefits and goals of digital initiatives are frequently needed. 
Since the security concerns represent yet another major barrier the hospitality organisations are considering the reliance on digital technology makes them more vulnerable to cyberattacks (Cetindamar, Abedin and Shirahada, 2021). With the strong security protocols and constant monitoring are required to safeguard confidential information, guarantee privacy, and stop cyberattacks. The dynamic nature of cyber threats exacerbates this challenge by necessitating regular changes to security systems and processes and this has brought the real scenario in business (Kumar et al., 2023). More interestingly the people, businesses, hospitality industry and society at large are impacted by distant work and virtual collaboration. It is believed that one may be able to achieve a better work-life balance and greater freedom in this type of career but there are disadvantages as well, such as loneliness, difficulty separating job from personal life, and potential burnout (Franklin and Crang, 2021). Basically, the remote work practices, hospitality organisations may save money on actual office space and get access to a global talent pool because the corporate culture and management strategies need to change in order to attract and retain remote personnel. 
This means putting in place policies and norms that foster diversity, communication, and worker welfare (Nikolskaya, 2021). There are broader societal implications to the shift to remote work and there may be less traffic and pollution as fewer people are commuting. Digital transformation in hospitality also highlights issues like the digital divide, when access to trustworthy technology and the internet becomes necessary in order to obtain employment. The digital transformation to remote labour may also have an effect on local economies, particularly in areas where office workers are essential to businesses (Nikolskaya, 2021).
[bookmark: _Toc183723020][bookmark: _Toc184195809][bookmark: _Toc184238021][bookmark: _Toc184389512]2.2.2 Comparison with Traditional Practises
According to White et al. (2020) since data collection and analysis are time-consuming, manual processes, decisions made in traditional settings are frequently based on outdated or inadequate information. On the contrary, digital transformation facilitates the collection and analysis of vast volumes of data, providing managers with up-to-date, comprehensive insights for better decision-making (Jiang and Stylos, 2021). In addition, the fundamental objectives of traditional management approaches are status quo maintenance and progressive advancement. More importantly, digital transformation fosters a creative and flexible culture that enables companies to quickly respond to market shifts and implement new business plans (Zhavoronok et al., 2022). But, working remotely has disadvantages too, such as communication barriers and this is how the hospitality businesses and employees must develop effective communication strategies and use digital technology to maintain regular and open lines of contact in order to decrease this (Watts, 2024). Isolation might be another issue because it increases the feeling of boredom and imagination. In addition, feelings of alienation and disengagement are widespread among remote workers as a result of feeling cut off from their colleagues and the firm (Zhavoronok et al., 2022). Digitalisation and isolation might have an effect on mental health as well as overall job satisfaction. 
The hospitality industry is trying to address this by offering opportunities for social interaction and cooperation, even in a virtual environment (Sutherland, 2021). When comparing remote work to typical office-based management, there has been a discernible transformation in organisational culture and leadership ideologies, motivational strategies and others (Tuncalı Yaman and Başeğmez, 2022). 
More interestingly the traditional work environments frequently foster a presence-based culture, which equates appearance at work with output. In this setting, a hierarchical leadership style that closely monitors employees' daily duties. Working remotely necessitates a transformation and change in culture toward one of results and confidence (Eckhardt, 2020). Since managers cannot personally oversee every work, they must have trust in their personnel to perform their duties successfully. 
This shift necessitates a more autonomous and powerful leadership style that puts outcomes ahead of processes (Jiang and Stylos, 2021). Additionally, executives need to understand how to manage virtual teams, which includes how to leverage technology for effective communication, how to create clear expectations, and how to encourage team cohesiveness from a distance. Performance measurement is also impacted by this change (Rubin, 2019). In a remote setting, performance metrics are more likely to be centred on results and output than on hours spent at a desk. This might lead to a more impartial performance assessment that emphasizes the value and calibre of the job rather than its quantity. 
[bookmark: _Toc183723021][bookmark: _Toc184195810][bookmark: _Toc184238022][bookmark: _Toc184389513]2.2.3 Prospects for the Future
In the context of remote employment, it is expected that technology integration has increased further and that the lines between work and home life would become less distinct (Soujah, 2023). With the advancement of technology, we may expect to see increasingly sophisticated solutions for collaboration, productivity, and communication that speed up and ease remote work. 
It has been noticed that the hybrid working strategy, which combines in-office and remote work, may become increasingly popular among the employees as a way to balance the benefits of flexible remote work with in-person collaboration. This hybrid method with association of the digitalisation may satisfy the needs and interests of the employees, giving them the flexibility to choose where and how they choose to work (Tuncalı Yaman and Başeğmez, 2022).
There are important long-term implications for the nature of labour. Remote work may lead to a more diverse and inclusive workforce because it removes geographical barriers and allows people from a range of backgrounds—including those who are disabled or have caregiving responsibilities—to participate more fully in the workforce (Germany, 2022). However, the rise of remote work also raises important concerns about employee well-being, work-life balance, and the necessity of new laws and regulations to address these issues. As remote work becomes more popular, organisations need to re-evaluate how they manage mental health care, employee engagement, and building a strong corporate culture in a virtual context (Yunus Topsakal, Onur İçöz and Orhan İçöz, 2022). In the near future, strong manpower is going to grow based on the technologies based that generation might not feel better in the traditional workplace.
[bookmark: _Toc184195811][bookmark: _Toc184238023][bookmark: _Toc184389514]2.3 Employee motivation and engagement in the hospitality industry 
In order to get the support of the workforce and build trust among stakeholders who share the organisation's values and digital goals, the business organisation's digital transformation must be integrated with these elements (Meyer, 2014). When there is disagreement over how to undertake digital transformation, new technologies may be adopted slowly and pessimistically, which can negatively impact employee engagement, motivation, and morale as well as reduce organisational productivity. Another view of motivation, known as Herzberg’s Two-Factor Need view, asserts that the maintenance of a balance between hygiene and motivational elements determines an individual's motivation (Manolopoulos, 2024). The hygienic elements include things like money, status, security, relationships with co-workers, supervision, and so on, while the motivators include things like success, recognition, job promotions, development chances, etc. Employee motivation levels are impacted by the presence or absence of such components in different ways, as well as by the various combinations of those factors (S and Thomas, 2018). Employee motivation is an important factor in the hospitality industry because it keeps employees active and vivid at the workplace. For this reason, hospitality organisations have engaged in improving employee motivation to a great extent (Delaney and Royal, 2017). It is also good news that digital transformation has become an important part of employee motivation and business process development. Employees want to improve their careers and equip their career with new and technology-based skills. So once there, a chance comes on hand they are ready to accept it. The digital transformation has given this change to the employees to understand and go through the digital transformation activities (Yunus Topsakal, Onur İçöz and Orhan İçöz, 2022). In the tourist business, employee motivation is crucial since it keeps workers engaged and energetic in the workplace. For this reason, a lot of work has been done by tourist groups to increase staff motivation. It is also encouraging to note that business process improvement and staff motivation now significantly depend on digital transformation. Workers wish to further their careers and provide themselves with new, technologically savvy abilities. When an opportunity arises, they are prepared to seize it. Employees now have the opportunity to comprehend and engage in the activities associated with digital transformation (Zhang and Szab, 2024). In the hospitality industry, the need for the digital transformation soared in the last few because the employees are getting equipped with the technologies and they expect the workplace to offer them same the opportunities.
[bookmark: _Toc183723022][bookmark: _Toc184195812][bookmark: _Toc184238024][bookmark: _Toc184389515]2.3.1 Motivational Theory 
Abraham Maslow developed and introduced the hierarchy of needs theory in 1934. The hierarchy of needs theory believes that people are motivated through fulfilling the basics needs, before forwarding on to others needs and to more advanced needs later	 (Suyono and Mudjanarko, 2017). According to the theory, people can be motivated by providing them with physiological needs, safety and security and love and belonging, esteem and at last the self-actualisation Maslow's hierarchy of needs (Setiawan, 2015). 
[bookmark: _Toc184365919]Figure 1: Maslow's hierarchy of needs
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Source: (Setiawan, 2015)
According to the hierarchy of needs hypothesis, people become motivated by meeting their fundamental wants before moving on to meet the needs of others and eventually meeting more complex needs. The idea states that meeting people's physiological requirements, ensuring their safety and security, giving them a sense of love and belonging, esteem, and, ultimately, achieving self-actualisation, may all inspire individuals (Staats, 2020).
Physiological Needs: Physiological Needs include food, clothes, shelter, living place, workplace and basic payment to continue the job. Here the employees can only lead life hand-to-mouth and employees are very happy initially by fulfilling their family needs to live only. The employees can be motivated by delivering these foods because the employee wants to live like other people (Delaney and Royal, 2017).  Physiological needs include having access to food, clothing, housing, a place to live, a location to work, and a minimum wage to keep up employment. Here, workers are merely able to support themselves, and at first, they are very content with meeting the basic necessities of their families. By providing these meals, employers may inspire their staff members, who aspire to live normal lives. 
Safety and security: Once the physiological needs are fulfilled, the employees want to have constant payment, promotion, job security, and family security. Sometimes, the employees want to have savings for the future too. For this reason, the employee can be motivated through incentives, higher pay, job permanence, insurance coverage and other security. Here the employees become very highly motivated because the job is going to be permanent, secure and with higher pay which leads to higher savings and future security. After their basic requirements are met, workers expect steady compensation, opportunities for advancement, job security, and stability for their families (Riyanto, Endri and Herlisha, 2022). Employees may wish to have savings for the future. Because their work was permanent, secure, and paid more, the employees feel extremely driven in this situation, increasing their savings and future security (Zsuzsanna, 2016).
Love and belonging: Here the employees want to have love, a beautiful living place, beautiful clothes, smart watches, digital technologies, phones, and others. Employees can be motivated by providing luxury products, necessary and delicate offices, improved communication and a digitalised workplace. The staff members here desire love, a lovely home, exquisite clothing, a smartwatch, digital gadgets, phones, and other things. The provision of upscale goods, a sensitive and essential workspace, enhanced communication, and a digitalized work environment may all serve to inspire employees.
Esteem of social esteem: Here the employees can be motivated by providing esteem and honour. This can be fulfilled through the promotion, flat for living, and delegating them in honourable meeting and deal. In addition, the employees can be motivated by empowering with power and responsibility. Here, showing respect and dignity might inspire the staff. This may be achieved by giving them a promotion, a place to live, assigning them to a respectable meeting, and making a bargain (Riyanto, Endri and Herlisha, 2022). Furthermore, giving employees authority and responsibility can inspire motivation.
Self-actualisation: Here, treating the workforce with decency and respect might motivate them. This may be accomplished by offering them a job, housing, a reputable meeting, a promotion, and a deal. Giving workers responsibility and authority can also motivate them. The organisations where the people work merely can fulfil the Self-actualization (Robert, 2018). At the end of satisfaction, the employees want to live peacefully in society having all the necessary at home and the entertainment is in his hand.
[bookmark: _Toc183723023][bookmark: _Toc184195813][bookmark: _Toc184238025][bookmark: _Toc184389516]2.3.2. How motivational theory is interrelated with employee motivation in hospitality industry?
Basically, the digital transformation is sought by employees because it improves the lifestyle, workplace style, working process, customer dealing process. More importantly, it relates physiological needs at the workplace because having information flow and communication are related with the physiological needs (Eccles and Wigfield, 2022). Employees are mostly drawn to the digital transformation because it enhances their working environment, way of life, and customer service. More significantly, it connects with physiological demands at work as communication and information flow are linked to physiological needs (Williams, Shaw and Greenwood, 2021).
[bookmark: _Toc183723024][bookmark: _Toc184195814][bookmark: _Toc184238026][bookmark: _Toc184389517]2.4 Remote Work and Virtual Collaboration in employee management
Since data collection and analysis are time-consuming, manual processes, decisions made in traditional settings are frequently based on outdated or inadequate information (Sari, Bendesa and Antara, 2019). Conversely, digital transformation facilitates the collection and analysis of vast volumes of data, providing managers with up-to-date, comprehensive insights for better decision-making. Furthermore, the fundamental objectives of traditional management approaches are status quo maintenance and progressive advancement (Staples, 2018). Conversely, digital transformation fosters a creative and flexible culture that enables companies to quickly respond to market shifts and implement new business plans.
According to Pernille Bjørn and Ojelanki Ngwenyama, (2020) it was importantly noted that the virtual collaboration can strengthen the performance of the employee and employee engagement because the employees see the virtual collaboration method as a system for preserving the time and managing time accurately (Kurniawan and Heryanto, 2019). In addition, the employee engagement is a factor of the freedom of working. So, the employees can reschedule their timing of office duties. Whenever the employee needs help from other employees, it is easy for the welfare of the digital transformation. More importantly, remote working helps the employee to do a thing very specially because the whole duty of the task ascends upon the employees believed the employees. It was significant to notice that because employees perceive virtual collaboration as a way to effectively manage and preserve time, it can improve employee engagement and performance. Additionally, the freedom of working has an impact on employee engagement. Employees can thus rearrange their workplace work schedules (Evangeline and Ragavan, 2020). It is simple for the welfare of the digital transition when an employee wants assistance from other workers. More significantly, remote work enables employees to accomplish tasks, particularly as the entire task's responsibility rests on the employees.
[bookmark: _Toc184195815][bookmark: _Toc184238027][bookmark: _Toc184389518]2.5 Digital transformation in the UK hospitality Industry
According to Xusen Cheng et al., 2023 it was found that during COVID-19, the UK industry started incorporating digital transformation in the workplace and business process. It started to digitalise the workplace and distance working in order to keep its employees motivated and connected with the organisation’s goal. It was discovered that the UK industry began implementing the digital transformation in the workplace and business processes during  COVID-19 (Yaneva, 2021). The company began using digital workplace initiatives and remote work arrangements to maintain employee engagement and motivation towards the organisation's objectives (Cheng et al., 2023).
The rise of remote work and virtual collaboration has significantly changed the nature of the modern workplace (Yaneva, 2021). This trend has been exacerbated by global events, most notably the COVID-19 epidemic, which has forced many organisations to quickly adapt to remote work arrangements. Many organisations and employees now prefer this method of working, even if it was first essential. Working remotely has changed where and how individuals finish their work, making a larger reliance on digital tools for communication and teamwork necessary (Waller, 2021).
It has been noted that the virtual team management plays a critical role in distant work environments and it maintains the team cohesiveness despite geographic distance, being mindful of the dynamics of relationships across remote teams and ensuring that communication is clear and effective in conveying the message (Sinha et al., 2014). However, key concepts in virtual team management strongly need to emphasize the importance of communication, trust, and shared goals in order to ensure team effectiveness. In addition, in today's remote work environment that utilise the wide range of digital technologies is crucial to facilitating effective communication and employee engagement at the workspace (Potter, Cooke and Balthazard, 2022). This transformation includes employing video conferencing services like Zoom and Skype, collaborative project management tools like Trello and Asana, and instant messaging systems and others (Waller, 2021).
But it needs to be mentioned that the team members that are adept with these technologies are better able to convey ideas clearly and work together efficiently. This is how the employee feels valued, connected, and engaged even when they are physically separated. But time management is another crucial issue in the remote work equation and the lines between personal and professional life are frequently blurred in virtual settings, making it challenging to maintain a healthy work-life balance (Tsvangirai and Chinyamurindi, 2019). More importantly, by utilising time-tracking software and productivity techniques like the Pomodoro Technique may help remote workers stay focused on their job, maximise their production, and set aside time for hobbies and personal interests. Digital workplace features require a different strategy for team development than traditional office setups because building a feeling of community, establishing virtual social interactions, and exchanging personal experiences are all crucial to building effective remote teams (Dwivedi et al., 2021).
It is emphasised that building a friendly and encouraging work environment in the digital era requires recognising and celebrating successes and milestones. Here flexibility and adaptability are critical skills in remote work environments because remote workers frequently have to overcome technology challenges, acclimate to new work practices, and cope with erratic work schedules. This transformation has necessitated a development mindset, openness to new concepts, and the ability to remain composed and productive in the face of changing circumstances. Digital transformation in the hospitality sector changes to remote work and virtual collaboration has many benefits, but there are also some disadvantages (Dwivedi et al., 2021). One of the primary advantages is more flexibility and anyone can reschedule it remote workers may be able to better balance their personal and professional lives by tailoring their work schedules to meet their needs. The digitalised workers working in hotels and restaurants may see an increase in job satisfaction and productivity as a result of being allowed to work during their most productive hours. After all, one further significant benefit is that you may draw from a global talent pool (Martin et al., 2023). Employing people only from inside their immediate area is no longer an option for businesses. Businesses can now find the best people on the globe because of its wider reach, which fosters diversity and brings in a variety of perspectives and abilities.
[bookmark: _Toc183723025][bookmark: _Toc184195816][bookmark: _Toc184238028][bookmark: _Toc184389519]2.6 Research Gap
A range of research has been conducted in order to explore the impact of digital transformation on employee performance in the hospitality industry. However, this research mainly finds a gap here that researchers have yet to conduct on digital transformation and employee motivation and engagement (Pandita and Bedarkar, 2018). This research is different here in that it has collected secondary data from different sectors and along with the primary research data. 
[bookmark: _Toc184195817][bookmark: _Toc184238029][bookmark: _Toc184389520]2.7 Conclusion 
The effective implementation of digital transformation has also improved communication within the organisation, enabling staff members to better understand their roles and responsibilities in relation to the goals and objectives that have been established by the organisation. Effective communication fosters cooperation between teams and other employees, which in turn boosts production within the organisation (Agrawal, Narain and Ullah, 2019). Therefore, as stated by Lead (2022), increased productivity and cooperation, a clearer awareness of one's own tasks and responsibilities, a better grasp of the workplace and organisational goals and objectives, and higher levels of collaboration all lead to increased employee motivation and engagement. Better training chances with more adaptable and efficient training approaches are also made possible by digital technologies. Myriam Karoui (2010), found that the virtual team development is easy but it hard to manage the employees at the same time and each employee are not same-minded that create troubles in team management.


[bookmark: _Toc181143015][bookmark: _Toc183723026][bookmark: _Toc184195818][bookmark: _Toc184238030][bookmark: _Toc184389521]Chapter 3: Research Methodology 
[bookmark: _Toc181143016][bookmark: _Toc183723027][bookmark: _Toc184195819][bookmark: _Toc184238031][bookmark: _Toc184389522]3.1 Introduction
The research methodology is regarded as a collection of tools, strategies and processes that are used in collecting research data, analysing the research data and presenting the research data in a befitting manner for the easiness of the research readers (Keightley, 2020). In addition, the research methodology includes the research philosophy, research approach, methods, population, sample and collection methods. This research used the quantitative research method in collecting and presenting the research data (Harvard Catalyst, 2022). The Onion research model has been followed in this research. For example, the research onion model links positivism research, deductive research, secondary research, quantitative research and limited sample size in collecting the research data.
This research has followed the research onion in collecting and presenting the research data because the research onion is able to present the research methodologies so that makes the findings reliable and readable to the readers of the research (MacDonald, 2017). Because the research onion may arrange the research procedures in a way that makes the findings trustworthy and understandable to the research's readers, this study has followed it while gathering and presenting its data.
[bookmark: _Toc184365920]Figure 2: Research Onion Model
[image: A diagram of a scientific process

Description automatically generated]
Sources: (Saunders, Lewis, and Thornhill 2012)
The first circle of the onion method describes the different philosophy used in the research used as interpretivism, critical realism, positivism, pragmatism and others (Phair and Warren, 2021). The research philosophy circle is important to conceptualise the research theme and finding of the research based on the positivism, interpretivism and pragmatism research. 
The second section talks about the deductive and induction research methods which are used to drive the research origin. The second circle concentrates on the research approach, highlighting that the researcher has utilised a deductive approach, due to the research being guided by a predefined theme. 
The third step talks about the different methods for presenting and interpreting the research data. Gradually, the method draws near the data analysis of the research. Here the researcher has used the qualitative research approach because the descriptive nature of the research.
Then the research strategy talks about the type of research conducted here. Experimental, survey, case study, narrative and action research are most of them. The research has focused on the survey type research because the research collected primary data by using interview method. 
[bookmark: _Toc181143017][bookmark: _Toc183723028][bookmark: _Toc184195820][bookmark: _Toc184238032]The time horizontal of the research is cross-section because the research collected the research data from different area of hotel management and restaurants.
[bookmark: _Toc184389523]3.2 Research Philosophy
This research used positivism research because the research has a theme and researchers have been stuck to the research objective to conduct the research (Tüzemen, 2020). Basically, positivism research emphasises on empirical observation and aligns with the scientific research method for ensuring reliability. In essence, positivism research emphasises on empirical observation and aligns with the scientific research method for assuring reliability; this is why the research employed positivism research because it has a theme and researchers adhered to the research objective to conduct the research (Strauss and Corbin, 2017). More importantly, the positivism research does not allow the research to entangle unnecessary things into the research and it solely asks the researcher to get stuck with the research objectives and aim only. The positivist approach to research prohibits the inclusion of extraneous elements and instead encourages the investigator to focus exclusively on the goals and objectives of the study. The disadvantage of the positivism research is that it deals with small amount of research data that limit the researcher’s findings (Kyne, 2021).
The positivist method finds and validates a set of probabilistic causal laws that may be used to forecast broad patterns of human behaviour by fusing "deductive logic with precise empirical observations of individual behaviour" (Neuman, 2014, p. 97). The positivist approach's primary focus, the search for universal laws, is known as nomothetic, which translates to "pertaining to the search for general laws" (Macquarie Dictionary, 1987, p. 1158). Figure 1.1 shows how the components of the positivist research process come together primarily in a linear fashion (with the exception of the first phases).
The post-positivist view, which persisted throughout the twentieth century and permeated modern sociology, holds that ideas can only be tested, whereas positivists believe that they can be constructed. Post-positivism believes that the truth is unreachable, whereas positivists place a strong emphasis on discovering it (Korkmaz, 2017). While post-positivists stress the need for improvement and reject perfection as an impractical goal, positivists strive for perfection. Post-positivism highlights a balance between the scientific method and common sense, whereas positivism favours the scientific approach and distances it from the daily comprehension of reality. In terms of research methodologies, positivists tend to favour quantitative approaches over qualitative ones. This is because the foundation of quantitative research is the use of scientific procedures, with a focus on cause and effect (Gelsthorpe, 2019). On the other hand, qualitative research relies on straightforward, incalculable methods and does not use numerical data. In the social realm, positivists trust the former and avoid the latter because of these stark contrasts (Dawadi, Shrestha and Giri, 2021). The researchers' scientific beliefs are firmly established by quantitative data. Studybay.com/blog/advantages-and-drawbacks-of-positivism/ is the source.
[bookmark: _Toc181143018][bookmark: _Toc183723029][bookmark: _Toc184195821][bookmark: _Toc184238033][bookmark: _Toc184389524]3.3 Research Approach
The deductive research approach was implemented for this research because of its suitability with the research nature (Woiceshyn and Daellenbach, 2018). The inductive research starts with the lower part of the research collecting the research data first. Followed by data analysis and theme development finally. This research allows the researcher to collect much data and goes beyond the research theme, objectives and aims. The research finding is not precise but deductive research is useful in generating the to-the-point results that are relevant to the research objectives. The lower portion of the research process gathers the research data first in an inductive manner, then comes theme development and data analysis. 


[bookmark: _Toc184365921]Figure 3: Deductive vs. Inductive research approach
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Source: (Schoonenboom and Johnson, 2017).
This study surpasses the research theme, objectives, and goals while still allowing the researcher to get a large amount of data. Although the research findings are not exact, the deductive research method is helpful in producing concise results that are pertinent to the study's goals (LESAGE and WECHTLER, 2019). The disadvantage of the deductive research is merely accuracy of the research premises and it simply depends on the hypothesis (Schoonenboom and Johnson, 2017).
People employ the psychological process of deductive reasoning to solve issues and make decisions. Being a cognitive function, it is an intentional intellectual effort similar to comprehending and reasoning. In deductive reasoning, a specific conclusion is reached by using broad concepts or premises. Theory formation, hypothesis formulation, data collecting, data analysis, and conclusion are the primary steps in the deductive research method. Finding an issue or question, analysing the literature, and developing a theoretical framework are the first steps for researchers. Basically, deductive research advocates the two or more true premises that support the conclusion. After all, the main goal of inductive research is to generate a theory or hypothesis by collecting and evaluating existing research data (Johnson and Onwuegbuzie, 2016). 
Based on this research, researchers are found to start with particular research theme and observations before moving on to more general hypotheses for the development of whole research. When there is no established hypothesis to explain the observations being made, deductive research is frequently employed by creating a hypothesis based on research theme. This research type explains trends or connections in the data is the aim of inductive research.
[bookmark: _Toc181143019][bookmark: _Toc183723030]More importantly, the deductive research is a type of study that starts with a theory and uses existing data. It analyses and proves its viability in making sense the research objectives (Grover, 2015). These theories, notions of research are then put to the test by gathering data and comparing research finding. It is then examined to see whether it confirms or disproves the existing idea or theories. In quantitative research, when data is gathered using systematic techniques like surveys the deductive research is frequently employed because of its advantageous position and relevancy too (Taherdoost, 2022). The deductive research follows the steps like formation, hypothesis formulation, data collecting, data disseminating, data analysis, and drawing the conclusion are the primary steps in the deductive research (Johnson and Onwuegbuzie, 2016). Determining the question by analysing the literature, and developing a theoretical framework are the important steps for researchers in the deductive research. With a view to examining the theory that is existed, it is necessary to gather and examine data whether or not the evidence confirms the hypothesis is the basis for their conclusion. This is how the research goes and comes to end to give a good sense to the reliability (Bryman, 2017).
[bookmark: _Toc184195822][bookmark: _Toc184238034][bookmark: _Toc184389525]3.4 Research Method
The quantitative research method has been applied in this research because the research used both primary and secondary research data. The advantage of the quantitative research method is that it is fast, focused and reliable in exploring the research data. In secondary research the quantitative research method is applicable. Since this study included both primary and secondary research data. (Goodwin, 2020). The speed, focus, and reliability of the quantitative research method make it advantageous for analysing research data. The quantitative research method can be used in secondary research.
On the other hand, the qualitative research is based on descriptive research that suits to inductive and interpretivism research which is why is not selected here. The qualitative research focuses on a long narrative of the research findings having no particular variables. Making somewhat confident claims about large human populations is one of the primary goals of quantitative research for sociologists. Regularity and recurrence, which are hypothetic-deductive premises found in the natural and physical sciences, are often accepted in such claims. The selection of the population (or universe) to be examined is frequently the first step in quantitative research, depending on the type of issues to be addressed (Loizos Symeou and Iasonas Lamprianou, 2008).
Quantitative research techniques are effective instruments for investigating and comprehending complex phenomena. Through the application of statistical analysis and meticulous data-gathering methods, researchers may provide insightful findings with high reliability and validity. Quantitative research has applications in many different fields, which makes it a crucial part of evidence-based decision-making (Khan and Haider, 2017). Embrace the potential of quantitative research techniques to discover a wealth of information.
In order to measure market trends, habits, and preferences, quantitative research collects and analyses numerical data. This method provides tangible statistical information that can be examined objectively and gives an organized and methodical approach (Chetty, 2016). A systematic questionnaire with closed-ended questions is used in the quantitative research approach. It produces the restricted results specified in the study request. Therefore, the findings may not necessarily be a generalized representation of the real event. Additionally, because of the researcher's selection, the respondents' possibilities for answers are constrained. It might be challenging for researchers without a background in statistics to do the comprehensive statistical analysis needed for the quantitative study. 
Since statistical analysis is a scientific field, it is challenging for non-mathematicians to do. Since the data for qualitative research is often collected from secondary research and from a limited number of sample numbers, researchers may pay participants in-person visits in their homes or other settings for the purpose of the data collection (Conroy, 2022).
Rationale for choosing the quantitative research
In addition, the researcher must assess and interpret the data in light of its context the research has by searching for trends or patterns. Usually, the quantitative research method is conducted using instruments (like surveys) rather than humans (like a researcher conducting interviews) because it is easy to access the data and data suits the quantitative research (Khan and Haider, 2017). The researchers must interpret the data in qualitative patterns in order to formulate hypotheses is another important distinction, but the goal of a quantitative analysis is to test a hypothesis based on the research theme. When doing primary research, researchers use mixed methodologies research (MMR), which combines both qualitative and quantitative inquiries (Tenny, Brannan and Brannan, 2022).  Researcher might obtain the "what" or data by combining the two forms of research, which makes it easier to assess and monitor trends. A form of user research known as "mixed methods" integrates both qualitative and quantitative techniques into a single study (Brannen, 2017).
Basically, the quantitative research is to generate knowledge and create understanding about the social world. The quantitative research sticks to the research objectives, aim and the research theme. For this reason, the quantitative research is suitable for this research too. 
[bookmark: _Toc181143020][bookmark: _Toc183723031][bookmark: _Toc184195823][bookmark: _Toc184238035][bookmark: _Toc184389526]3.5 Research Strategies
This research was conducted based on the hospitality industry in order to explore the impact of the digital transformation on employee performance. The researcher collected the research data from some hotels and restaurants. For this reason, the researcher focused on the hospitality industry solely for interpreting and relating the research findings (Li, 2015). The researcher does not go beyond the hospitality industry in collecting and presenting the data because the researcher wants to maintain accuracy and reliability. The researcher wanted to explore how digital transformation relates the employee engagement and job satisfaction once the employees come to experience the digital transformation at the workplace (Wasti et al., 2022). For this reason, the researcher uses secondary research data and primary research data using mixed research methodologies. 
The hospitality sector served as the basis for this study because the researcher gathered research data from a few lodging facilities, dining establishments, restaurants and hotels. 
Because of this, the researcher only used the hospitality sector to understand and relate the research findings. The researcher wished to preserve accuracy and dependability, they only gathered and provided data from the hotel businesses and restaurants (Cuervo-Cazurra et al., 2020). After workers experienced the digital revolution at work, the researcher aimed to investigate the relationship between job satisfaction and employee engagement. Because of this, the researcher used mixed research approaches to use both primary and secondary research data.
[bookmark: _Toc181143021][bookmark: _Toc183723032][bookmark: _Toc184195824][bookmark: _Toc184238036][bookmark: _Toc184389527]3.6 Data collection method
The research data was collected from 141 respondents from different hotels and restaurants in the UK in order to explore the digital transformation in the workplace in leading the employee motivation and employee engagement. The secondary research data was collected from secondary sources (Shea et al., 2020). A questionnaire was used in order to assemble the research data from the respondents. The respondents were recruited through their personal mail and they were sent the questionnaire through their personal mail. The research gathered the primary data based on a questionnaire that the researcher gave them to fill up. Students having placement in hotels or restaurants, workers and employees were approached in order to assemble the research data. Besides, front office management, hotel or restaurant employees and management were used as data sources (Petty et al., 2019). The business address was used to reach them and recruit them for collecting the research data. The target respondents are the workers within the hospitality industry of work in business operations such as marketing, production, delivery, front office manager and others.
[bookmark: _Toc181143022][bookmark: _Toc183723033][bookmark: _Toc184195825][bookmark: _Toc184238037][bookmark: _Toc184389528]3.7 Population and sample
A total of 141 participants were chosen for data collection. Population is regarded as the whole area of the research and samples are chosen from cluster observation from the research area. It is advantageous for the research conducting the research based on the sample because access to samples is easy and collecting the sample is easy (Shukla, 2020). The sample is selected using cluster observation from the study region, and the population is considered to be the entire research area. Because obtaining and collecting the sample is simple, it is beneficial for the study that is being conducted using the sample. On the other, the researcher wouldn’t be able to reach the research respondents (populations) easily because it is time-consuming, dangerous and impossible sometimes (Banerjee and Chaudhury, 2010).  
[bookmark: _Toc181143024][bookmark: _Toc183723034][bookmark: _Toc184195826][bookmark: _Toc184238038][bookmark: _Toc184389529]3.8 Ethical consideration
The Data protection Act 1998 was followed in collecting and preserving the research data and no respondents were harmed with the conduction of the research.  The present study aims to conduct research with a high degree of veracity and in compliance with the University's "Research Ethics and Integrity Code of Practice (Hatcher and Aragon, 2020)." This was achieved through the use of rigour in research execution, adherence to established protocols, and objective, unbiased presentation of findings. Additionally, open communication and transparency were demonstrated at all times, and all parties involved in the research process were treated with care and respect. All collected data was also be carefully examined in terms of anonymity, storage, confidentiality, and protection. 
[bookmark: _Toc181143025][bookmark: _Toc183723035][bookmark: _Toc184195827][bookmark: _Toc184238039][bookmark: _Toc184389530]3.9 Limitations of the research 
The research might face limitations in collecting some valuable data because getting access to everywhere is not possible. Some research respondents might not give real data and they might take it easy. There is a time limitation with the research. The researcher is also new here so, he might lack important knowledge of the research (White and Toumi, 2020). The researcher own knowledge has been identified as the greatest limitation for the research because the researcher might not determine the research aims, objectives and research questions with the limited knowledge and skill of the research.
The research data was collected from the respondents, so they might not provide the real information the researcher actually needed on developing and presenting the research findings. The biggest research restriction has been found to be the researcher's own knowledge, since this may prevent the researcher from determining the goals, objectives, and study questions given their restricted expertise. The researcher acknowledges the shortcoming as a result. Furthermore, although the respondents were regarded as the source of the research data, they may not give the researcher the precise details required to produce and present the study conclusions (Chen, Wang and Fang, 2017).
The researcher had some constraints due to being new to this profession. Even though there were some challenges in carrying out the project because of the limits, the researcher managed to overcome them and successfully finished it. The researcher was inexperienced in this field, for instance so with the assistance of the project supervisor, this issue was resolved. However, there were additional definitions and terminology that the researcher was not familiar with. Understanding the terminologies and their explanations was crucial to the endeavour (Lacy, 2020). The researcher learned such definitions and concepts by reading various books and using the internet. Another restriction the researcher faced was gaining access to the business. Researcher access to the corporation was facilitated by its authorities. Ineffective communication was another issue with this project. 









[bookmark: _Toc184389531]Chapter 4: Data Analysis / Findings 
[bookmark: _Toc184389532]4.1 Introduction 
This chapter analyses the data collected using the questionnaire to achieve research objectives. The study included 141 UK hospitality workers and examined UK hospitality employee motivation and engagement after digital business process change. Motivation and engagement in digital transformation programs were examined. The researcher sought patterns, trends, and themes. Digitalisation is the process in which tools like apps, automated scheduling, and task management software are used for employee motivation, engagement, and workplace happiness (Degirmen et al., 2024). Employee motivation and engagement with digital technology and activities were investigated. Organisations need digital communication platforms, training courses, and performance-tracking systems. These tools engaged workers and created a dynamic, collaborative workplace. Excel was used for the purpose of data analysis. ANOVA, regression, correlation, covariance, and t-test are Excel data analysis tools which were used to analyse the data which was collected (White and Toumi, 2020). These tools were chosen because they were helpful in assessing the data and ensuring that the aim and objectives have been achieved.  The analysis is based on four main segmentation which are demographics, digital tools and technologies, impact on motivation and engagement and challenges and opportunities.  The objectives of this research were: 
1. To investigate the different digital methods used in the business process that improve employee motivation and engagement in the hospitality industry
1. To examine the importance and implication of digital transformation in enhancing employee motivation, and engagement in the hospitality industry
1. To determine the factors of digital transformation in business processes that shape employee motivation, and engagement effectively and notably. 

[bookmark: _Toc184389533]4.2 Findings
[bookmark: _Toc184389534]4.2.1 Section 1: Demographics 
Section 1 of the questionnaire was about the demographics of the respondents. Knowing about these is important to make sure that the people who took part in the study were from the same demographics which the researcher wanted to study. 


[bookmark: _Toc184365922]Figure 4: Regional Distribution of Respondents

Source: Developed by the author 
According to the above column chart 52% of the respondents work in England, 25% in Wales, 15% in Scotland, and 8% in Northern Ireland. A geographic focus, like 52% of respondents from England, helps measure hospitality sector enthusiasm and involvement across demographics. 38% of people with 4–6 years of experience had more digital tool exposure than 15% with less than one year. Experience affects digital transformation tool comprehension and use, supporting the main research purpose (Qiao, Li and Hong, 2024). Better digital tools and resources affect employee engagement and motivation in global hospitality companies. According to Maslow's Hierarchy of Wants, job stability and belonging motivate people (Alshammari and Asaari, 2024). Regional comparisons of labour satisfaction and digital project involvement are possible in the UK. Digital transformation methods vary by area and employee engagement. 
[bookmark: _Toc184365923]Figure 5: Types of Establishments Represented

Source: Developed by the author 
33% of respondents in this study work in restaurants, 6% in hotels, and 61% in hotels and restaurants. Since they need more complex reservations, customer service, and communication systems, integrated hotels and restaurants adopt digital technology faster. As 67% of participants are full-time workers, most have long-term affiliations with such companies. These findings provide digital ways to involve employees in various business activities, supporting the second research objective. Digital task or workflow management systems were used by full-time restaurant workers (Bekele and Raj, 2024). Employees adopt digital technologies to improve workflows, communication, and customer service. Maslow thought that meeting functional requirements like communication increased job satisfaction and motivation (Degirmen et al., 2024). Digital transformation reduces stress and improves workplace stability, addressing employee safety and security. The company controls how digital tools affect employee engagement and satisfaction. 
[bookmark: _Toc184365924]Figure 6: Departments of Employment

Source: Developed by the author 
The respondents of this study worked in 6 different departments. Food and beverage (34%), front office (23%), administrative/support (23%), cleaning (13%), and engineering/maintenance (6%), rank highest. Based on departmental allocation and digital tool utilisation, the front office values reception, scheduling and communication. These advances emphasise the need for tailored digital solutions to improve motivation and engagement in certain operational situations, helping the third study objective uncover motivation factors (Barykin et al., 2021). Food and beverage workers put clients first, which boosts hospitality employee engagement. POS, digital menus, and smartphone ordering improve efficiency and customer happiness. Ergonomics motivated food and beverage workers (Qiao, Li and Hong, 2024). By simplifying labour and increasing autonomy, digital technologies boost Maslow's esteem and self-actualization, motivating employees. Thus, the department-specific effects of digital transformation reveal how technology influences hospitality employee engagement across jobs. 
[bookmark: _Toc184365925]Figure 7: Employment Status

Source: Developed by the author 
67% of the respondents of this study work full-time, 19% part-time, and 13% apprentice or student. Full-timers prioritise technology and long-term goals, making them less flexible. 67% work full-time and 35% have 1–3-year tenure which means employees have stability in employment. This helps to understand why 45% of the employees are highly motivated. These findings support long-term digital transformation goals to motivate, the second research objective. Digital transformation improves daily operations, which full-time workers value more due to longer workdays. Secure jobs boost professional engagement and technology adoption, according to motivational theories (Haski, Roza and Brammer, 2020). Most respondents worked full-time, which had enhanced job security and workplace digitisation incentives. Part-time and temporary workers resist new technology owing to employment insecurity and limited advancement. 
[bookmark: _Toc184365926]Figure 8: Employment Duration in Current Role

Source: Developed by the author 
Most respondents (35%) have worked 1-3 years, while 38% have worked 4-6. Employee motivation was affected by position length. Long-term workers resist digital change because they prefer familiar systems. Digital technology improves efficiency or career advancement for certain workers. Maslow's Hierarchy suggests role growth can realise self-actualization (Hizam et al., 2023). Digital transformation can boost long-term employees' self-esteem by teaching new skills. Younger workers acquire technology faster, affecting engagement. 
[bookmark: _Toc184365927]Figure 9: Age Range of Respondents

Source: Developed by the author 
Among the respondents 26% are 16-27, 26% 42-56, and 2% over 56. Workplace digital transformation reactions vary by age. If new technology overwhelms or is unnecessary, older workers lose motivation. The digitally savvy age group is 28–41 (46%). Tech-savvy was linked to tool usability since 59% found digital tools easy. This means that user-friendly tools aid in shaping employee motivation (Bilgili and Koc, 2021). Maslow's theory states that demands vary by life stage (Arora, 2024). Younger workers desire professional growth through new technology, while older workers value job security and stability, seeking comfort that digital advancements would not threaten their position. Consider age and digital transformation tool usage when engaging hospitality workers. Digital transformation motivates and engages individuals varying by establishment, department, job rank, tenure, and age. Hospitality managers can use Maslow's theory and other motivational frameworks to engage employees digitally by knowing these aspects. 
[bookmark: _Toc184389535]4.2.2 Section 2: Digital Tools and Technologies
The questions in this section of the questionnaire were related to objective one of this study. That means assessing the result of this section was helpful in achieving objective one of this study and its aim. A study examined how digital tools and technologies could motivate UK hospitality workers. Digital tool uptake, usability, and staff preferences were examined in Section 2. Digital technologies boost company efficiency, employee satisfaction, and engagement, supporting digital transformation books. Survey data was displayed in a column chart, and statistical tests like ANOVA, t-tests, and covariance were conducted to analyse data. 
[bookmark: _Toc184365928]Figure 10: Frequency of Digital Tool Usage

Source: Developed by the author 
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The survey found that 41% frequently and 36% very frequently use digital devices. Most respondents used digital tools frequently, making them crucial to hospitality. The technology can increase engagement over motivation, and 77% support digital transformation. This study shows how digital transformation influences employee engagement, supporting the second research objective. The ANOVA demonstrated a statistically significant difference in tool usage between groups (here groups mean the participants who answered question 2.1 on the frequency of tool use), with an F-value of 8.41, above the critical value of 5.99, and a p-value of 0.027, below 0.05. It showed employees used digital tools differently. This shows that the people who took part in this study had a variety in using digital tools. Digital transformation research demonstrates digital technologies engage employees. Technological integration in organisational processes increases productivity, manual labour reduction, and employee engagement. Ruel and Njoku (2020) found that frequent use of digital technologies simplifies complex activities and boosts autonomy and pleasure (Adekuajo et al., 2023). Research reveals that digital technology enhances productivity and autonomy for most jobs. Digital tools motivate hospitality workers. 





[bookmark: _Toc184365929]Figure 11: Ease of Use of Digital Tools

Source: Developed by the author 
	t-Test: Paired Two Sample for Means
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The large percentage of positive ease-of-use replies implies most employees were comfortable using their digital tools. Digital technology implementation was easy for 59% of companies and difficult for 10%. Compared to department-specific data, 6% of engineering and maintenance training could improve usability, satisfying the first research objective. Most of the respondents who answered that using digital tools was easy were in the age group of 28-41 age group. The researcher tested usability with paired sample t-tests. T-statistic was 1.78 and the p-value was 0.148, therefore variables were not significantly different. The respondents' ease of use was identical, indicating all personnel could use digital technologies. Davis' 1989 TAM promotes digital tool usability (Schaft et al., 2022). Using simple digital tools boosts productivity and engagement. Many responders accepted and used the instruments due to their simplicity. Simple, intuitive technology boosts employee engagement (Alwani et al., 2023). This question highlights how user-friendly tech motivates. 
[bookmark: _Toc184365930]Figure 12: Most Useful Digital Tools

Source: Developed by the author 
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Digital scheduling tools rank highest (24%), followed by online training platforms (23%), and staff apps (21%) in the survey. According to age and tenure statistics, younger, less experienced professionals favour scheduling tools and older workers prefer training platforms. These findings provide motivation-boosting methods for which businesses can follow. Results show hospitality professionals' schedules, tasks, and learning preferences. Online training and scheduling speed up operations and boost worker development, according to a column chart. The covariance mean was 0.6988. The study found a strong correlation between digital tool usability and usage frequency. Research demonstrates that using useful tools more often boosts employee engagement. Time management in hospitality requires computerised scheduling. These strategies improve task allocation, scheduling conflicts, and staff satisfaction (Abolnasser et al., 2023). Online training engages and develops employees as it can make sure that the employees who found using digital tools difficult (12 respondents) learn to use them. Digital scheduling and online training platforms foster these approaches (Paul et al., 2024). Working efficiently and improving skills with technology boosts engagement.
[bookmark: _Toc184389536]4.2.4 Section 3: Impact on Motivation and Engagement
This section's questions are related to objective two of this study. IT studies the digital revolution's impact on workplace motivation and engagement. As firms adopt new technologies, digital tools are being researched to boost employee performance and satisfaction (Santoso, Sulistyaningtyas and Pratama, 2022). The part discusses four digital transformation concerns that affect motivation and engagement. The poll measures digital transformation employee motivation. ANOVA, regression, and t-tests show digital transformation impacts employee engagement. Comparing these findings to literature review theories applies research to practice. 
[bookmark: _Toc184365931]Figure 13: Importance of Digital Transformation

Source: Developed by the author 
	ANOVA: Single Factor
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This question evaluated how digital transformation influences employee motivation and engagement. 77% value digital transformation, 3% disagree, and 1% are confused. The digital transformation inspired 77% and 41% used digital technologies. This suggests digitally active hotels and restaurants profit most (Mikalef and Parmiggiani, 2022). The second and third study objective was supported by showing how digital change affects the key hospitality industry. These data imply digital transformation increases employee engagement. The table was supported by ANOVA's P-value of 0.027362, below 0.05, showing a significant difference between groups (respondents of question 3.1 on the importance of digital transformation). Digital technologies engage and motivate workers. This validates digital transformation literature that boosts productivity, cooperation, and employee engagement (Wynn and Lam, 2023). Digital tools improve distant work, resource availability, and communication (Fitzgerald et al., 2014). Theory and survey show digital change motivates and engages. 
[bookmark: _Toc184365932]Figure 14: Influence on Motivation and Engagement

Source: Developed by the author 
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	0.002268
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Digital transformation was tested for worker motivation and engagement in two studies. The survey found 77% thought it might motivate, 1% disagreed, and 1% confused. Another 20% claimed digital transformation sometimes hurt them. Administrative and support staff benefited more from communication tools, whereas operational activities require efficiency. These findings were related to objective three of this study. Digital transformation explained all motivation and engagement variance with R-squared 1 (regression analysis). Motivation and digital transformation are strongly correlated (F = 9.4E+31, p-value 2.42E-48). Improved digital technologies that speed up procedures and boost job satisfaction motivate people. This study implies that digital technologies motivate people by improving communication, information, and production (Turner, 2019). Digital platforms reduce stress and enhance job satisfaction and motivation. The study shows that digital transformation engages workers. 

[bookmark: _Toc184365933]Figure 15: Specific Impacts of Digital Tools

Source: Developed by the author 
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This question examined digital employee motivation and engagement. Digital technology improved management communication, career progression, efficiency, and workplace value. The above chart shows four related responses as it was related to the same question. 88% of respondents claimed digital technologies improved management co-worker communication, 71% said they increased professional advancement prospects, and 82% said they made work more efficient and less stressful. Additionally, 73% stated digital tools increased workplace appreciation. By enhancing communication, efficiency, and recognition, digital technologies motivate and engage people (Alzadjali, Adedeji and Mohammad, 2023). Improved communication was the most popular (88 strongly agreed), whereas professional growth resources were mixed (33 strongly agreed, 22 disagreed). This means, that communication tools work worldwide, but training methods must adapt to digital tool preferences (Liu et al., 2022). The matrix strongly correlates (correlation analysis) these characteristics. “Agreeing that job tasks became more efficient and less stressful” and “agreeing that digital tools helped them feel more valued and recognized” connected best (0.977). Digital advances improve value, morale, and productivity. Digital technologies boost workplace communication, productivity, and motivation (He et al., 2022). Improved skills and stress reduction promote employee engagement and happiness. Digital technologies engage and motivate workers, according to our research. 
[bookmark: _Toc184365934]Figure 16: Overall Motivation Levels

Source: Developed by the author 
	t-Test: Two-Sample Assuming Unequal Variances
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The final question addressed workplace motivation. Motivation was high for 45%, extremely high for 23%, and low for 30%. With 68% high or very high, digital technologies motivate. Age, tenure, and levels benefit experienced workers aged 28–41 most from such technology. Digital transformation motivates all demographics, supporting the second research objective. The survey respondents t-test showed a statistically significant difference between groups (the respondents of question 3.4 on overall motivation levels) with a t-statistic of 2.3185, greater than the needed 2.1318, and a p-value of 0.0406 (one-tail). Motivation is higher among most workers. Business culture, leadership, and technology motivate employees (Francis and Baum, 2018). Work control through digital transformation can motivate and engage workers. This study confirms the literature review's self-determination hypothesis that autonomy, competence, and relatedness motivate people (Ercik and Kardaş, 2024). Digital tools motivate job satisfaction and engagement, according to the poll. It confirms prior studies on digital transformation-driven worker motivation. 
[bookmark: _Toc184389537]4.2.5 Section 4: Challenges and Opportunities 
Employees face a number of challenges and opportunities while using digital tools. Knowing about those is important to make sure that solutions have been found (Bansal et al., 2023). This part of this analysis was focused on understanding challenges and opportunities. ANOVA and t-tests were used for analysing data. 
[bookmark: _Toc184365935]Figure 17: Challenges Faced with Digital Tools

Source: Developed by the author 
	t-Test: Two-Sample Assuming Unequal Variances
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Information on workplace digital tools is useful. Respondents were 41% change resistant. This reinforces prior results that employee resistance to new technologies hinders digital transformation (Malik et al., 2024). 33% of respondents needed training and 22% faced technical issues, highlighting the need for staff digital tool adoption readiness. Due to tool complexity, operational positions like engineering and maintenance (6% of respondents) had more technical hurdles than department-specific statistics. Due to training deficiencies, 19% of part-time workers may not be fully onboarded. These issues highlight digital technique hurdles to employee motivation and engagement, addressing the first research objective. T-tests showed that obstacle-faced respondents differed from others with a p-value of 0.031. The column chart's most and least cited difficulties include change aversion and training shortages for office digital transformation. With digital technologies, change management and training boost efficiency (Saini and Bhalla, 2022). 
4.2 What additional digital tools or improvements would you suggest to better support your role?
Question 4.2 was concerned about digital tools or upgrades that showed worker preferences. Communication, teamwork, and efficiency tools were most preferred, corroborating Suliman et al. (2023) findings that digital communication tools enhance productivity and engagement. For autonomy and efficiency, employees choose integrated task management, knowledge-sharing, and collaboration solutions with real-time information exchange. Task Technology Fit theory asserts that technology deployment requires tool capabilities to match user and task needs. Underuse of digital tools led to respondents seeking more training. This supports Schaufeli's (2017) digital transformation and skill development conclusions. Improved digital literacy training helps staff adopt new technology and boost productivity and satisfaction. Following the Technology Acceptance Model (TAM) hypothesis, respondents prioritised stress management and mental health awareness tools for work-life balance and employee well-being. This model suggests employees use well-being tools (Alrawadieh et al., 2020). AI/ML needed improved digital solutions. Employees advocated AI for data analysis, automation, and operational insights. AI increases decision-making, efficiency, and agility, say Islam et al. (2021). Digital solutions must meet employee needs to boost productivity, engagement, and organisational performance while implementing TAM, Task Technology Fit, and Digital Transformation (Bonnet and Westerman, 2020). 
[bookmark: _Toc184365936]Figure 18: Dependency of Hospitality Industry on Digital Transformation
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The digital change had mixed implications for UK hospitality recruiting and training. 38% said digital change required smart hires, and 23% said it was necessary. Digital technologies help hospitality function efficiently and interact with clients, so they hire and retain people (Plekhanov, Franke and Netland, 2022). Full-time employees (67%) with over three years of experience see digital transformation in workforce development more beneficial. The 30% who claimed the industry does not use digital transformation were older (42–56 years, 26%) or in less tech-intensive divisions. These findings complement the second and third research objectives by investigating how digital transformation boosts worker quality and motivation. ANOVA with a p-value of 0.018 shows industry workers differ on digital transformation's importance in workforce development. Digital transformation draws talent but is underrated, as shown by the column chart huge "somewhat" group. This study suggests hospitality sectors need digital transformation to compete and attract talent (Machado et al., 2021). The article suggests using digital tools in workforce development programs to maximise their potential. 
4.4 Can you provide additional comments or suggestions on how digital transformation can improve employee motivation and engagement in your organisation or the UK hospitality industry?
Question 4.4 responses showed how digital transformation motivates and engages employees. Office technology increases collaboration, they say. Real-time feedback and digital recognition systems were frequently mentioned, validating Cennamo et al. (2020) results that digital recognition increases employee engagement. Social Exchange Theory says reciprocal links and belonging boost engagement and commitment (Trujillo and Perez, 2021). Digital thanks and praise tools boost workplace culture. Feedback stressed career advancement. LMSs and e-learning were desired to tailor professional development. Kravariti et al. (2021) found that digital learning environments boost individual and organisational performance by increasing capabilities. Digital career development tools inspire learning with personal and organisational goals. The balance between work and life became crucial. Digital technologies save time and let workers enjoy hobbies. AlNuaimi et al. (2022) were right about digital transformation improving employee well-being and work-life balance. Job Demands-Resources (JD-R) theory suggests that digital tools alleviate stress and boost resources, motivating and engaging workers (Carlisle et al., 2021). Participants believed technology needed digital leadership training. Khalil et al. (2023) say digital leadership promotes technology use. To enhance productivity and happiness, link digital strategy with employee needs. 







[bookmark: _Toc184389538]Chapter 5: Conclusion and Recommendations 
[bookmark: _Toc184389539]5.1 Conclusion 
The aim of this study was to explore the digital transformation in business processes in strengthening employee motivation and engagement in the UK hospitality industry. This study was able to achieve the aim. Digital technology and methods were studied to improve employee motivation, engagement, and satisfaction and organisational processes. This study evaluated how digital transformation affects hospitality employee motivation due to the rapid pace of technological innovation and its rising impact on the workplace. The researcher studied digital operations, digital transformation, and employee motivation and engagement. In this study, many factors explain how digital transformation influences hospitality employee motivation and engagement. Digital communication platforms, learning management systems, and recognition systems engaged workers, the study found. Co-worker collaboration and digital management boosted staff engagement. Encourage digital technologies for skill development and professional advancement. Digital transformation for employee engagement demands overcoming change resistance and technology challenges. Successful digital transformation can motivate and engage personnel, according to the Social Exchange Theory and the Job Demands-Resources Model. Each of the objectives of this study was met. Below a detailed analysis of the objectives are given:  
Objective 1 (To investigate the different digital methods used in the business process that improves employee motivation and engagement in the hospitality industry): Hospitality operations' digital staff motivation and engagement solutions were the initial focus. Many digital technologies energised workers, data found (Correani et al., 2020). This address addressed LMSs, employee recognition tools, workflow solutions, and digital communication platforms. Digital communication increased staff-management collaboration and workplace inclusion, according to employees. Participating in decision-making and understanding company expectations encouraged workers. Career advancement through Learning Management systems boosted corporate and job engagement. Workers are motivated by recognition. These digital solutions boost staff engagement with real-time praise and appreciation. According to the survey, open communication, professional growth, and digital recognition improve employee engagement. Digital communication and appreciation increased employee engagement (Ly, 2023). The literature implies digital technology in company operations stimulates and engages workers. The investigation provided proof. 
Objective 2 (To examine the importance and implication of digital transformation in enhancing employee motivation and engagement in the hospitality industry: This second objective assessed hospitality staff motivation and engagement after digital transformation. Most responders said digital change improved their work experience and inspired them. Work has become easier and less stressful thanks to the digital revolution (Guandalini, 2022). Digital scheduling and task management systems enhanced productivity, reduced stress, and freed up time for important tasks. Work-life balance, essential to job satisfaction and motivation, increased with such technologies. Digital transformation companies value employee feedback. Engagement and inclusivity require real-time employee-management feedback technology technologies. According to Social Exchange Theory, valued and reciprocating employees boost business loyalty (Busulwa, Pickering and Mao, 2022). Digital learning tools enhanced employee growth and company involvement by offering new skills. Research implies digital career development platforms engage workers. According to this study, digital transformation related to organisational goals can motivate and engage employees. 
Objective 3 (To determine the factors of digital transformation in business processes that shape employee motivation, and engagement effectively and notably):  The final objective of this study was to uncover digital transformation features in organisational processes that motivate and engage people (Alt, 2021). The study discovered many factors affecting digital transformation's worker motivation and engagement benefits. First, digital technologies lacked usability and accessibility. Simple digital technology engaged workers. The Technology Acceptance Model (TAM) claims usability and utility boost technology adoption. Easy-to-use, job-relevant digital technologies are more likely to be integrated into daily routines, improving engagement. Digital tool adoption training and assistance for employees were crucial. New technologies need staff training for comfort and usability. Successful and motivated personnel need digital tool installation training and guidance (Barykin et al., 2021). Digital technologies inspired and engaged ready personnel. Digital tools' personalisation inspired workers. Valued employees engaged more with tailored digital tools. Digital tool alignment with organisational goals. Knowing how digital tools aided the organisation inspired employees. This supports findings that digital transformation projects should fit with organisational goals to involve people in business performance (Zahoor et al., 2022). Based on these beliefs, the study concluded that ease of use, training, customisation, and organisational goals motivate and engage digital business process transformation personnel. 
In conclusion, hospitality workers' motivation and engagement were affected because of digital transformation which ensured that the research question was answered. Digital technology encourages and engages people by improving communication, recognition, professional advancement, and work-life balance (Bhandari and Sin, 2023). Digital technology can enhance employee engagement when handled effectively and according to demands, according to this study. Research indicated that business process digital technology including communication platforms and teaching management systems motivated and engaged personnel. The survey concluded that digital change boosts workplace openness, inclusivity, and support. Easy usage, training, and connection with organisational goals boost employee engagement through digital transformation. This research boosts digital transformation and hospitality staff engagement (Wynn and Lam, 2023). Companies that use digital tools improve employee satisfaction, engagement, and performance. This study might assist hospitality companies engage staff through digital transformation. 


[bookmark: _Toc184389540]5.2 Recommendations
This research found areas in which hospitality management can improve. Recommendations arose from the survey's detailed look into employee digital tool experiences, motivation, and engagement. These solutions address employee challenges, maximise data-driven advantages, and boost workplace productivity, helpfulness, and engagement (Philip, 2021). These ideas can help the UK hotel industry embrace digital transformation to improve employee satisfaction and performance. 
Implement Comprehensive Digital Training Programs: Lack of digital tool training demotivate staff. 87 respondents said this hindered workplace digital technologies. Even while 83% of employees find digital technology easy, many still struggle. Hospitality needs efficiency and efficient execution (Turner, 2019). Digital, role-specific training closes the gap. Programs should teach new and current staff scheduling, task, and communication apps. Online training, hands-on seminars, and mentorship programs can assist employees in understanding how technologies work and how they might improve productivity and job satisfaction. Gaming training improves retention and interest. Staff can train with these tools. As technology improves, refresher training should teach new tools or methods to keep staff digitally fit (Trujillo and Perez, 2021). Question 4.1 indicated that 87 respondents considered missing training a major issue. It builds on question 2.2's positive view of digital products' ease of use to train employees on how to maximise their benefits. Digital literacy improves productivity, tool use, and employee satisfaction. 
Enhance Employee Recognition Through Digital Platforms: The survey found digital technologies boost employee value. Many (73 agreed, 52 strongly agreed) claimed digital technology motivates them at work by making them feel appreciated. This helps to realise that employees in the hospitality industry need recognition and it can be an effective tool for the hotels to motivate employees. Highly valued employees are more productive and determined, helping firms prosper (Suliman et al., 2023). Online employee recognition and feedback are needed in hospitality. Employee apps or intranet platforms that publicly acknowledge colleagues' achievements foster gratitude. Nominate co-workers for awards for great work or support. Digital leader boards and “Employee of the Month” awards show performance. This admiration encourages others in the company to achieve similar ambitions. Recognition of goals and milestones in performance management systems can help employees understand their career path (Schaufeli, 2017). Professional development and staff engagement would increase. Question 3.3 suggests this since many respondents indicated digital tools made them feel appreciated at work. By digitising this recognition system, the company can increase motivation, engagement, job happiness, and retention. 
Foster Collaborative Work Environments Using Digital Platforms: Digital tools improve employee-management communication, boosting productivity and engagement (42%, 88% strongly agree). Change resistance limits these technologies' potential, said 108 respondents. Employee pessimism about digital platforms' benefits can hinder them. Slack, Microsoft Teams, and other team communication tools should be promoted to reduce change resistance and boost collaboration (Santoso, Sulistyaningtyas and Pratama, 2022). Workers can share, collaborate, and communicate live with these tools. These systems improve collaboration, virtual meetings, and brainstorming. Regular change management training and awareness campaigns can help staff embrace digital transformation and these platforms' long-term benefits. Leaders must illustrate these technologies' benefits and urge staff to use them for improved communication. Staff issues like innovation resistance can be addressed at these meetings (Saini and Bhalla, 2022). This follows question 3.3's observation that digital technologies improved management-colleague collaboration. Train employees to overcome change resistance (question 4.1) and utilise collaboration tool potential to promote teamwork and employee engagement. 
Streamline Digital Tool Integration to Prevent Overload: Hospitality uses current tools, but 11 stated overload might cause confusion and lower productivity. Platform integration is tough, as 59 respondents’ experienced technical issues with these solutions. When employees face problems while using digital tools they tend to resist and that leads to dissatisfaction.  Stress can reduce tool efficacy. Companies should assess digital technology redundancy and overlap (Ruel and Njoku, 2020). One platform for scheduling, work management, employee feedback, and communication could simplify it. Management and procedure of complex systems would be simpler. Fix the 59 respondents' technological issues by building a solid, user-friendly digital infrastructure. Staff should use tools without interruptions or technical issues with timely maintenance and help (Qiao, Li and Hong, 2024). Offering dedicated support teams to promptly fix technical difficulties would enhance employee happiness. Tool overload and technology issues plagued question 4.1. Integration and user assistance reduce annoyance and improve digital tool performance, increasing employee engagement and productivity. 
Promote Digital Transformation as a Competitive Advantage: Digital transformation recruits and trains skilled personnel, according to 54 poll respondents; 32 think it does more. 42 uncertain respondents felt digital tools' strategic benefits need additional explanation. In today's competitive labour market, hospitality businesses must recruit and retain top talent (Plekhanov, Franke and Netland, 2022). Digital tool benefits can be marketed in targeted communication campaigns to provide organisations with an edge. Advertise case stories proving how digital transformation improved operations efficiency, worker satisfaction, and customer service. Companies should show how digital technologies boost workplace flexibility, modernism, and creativity. This should reach current and prospective workers. Companies should inform local communities, institutions, and industry groups of their digital transformation to appear forward-thinking. It would attract digital experts (Suliman et al., 2023). Question 4.3 explored digital transformation's talent draw. The advice addresses them. By emphasising the long-term benefits of digital transformation, businesses overcome unfavourable assumptions and become modern, enticing employers, improving recruitment and retention. 
Survey results suggest employing digital technologies to motivate UK hospitality workers. Training shortages, recognition, teamwork, tool overload, and change resistance can be addressed to boost workplace productivity, engagement, and support. Strategies harness digital transformation's potential and motivate people for long-term success. 

[bookmark: _Toc184389541]5.3 Contribution to theory 
This study examines how digital change affects hospitality workers theoretically and practically. By studying how digital technology and behaviour affect workplace dynamics, this study added to theories and offered practical guidance for improving employee engagement. They advance theory and industry knowledge. This study supports incentive, technology adoption, and organisational behaviour theories (Malik et al., 2024). 
Technical Acceptance Model (TAM): This theory asserts that new technology is embraced for its perceived utility and usability. The study supports TAM by showing that digital technology improves job efficiency, communication, and employee motivation. The findings imply that employees will accept digital transformation technology that improves task performance and teamwork. Digital solutions boost operational efficiency and employee pleasure, highlighting TAM's hospitality value.
Herzberg's Two-Factor Theory: This analysis uses Herzberg's 1959 Two-Factor Theory of Motivation, which distinguishes between hygiene and motivators. Digital tools promote hygiene and motivation. Digital solutions that improve communication, resource access, and work stress reduce hygiene dissatisfaction. Personal feedback and professional advancement motivate workers (Machado et al., 2021). Digital transformation supports Herzberg's claim that technology motivates workers. 
Social Exchange Theory: Companies that invest in digital technologies have more productive employees, indicating social reciprocity (Ly, 2023). Social Exchange Theory is applied to digital transformation, and employees view digital tools as a sign of business commitment, indicating how technology affects employee behaviour. 
This study offers hospitality and other industry advice. Digital transformation promotes employee engagement, not just technology. The research focuses on basic, practical digital tools for staff work. This is important because workers are more inclined to adopt digital tools to streamline and improve their work (Kravariti et al., 2021). Companies should value communication, real-time feedback, and skill development. These tools boost productivity and engagement. Research shows that workplace digital tool integration requires training and assistance. Poor employee digital tool training marred the probe. Focused training and support enhance digital investments and teach technology. Digital-era companies should prioritise staff development. 
This dissertation advocates strategic digital tool utilisation to improve operations and staff growth. Administrative automation frees up workers for more important tasks. E-learning and mentoring help people grow professionally and feel valued. Supporting operational goals and personnel development using digital technologies motivates and engages (Khalil, Kallmuenzer and Kraus, 2023). According to the study, digital transformation must fit the company culture. Hospitality digital transformation requires creative tools and culture. Hospitality leaders should encourage digital change rather than force it. Employee involvement in digital transformation and decision-making boosts technology adoption. 
[bookmark: _Toc184389542]5.4 Limitations and Areas of further research
This hospitality employee motivation and engagement study has some limitations. Quantitative techniques examined numbers and statistics first. This method finds data patterns, not employee experiences (Islam et al., 2021). No personal experiences are used to explain how digital technologies encourage and participate. Focus groups and in-depth interviews can highlight employees' digital transformation and workplace technology adoption. Concerns include the 141-respondent sample as this number does not represent the hotel sector but shows tendencies. Small sample size prohibited industry professional generalisation. More diverse demographics and employment samples may provide employee digital transformation views. The study ignored hotel, restaurant, and resort distinctions (Hizam et al., 2023). How digital technologies affect motivation and engagement in these scenarios discloses sector-specific issues and opportunities, resulting in better-targeted hospitality industry suggestions. 
Only the immediate effects of digital transformation on employee motivation and engagement were assessed. While the long-term implications of digital transformation were not investigated, this illuminates short-term effects (He et al., 2022). Future research should examine how long-term digital tool use affects employee happiness, retention, and performance. Research should study how leadership and culture affect digital tool implementation. This study briefly covered training and support, but leadership styles and organisational culture were more important for digital transformation. Primary and secondary data were used to research the topic. Disparities or gaps emerge if secondary data sources don't satisfy study goals. Primary data collection and hospitality industry digital transformation data sources increase accuracy and relevance in future studies (Haski, Roza and Brammer, 2020). This study shows the hospitality digital revolution, however, additional research is needed to overcome these constraints. Future research should use qualitative methods, expand sample size, and examine sector-specific, long-term, and organisational digital tool implementation. A thorough inspection can aid comprehension. 
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By proceeding with this survey, you acknowledge that you have read and understood the information provided and consent to participate in this study.
1. Please, fill out the following questions (Use X on answers)
Section 1: Demographics
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]1.1. Where do you work?
☐ England
☐ Scotland
☐ Wales
☐Northern Ireland
1.2. What type of establishment do you work in? 
☐  Hotel 
☐  Hotel and Restaurant 
☐  Restaurant 

1.3. The department you are working?
☐  Front Office
☐  Food & Beverage Service
☐  Housekeeping
☐  Administrative/Support Staff
☐  Engineering & Maintenance
☐  Others …………………………………………………………………………………….

1.4. What is your employment status?
☐ Part-time
☐ Full time
☐ Apprenticeship/ Student 
☐ Not willing to mention 
1.5. How long have you been employed in your current role? 
☐  Less than 1 year 
☐  1–3 years 
☐  4–6 years 
☐. 7 years or more
1.6. What is your age range? 
☐ 16-27 
☐ 28-41
☐ 42-56 
☐57 or over 
Section 2: Digital Tools and Technologies
2.1 How frequently do you use digital tools (e.g., employee apps, automated scheduling, task management software) in your daily work? 
- [ ] Rarely/Never –
 -[ ] Occasionally 
- [ ] Frequently
- [ ] Very frequently 
2.2 How easy is it for you to use the digital tools provided by your organisation? 
- [ ] Very easy 
- [ ] Somewhat easy 
- [ ] Neutral 
- [ ] Somewhat difficult 
- [ ] Very difficult 
2.3 Which digital tools or systems do you find most useful in your role? (Select all that apply) 
- [ ] Employee apps 
- [ ] Online training platforms 
- [ ] Digital scheduling systems 
- [ ] Feedback and survey tools 
- [ ] Task or workflow management systems 
- [ ] Other (please specify) …………………………………………………………………….
Section 3: Impact on Motivation and Engagement
3.1 Is the digital transformation in business process is important in improving the employee motivation and engagement 
 ☐ Yes	
 ☐ No	
 ☐ Not Sure
 ☐ Sometimes

3.2 Do you think, digital transformation in the business process can strengthen your motivation and engagement?
 ☐ Yes	
 ☐ No	
 ☐ Not Sure
 ☐ Sometimes

3.3 How have digital tools impacted your motivation and engagement at work? 
(Scale: 1 = Strongly disagree, 2= Disagree, 3= Neutral, 4= Agree and  5 = Strongly agree) 
- Improved communication with management and colleagues (1☐) (2☐) (3☐) (4☐)(5☐) 
- Increased access to resources for professional growth (1☐) (2☐) (3☐) (4☐) (5☐) 
- Made job tasks more efficient and less stressful (1☐) (2☐) (3☐) (4☐) (5☐) 
- Helped me feel more valued and recognised in my role (1☐) (2☐) (3☐) (4☐) (5☐) 
3.4 How would you rate your overall level of motivation at work? 
- [ ] Very low 
- [ ] Low 
- [ ] Neutral 
- [ ] High 
- [ ] Very high



Section 4: Challenges and Opportunities 
4.1 What challenges have you faced while using digital tools in your workplace? (Select all that apply) 
- [ ] Lack of training 
- [ ] Technical issues 
- [ ] Resistance to change 
- [ ] Overload of tools/platforms 
- [ ] Other (please specify): ……………………………………………………………..
4.2 What additional digital tools or improvements would you suggest to better support your role?
…………………………………………………………………………………………………………..
………………………………………………………………………………………………………….
4.3 Do you think The UK hospitality industry depends on digital transformation to attract talented workers and develop skilled workforces?  

- [ ]  Yes, significantly 
- [ ]  Yes, somewhat 
- [ ]  Neutral 
- [ ] No, not much 
- [ ]  No, not at all

4.4 Can you provide additional comments or suggestions on how digital transformation can improve employee motivation and engagement in your organisation or the UK hospitality industry? 

………………………………………………………………………………………………………………………………………………………………………………………………………………………………

1.1. Where do you work? 


England	Scotland	Wales	Northern Ireland	0.52	0.15	0.25	0.08	

1.2. What type of establishment do you work in? 


Hotel	Hotel and Restaurant	Restaurant	0.06	0.61	0.33	

1.3. The department you are working in? 


Front Office	Food 	&	 Beverage Service	Housekeeping	Administrative/Support Staff	Engineering 	&	 Maintenance	0.23	0.34	0.13	0.23	0.06	

1.4. What is your employment status? 


Part-time	Full-time	Apprenticeship/Student	0.19	0.67	0.13	


1.5. How long have you been employed in your current role? 


Less than 1 year	1–3 years	4–6 years	7 years or more	0.15	0.35	0.38	0.12	


1.6. What is your age range?

Series 1	
16-27	28-41	42-56	57or over	0.26	0.46	0.26	0.02	

2.1. How frequently do you use digital tools in your daily work? 


Rarely/Never	Occasionally	Frequently	Very frequently	0.04	0.19	0.41	0.36	

2.2. How easy is it for you to use the digital tools provided by your organisation? 


Very easy	Somewhat easy	Neutral	Somewhat difficult	Very difficult	0.59	0.31	0	0.09	0.01	


2.3. Which digital tools or systems do you find most useful? 


Employee apps	Online training platforms	Digital scheduling systems	Feedback and survey tools	Task or workflow management systems	0.21	0.23	0.24	0.13	0.19	

3.1. Is digital transformation important for employee motivation and engagement? 

Percentage (%)	
Yes	No	Not Sure	Sometimes	0.77	0.03	0.01	0.18	

3.2. Can digital transformation strengthen motivation and engagement? 


Yes	No	Not Sure	Sometimes	0.77	0.01	0.01	0.2	


3.3. Impact of digital tools on motivation and engagement 

Strongly Disagree 	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	0	3	0	1	Disagree 	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	10	22	7	3	Neutral 	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	1	12	2	11	Agree 	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	42	71	51	73	Strongly Agree 	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	88	33	82	52	Improved communication with management and colleagues 	Increased access to resources for professional growth 	Made job tasks more efficient and less stressful 	Helped me feel more valued and recognised in my role 	141	141	142	140	



3.4. How would you rate your overall level of motivation at work? 


Very low	Low	Neutral	High	Very high	0.02	0.3	0	0.45	0.23	

4.1 What challenges have you faced while using digital tools in your workplace? 


Lack of training                      	Technical issues                    	Resistance to change            	Overload of tools/platforms      	Other	0.32830188679245281	0.22264150943396227	0.40754716981132078	4.1509433962264149E-2	7.5471698113207548E-3	

4.3 Do you think The UK hospitality industry depends on digital transformation to attract talented workers and develop skilled workforces?   


Yes, significantly     	Yes, somewhat       	Neutral	No, not much           	No, not at all           	0.22695035460992907	0.38297872340425532	4.9645390070921988E-2	0.2978723404255319	4.2553191489361701E-2	
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