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[bookmark: _Toc225816465]Abstract
The long history of inadequate investment in structured training and development (T&D) across the UK hospitality sector has been intensified by the post-Brexit labour crunch in recent years, and this problem remains unsolved and under-researched: do formal T&D programmes have any significant impact on employee motivation? The suggested paper will investigate the relationship between two types of motivation, i.e. intrinsic and extrinsic motivation, and formal attendance of T&D programme, concerning the case of the front-line workers employed in the hotel chains and restaurant groupings within the UK. Job satisfaction will be a mediating variable that might influence this relationship. The study will be based on Self-Determination Theory (Deci and Ryan, 2017), and it will be based on a quantitative method based on the positivist epistemology and a deductive design. A structured Likert-scale questionnaire will be given to about 200 frontline hospitality workers who will be recruited under purposive convenience sampling, and the data will be analysed sequentially through the IBM SPSS Statistics using descriptive statistics, Pearson correlation and multiple linear regression analysis, including a mediation test. There will be three directional hypotheses. The findings are also anticipated to yield sector-sensitive, quantitative data that will bridge a gap in research on motivation in the UK hospitality industry and will be applicable in informing HR practitioners and industry bodies to make evidence-based training investment decisions in a post-Brexit labour market. 
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[bookmark: _Toc225816466]1.0  Introduction
[bookmark: _Toc225816467]1.1  Contextual Background
Hospitality is one of the largest sources of employment in the UK economy, with direct employment of over 3.2 million individuals across hotel, restaurant, and food service chains (Economic Insight, 2019). The sector has regularly registered one of the lowest proportions of employer-sponsored training investment across the major industries in the UK, a structural situation that preceded but was closely amplified by the exit from the European Union. Reduced supply of experienced and mobile hospitality labour in the EU member states, by the post-Brexit restriction on free movement, cut off a workforce pipeline many operators had used to mitigate the impact of training shortages domestically (Tiwasing, 2021). The effects are well known: vacancy rates remain high, frontline turnover is growing faster, and the quality of services in the hotel and restaurant business is decreasing (UK Hospitality, 2023). A national-level analysis by Deb and Li (2024) lists hospitality as one of the sectors with the strongest upskilling pressure and reports that investment in formal training infrastructure across the sector is unequal and under-researched in the academic literature. In Figure 1 below, the narrowing of the research scope of this proposal is shown, with the macro-level sectoral perspective reduced to the specific motivational outcomes under investigation. 
[image: ]

Figure 1: Narrowing Research Focus. From Macro-Level Sector Context to Study-Specific Variables

[bookmark: _Toc225816468]1.2  Statement of the Research Problem
There is substantial evidence suggesting that T&D programmes have a positive impact on employee performance and organisational outcomes in general management conditions (Aguinis and Kraiger, 2009; Salas et al., 2012). Nevertheless, there is one particular and consequential gap: the processes by which the formal T&D involvement influences employees' enthusiasm, as a clear psychological construct broken into intrinsic and extrinsic levels, have not been thoroughly studied within a quantitative research framework in the modern UK hospitality environment. The majority of published literature either views motivation as the proxy of performance instead of a major outcome itself (Niati et al., 2021), quantifies motivational constructs without separating intrinsic and extrinsic dimensions (Kotera et al., 2018), or uses samples on South Asian or Indonesian populations or makes generalised assessments of motivation in hospitality settings which have totally different structural conditions to post-Brexit UK (Awoitau et al., 2024; Hamid et al., 2023). Little empirical research on job satisfaction as a mediating variable in this relationship has been reported in the UK hospitality literature. The gap in this proposal deals with that compound gap. 
[bookmark: _Toc225816469]1.3  Significance of the Research
The scholarly importance of this research lies in its contribution to Self-Determination Theory (SDT) in a sector-specific, post-Brexit UK context. According to McAnally and Hagger (2024), the lack of sector-specific quantitative tests of SDT motivational predictions is a gap in the workplace motivation literature, and Rigby and Ryan (2018) specifically advocate empirically investigating how organisational development practices trigger the mechanisms of need-satisfaction in SDT. This paper directly answers both of these calls. The practical importance is also acute: HR professionals in organisations that include Whitbread, Mitchells and Butlers, Hilton UK, and Marriott International UK are in need of evidence-based information on whether and how they can structure T&D investment to achieve more motivational results and decreased turnover in the post-Brexit labour environment (Freeman, 2023; Dashper, 2020). The bodies in the industry, such as UKHospitality, will also have access to transferable results on the different motivational payoffs of intrinsic-oriented versus extrinsic-oriented training designs. 
[bookmark: _Toc225816470]1.4  Definition of Key Terms
This inquiry revolves around three major concepts. Formal training and development can be considered structured, employer-sponsored learning activities aimed at improving employees' knowledge, skills, and competencies in relation to specific role expectations, as opposed to informal or incidental learning (Noe, 2020). Intrinsic motivation refers to an interest, satisfaction, and fulfilment with an activity, or even the absence of an external reward or contingency (Deci and Ryan, 2017). Extrinsic motivation is a behaviour that is stimulated and sustained after the expectation that it will attract external rewards such as remuneration, fame and promotion (Chang and Teng, 2017). The affective and cognitive judgment of the overall work experience, which serves as the mediating variable in the study, is job satisfaction, defined in terms of task variety, supervisory quality, and perceived equity of rewards (Ali and Anwar, 2021). 
[bookmark: _Toc225816471]1.5  Research Aim
This study will critically explore how formal training and development programmes affect intrinsic and extrinsic employee motivation, and test the mediating role of job satisfaction in this relationship among frontline employees working in UK hotel chains and restaurant groups. 
[bookmark: _Toc225816472]1.6  Research Objectives
· Objective 1: To determine the extent to which attendance in formal T&D programmes is predictive of intrinsic motivation among front-line UK hospitality workers. 
· Objective 2: To assess the correlation between participation in formal T&D programmes and extrinsic motivation in the same group. 
· Objective 3: To investigate whether job satisfaction mediates the relationship between formal T&D programme participation and overall employee motivation among front-line UK hospitality employees. 
[bookmark: _Toc225816473]1.7  Research Questions
Three research questions correspond directly to the three objectives above.  
· RQ1: How far do formal T&D programmes foretell levels of intrinsic motivation in front-line employees of UK hospitality? 
· RQ2: How do formal T&D programmes impact extrinsic motivation outcomes among front-line employees of UK hotel chains and restaurant chains? 
· RQ3: Does formal participation in T&D programmes mediate the relationship between formal T&D programmes participation and overall employee motivation in the modern UK hospitality setting?
[bookmark: _Toc225816474]2.0  Literature Review
[bookmark: _Toc225816475]2.1  Theoretical and Conceptual Foundations
Self-Determination Theory (SDT), the organisational adaptation of which was created by Deci and Ryan (2017), is the primary theoretical concept. The SDT hypothesises that motivation sustainability is founded on three psychological needs that include autonomy, competence, and relatedness. The three that the structured T&D programmes address are skill-building, developmental agency, and group training: the first satisfies the competence requirement, the second satisfies the autonomy requirement, and the third satisfies the relatedness requirement (Rigby and Ryan, 2018). SDT can therefore provide theoretically coherent justifications for hypothesising that formal T&D engagement is a favourable foreteller of intrinsic drive. The idea is also justified by Marinakou and Giousmpasoglou (2019), who view the structured development opportunities as one of the most potent motivational commitment drivers in a luxury hotel context in four national backgrounds.
However, SDT organisational applications are contested in ways that yield theoretical findings for this research. Olafsen et al. (2015) established that pay and procedural justice were independent predictors of intrinsic motivation and that these factors still remained to affect the process even when need satisfaction was taken into consideration, which meant that extrinsic factors still played a role in the process and SDT was not able to explain this. It is a genuine theoretical dilemma, and the dual-dependent-variable format of the study, which identifies intrinsic and extrinsic motivation as dependent variables, is a no-nonsense methodological response. The Two-Factor Theory of Herzberg also includes a supporting lens, the difference between hygiene factors and motivators, which Hinton (2019) empirically re-examined and confirmed. The framework by Herzberg assists in operationalising the subscale of extrinsic motivation and provides the basis for the conceptual distinction between intrinsic and extrinsic constructs. The use of T&D as an intervention variable is particularly promising in the hospitality setting because it can be used to address the two motivational pathways (Johnson and Park, 2020). 
[image: ]

Figure 2: Conceptual Framework. Formal T&D, Job Satisfaction, and Motivational Outcomes
[bookmark: _Toc225816476]2.2  Critical Review of Existing Empirical Research
Empirical studies on T&D and employee performance are vast, but methodologically dissimilar. In an early meta-analysis, Aguinis and Kraiger (2009) concluded that T&D produces demonstrable individual, team, and organisational-level benefits, and, importantly, that motivation was a mediating variable rather than a dependent construct. Salas et al. (2012) go further to show that transfer climate is the most sensitive parameter in determining the effectiveness of training, the extent to which training is viewed as relevant, and its reinforcement by the manager. In the weak transfer climate, training has little motivational impact, which depends on the quality of the training content, underscoring the need to include training quality perception as a sub-construct in the suggested survey tool.
The relationship between training and motivation studies indicates a more disputed landscape when they focus on the two more directly. Niati et al. (2021) confirmed that a one-factor construct of motivation and a non-service-sector sample were positively predicted by training and motivation, as well as career development. In their analysis of training in South Asian hospitality environments, Arwab et al. (2022) concluded that training mediated the relationship between training and task performance through employee engagement, whereas the UK structural environment differs significantly. In an Indonesian hospitality sample, Awoitau et al. (2024) found that compensation, rather than training, was the overall predictor of motivation, which may be due to cross-cultural differences or to differences in the scales used. The same results were obtained by Suhardi et al. (2023), who did not separate motivational types but identified independent and interactive impacts of training and motivation on productivity. All these results highlight the importance of a methodologically controlled UK-specific study.
The content and design of training are even more complicated. Murray and Snider (2001) found that poorly organised training was frustrating and did not motivate. Minor et al. (2024) and Rienda et al. (2024) found that digital capability development was associated with greater staff flexibility and motivation in UK hospitality and tourism. Carlisle et al. (2021b) warn that motivationally beneficial training is achieved only when it is considered role-relevant, and Hosen et al. (2023) verify that developmental quality, rather than frequency, is the key condition for training to increase performance. Bhat (2023) goes further to suggest that metacognitive awareness is a moderator of training-learning correlations, so that individual-level variables can further mediate the training-motivation relationship.
Another aspect that needs to be mentioned is line-manager involvement. Hassard et al. (2024) found that workplace wellbeing training for managers generated quantifiable organisational rewards, particularly in relation to the SDT dimension of relatedness. Robert and Mori (2024) also show that systematic training needs assessment significantly enhances motivational outcomes, suggesting that the T&D design process has motivational effects regardless of what is taught. The overall implications of these findings are that the training-motivation relationship is more complex and multi-layered than that investigated in the available UK hospitality literature (Franzoni et al., 2021). 
Table 1: Contrasting Scholarly Positions on the Training-Motivation Relationship
	Scholarly Position
	Representative Evidence
	Critical Limitation

	Training directly predicts intrinsic motivation via competence need satisfaction
	Niati et al. (2021); Rigby and Ryan (2018)
	Samples non-UK; motivation measured as single undifferentiated construct

	Extrinsic factors independently outweigh training as motivation predictors
	Awoitau et al. (2024); Olafsen et al. (2015)
	Cross-national variation unexplained; instruments not equivalent across studies

	Training effect is contingent on perceived quality and transfer climate
	Salas et al. (2012); Bhat (2023)
	Transfer climate and metacognition rarely operationalised as measured variables

	Digital and soft skills training addresses competence needs and improves motivation
	Minor et al. (2024); Carlisle et al. (2021a)
	Benefits conditional on perceived role relevance of training content

	Line manager training amplifies motivational returns for front-line staff
	Hassard et al. (2024); Robert and Mori (2024)
	Manager-level training studied in isolation from front-line motivational outcomes



[bookmark: _Toc225816477]2.3  Contextual Review: The UK Hospitality Sector
The available literature on training and motivation in the UK hospitality industry is thinner and methodologically more constrained than the general management literature suggests. Waqanimaravu and Arasanmi (2020) did not find any negative relationship between training and service quality. Still, they observed that informal on-the-job teaching was more prevalent than formal T&D programmes in most operators. This implies that the survey tool should clearly differentiate between formal and informal learning to achieve construct validity. Bigger brand chains like Marriott and Whitbread have more established training programmes than independent operators, a finding supported by Gupta and Sharma (2025) and Ali et al. (2020), who find that brand-aligned properties invariably fare better on training investment scales than independents.
One of the few studies with a specific UK hospitality worker population, Kotera et al. (2018) found that extrinsic factors, especially job insecurity and low wages, accounted for most motivational profiles, with intrinsic motivation frail and susceptible to managerial behaviour. Most importantly, T&D engagement was not to be used as a variable, and one could not question whether structured training would mediate the observed motivational profile. Camilleri et al. (2023) found that visible organisational investment in employee development was significantly related to enhanced commitment and engagement, suggesting that the motivational cue of training investment may have an equivalent impact to the content of the learning. This is supported by Nazriah et al. (2025), who observe that hospitality staff who feel the organisation has seriously invested in their growth report significantly higher motivation and lower turnover intention.
The retention literature provides a rather indirect yet strong argument for investigating motivation as a T&D outcome. Bokde (2025) and Deery and Jago (2015) provide more recent evidence that structured T&D programmes have a significant relationship with turnover intention, which is lower in hospitality, and that this mediation is not limited to motivation. Sandy (2025) and Singh (2025) also make the connection between training and desirable outcomes without disaggregating motivational pathways. In all these studies, the motivational process through which training has its effects has not been measured or even theorised. The present study aims to shed light on this black box.
Post-Brexit skills shortages augment these gaps. According to Deb and Li (2024), hospitality is one of the industries most vulnerable to competence gaps due to a decrease in labour supply in the EU. In a meta-analysis of leadership and service performance in hotels and tourism, Zhang et al. (2025) determined that the perceived quality of interpersonal support in the course of training is a better predictor of the results as compared to the magnitude of training alone, which supports the role of perceived training quality as a sub-construct in the survey tool. 
[bookmark: _Toc225816478]2.4 Identification of the Research Gap and Hypotheses
There is a lack of quantitative studies that have measured formal T&D participation as an independent variable, decomposed intrinsic and extrinsic motivation into distinct dependent variables, and examined job satisfaction as a mediating pathway in a UK hotel and restaurant sample in post-Brexit conditions. The inability to disaggregate motivational dimensions (Kotera et al., 2018), the use of non-UK samples (Awoitau et al., 2024; Hamid et al., 2023, Dilmi et al., 2025)), and the fact that existing studies tend to represent how motivation is measured (performance or retention outcomes) result in an incomplete and misaligned evidence base (Bokde, 2025; Sandy, 2025). This gap will be addressed through the proposed study that will apply a reliable, multi-dimensional instrument to a cross-sector UK hospitality sample and test three directional hypotheses based on SDT and the literature review. A methodological precedent is provided by Chin et al. (2023), who show that the use of structured questionnaire instruments can yield statistically testable relationships between development investment and employee outcomes in a hospitality setting. 
H1: Formal T&D programme participation is positively associated with intrinsic motivation among front-line UK hospitality employees.
H2: Formal T&D programme participation is positively associated with extrinsic motivation among front-line UK hospitality employees.
H3: Job satisfaction mediates the relationship between participation in formal T&D programmes and overall employee motivation among frontline UK hospitality employees.


[bookmark: _Toc225816479]3.0  Research Methodology
The methodological design of the study is formed in the frame of the Research Onion framework, expressed by Saunders et al. (2023), that arranges the methodological decision-making process based on the basic philosophical assumptions, up to data collection and analysis methods, into a logical, internally consistent structure. The layers have been addressed and justified in accordance with the research questions outlined in Section 1.7. Figure 3 is an annotated Research Onion, with the position selected and marked at each level. 
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Figure 3: Research Onion. Methodological Architecture of the Proposed Study (adapted from Saunders, Lewis and Thornhill, 2023)
[bookmark: _Toc225816480]3.1  Research Philosophy
The research is based on a positivist epistemological standpoint, according to which the social world can be studied objectively using empirical methods, and knowledge is best produced by testing hypothetical relationships against data (Park et al., 2020). This is suitable, as the research questions involve measuring directional relationships among operationally defined constructs using a standardised survey and inferential statistics. Interpretivism was discarded as incommensurable with a deductive hypothesis-testing plan. Pragmatism had also been set aside, as the research questions do not entail methodological pluralism; only one quantitative design is needed. 
[bookmark: _Toc225816481]3.2 Research Approach
The approach used is deductive, which conforms to positivism. SDT (Deci and Ryan, 2017) and the arguments formulated in Section 2 before data collection cause the derivation of directional hypotheses, which will be tested with the help of SPSS analysis to find out whether the data will prove or reject each hypothesis. An inductive method was abandoned since the research is not aimed at developing a new theory; the SDT framework and training efficacy literature are rich enough to establish a theoretical base that would justify hypothesis testing. 
[bookmark: _Toc225816482]3.3 Methodological Choice and Research Strategy
Quantitative survey approach will be followed in this study. Quantitative research is suitable when the researcher is interested in gauging the strength, direction, and significance of relationships between variables within a sample that can be generalised (Field, 2018). A structured questionnaire enables systematic, standardised assessment of a geographically dispersed hospitality workforce. The research design is cross-sectional, which is a limitation of the study mentioned in Section 3.9 but is also explained by the resources available to a student-led proposal and by similar studies in the UK hospitality motivation literature (Kotera et al., 2018; Camilleri et al., 2023). 
[bookmark: _Toc225816483]3.4 Critical Evaluation of the Methodology
The quantitative survey allows data collection in a standardised form, direct hypothesis testing, and comparison with existing research using the same measures (Saunders et al., 2023). Its major weakness is common method bias (CMB): when independent and dependent variables are self-reported at the same time, it can exaggerate the correlation (Diamantidis and Chatzoglou, 2019). This is alleviated by conducting anonymous administration, reversing the order of items, and introducing a temporal distance between sections of the survey. Semi-structured interviews were also considered but rejected because narrative data would not provide the required sample size for regression analysis. 
[bookmark: _Toc225816484]3.5 Data Collection Methods
A structured online questionnaire delivered using Qualtrics will include five sections, namely demographic profile, formal T&D participation modified according to Noe (2020), intrinsic motivation based on the Work Extrinsic and Intrinsic Motivation Scale(Olafsen et al., 2015), extrinsic motivation based on the same scale, and job satisfaction based on changes made in using the Hadaitana and Iqbal (2023) questions. Every Likert scale ranges from 1 (Strongly Disagree) to 5 (Strongly Agree). In Week 6, a pilot study of 15 hospitality workers will be conducted to determine clarity levels, completion time, and reliability. 
[bookmark: _Toc225816485]3.6 Sampling Strategy and Target Population
The target population is frontline staff in operational departments, including housekeeping, food and beverage, bar operations, and reception, of hotel chains or branded restaurant chains in the UK (Ijabah and Amrullah, 2023). The sampling is non-probability, purposive-convenience, which aligns with the constraints of student-led research. Participants will be identified through HR intermediaries, LinkedIn networks, and snowball referrals, and the target organisations will be Whitbread, Mitchells & Butlers, Hilton UK, and Marriott International UK.
The sample will consist of n = 200 valid responses, which is at least the minimum 20:1 case-to-variable ratio required to apply multiple linear regression at alpha = 0.05 (Field, 2018), and will have sufficient protection against post-hoc exclusion and attrition in online surveys. 
Table 2: Sampling Inclusion and Exclusion Criteria
	Criterion
	Inclusion
	Exclusion

	Sector
	UK hotel chain or branded restaurant group
	Non-hospitality sector; independent unbranded operators

	Role type
	Front-line operational staff in any department
	Senior management; corporate or head-office roles

	Tenure
	Minimum 3 months with current employer
	Fewer than 3 months (insufficient T&D exposure)

	T&D experience
	Attended at least one formal T&D programme in the current role
	No formal T&D experience in current role

	Age
	18 years or over
	Under 18 years

	Location
	Currently employed in a UK-based hospitality operation
	Employed outside the United Kingdom



[bookmark: _Toc225816486]3.7 Data Analysis Plan
The entire quantitative analysis will be performed using IBM SPSS Statistics (Version 27). The analysis will be performed in five consecutive phases, each based on the deliverables of the previous phase. This type of sequencing guarantees that the quality of the data is verified prior to the inferential testing and that the assumptions of any statistical test considered in the paper are carefully researched and the findings analysed before the interpretation (Field, 2018). Figure 4 shows the general sequential flow of the intended analysis. 
[image: ]
Figure 4: Data Analysis Sequential Process Flow. Five-Stage SPSS Analysis Plan
Stage 1 Data will be screened for missing records, for item non-response rates over 10 per cent, and for normality using the Kolmogorov-Smirnov test; outliers will be identified using z-scores outside the three standard deviations. Stage 2 will involve descriptive statistics to describe the sample demographics and establish the distributional characteristics of all variables on the scale. Stage 3 Cronbach’s Alpha will be calculated for each subscale at alpha = 0.70, according to Field (2018); subscales with lower values will be analysed at the item level, and then another regression will be performed. Stage 4 will include Pearson correlation matrix analysis to test bivariate relationships and confirm the three conditions for mediating analysis. Stage 5 will involve testing H1, H2, and H3 with a three-step mediation process by Baron and Kenny, cited in Spicer (2005), that will involve two multiple linear regression models to test H1, H2, and H3, comparing standardised beta coefficients of T&D participation on motivational outcomes with and without job satisfaction as mediation. Tolerance and VIF statistics will be reported along the way to ensure the elimination of the detrimental multicollinearity. 
[bookmark: _Toc225816487]3.8  Ethical Considerations
The research will adhere to all the requirements of the British Psychological Society (BPS, 2021), the UK General Data Protection Regulation, and the Data Protection Act 2018 (GOV.UK, 2018). Each participant will be supplied with a Participant Information Sheet which is the opening page of the Qualtrics survey that will explain the purpose of the research, voluntary nature of participation, the estimated time of completion which is twelve minutes, the opportunity to withdraw, data destruction process and the destruction process of data, and the fact that there will be no employment related consequences of participating or not participating. The digital informed consent will consist of a tick-box stating that the questionnaire will be shown and that no data will be collected without express permission. The subjects will be informed that they have the absolute right to withdraw from the study at any time, with no explanation and no penalty. Still, the fully anonymous nature of the study will render it impossible to withdraw after completion, as disclosed openly in the PIS. The questionnaire will be grounded on the philosophy of complete anonymity: no names, no employee identification numbers, no workplace address will be gathered; the collection of IP addresses will be disabled in Qualtrics; and the answers will be analysed at the aggregate level only. All data will be stored in a password-encrypted and secured university server, only accessible to the named researcher, and that will be accessible up to a maximum of 5 years after the thesis is handed in, and will be permanently destroyed. The researcher will not face any serious risk of direct harm, as all data will be collected via the internet, and no personal contact with the participants will be made except through the official university mail of the researcher.
[bookmark: _Toc225816488]3.9 Limitations of the Study
There are three substantive limitations recognised in the current study. First, a cross-sectional design captures data at one time; it cannot be concluded that statistical associations are causally directed. The correlations that were observed between the participation of T&D and motivational outcomes may be partly attributed to the presence of motivational dispositions prior to the training period and not a result of training. A longitudinal panel design would provide better causal inference, but this proposal has resource and time constraints. Second, non-probability sampling does not allow generalisation. It is likely that the purposive convenience sample will not be representative enough of workers in small operators and seasonal businesses, but potentially will over-represent workers in large and HR-active organisations. The findings should be interpreted as indicative of what is happening with the sampled population but not with the entire hospitality labour force in the UK (Saunders et al., 2023). Third, self-report designs that use a single-instrument, single-occasion design are vulnerable to common-method bias. Though the procedure remedies will be used as indicated in Section 3.4, this risk will not be eradicated, and correlational findings will have to be considered with utmost care (Diamantidis and Chatzoglou, 2019).  


[bookmark: _Toc225816489]4.0  Outcomes and Timetable
[bookmark: _Toc225816490]4.1  Expected Outcomes and Contribution
The proposed study will produce original quantitative data to help fill the specific gap identified in Section 2.4. It will further empirically apply SDT to the UK hospitality setting by testing the hypothesis that competence-need satisfaction induced by structured T&D is predictive of intrinsic motivation. Extrinsic motivational outcomes are also dependent on the formal training investment. The mediation test will provide an initial, direct empirical test of job satisfaction as a process through which training participation can be translated into motivational consequences within a UK hospitality sample. This is a direct response to the need to examine SDT research specifically in sectors and to hypothesis testing, as proposed by McAnally and Hagger (2024) and Rigby and Ryan (2018). The validated survey instrument developed for this study will also serve as a replicable measurement tool for future comparative studies across various national settings in the hospitality sector. 
The evidence on the differences in the motivational impacts of formal T&D across the intrinsic and extrinsic dimensions will enable HR practitioners in hospitality organisations in the UK to plan training programmes to achieve a specific level of motivational impact. If H1 is supported, the results will support investing in autonomy-enhancing, competence-building training as an intrinsic motivation-enhancing strategy. If H2 is shown to be valid, the results will demonstrate that T&D can be utilised as an addition to, rather than a replacement for, extrinsic reward systems. If H3 is validated, HR practitioners will see that enhancing job satisfaction through organised investment in development is a productive route to greater motivational benefits and direct consequences, including decreased turnover and the strategic upskilling agenda, as emphasised by Congna and Saad (2025). 
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Table 5: Research Gantt Chart. 24-Week Timeline with Phase Dependencies
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Table A1: Survey Instrument Structure
	Sec.
	Theme
	Items
	Scale Type
	Validated Source

	A
	Demographic Profile (role, tenure, employer, contract type)
	5
	Categorical / Nominal
	Researcher-designed

	B
	Formal T&D Participation (frequency, quality, content type, perceived relevance)
	8
	5-point Likert (1 = SD to 5 = SA)
	Adapted from Noe (2020)

	C
	Intrinsic Motivation (autonomy, mastery, purpose alignment)
	6
	5-point Likert (1 = SD to 5 = SA)
	Olafsen et al. (2015), WEIM Scale

	D
	Extrinsic Motivation (pay satisfaction, recognition, promotion clarity)
	6
	5-point Likert (1 = SD to 5 = SA)
	Olafsen et al. (2015), WEIM Scale

	E
	Job Satisfaction (affective and cognitive evaluation of overall work experience)
	5
	5-point Likert (1 = SD to 5 = SA)
	Adapted from Hadaitana and Iqbal (2023)


[bookmark: _Toc225816495]Appendix B: Variable Operationalisation Table
Table B1: Operationalisation of Study Variables
	Variable
	Role in Study
	Operationalisation
	Scale
	Hypothesis

	Formal T&D Participation
	Independent Variable
	Mean composite score across 8 items: training frequency, perceived quality, content type, and role relevance
	Interval (Likert)
	H1, H2, H3

	Intrinsic Motivation
	Dependent Variable 1
	Mean composite score across 6 items: autonomy perception, sense of mastery, and personal purpose alignment
	Interval (Likert)
	H1

	Extrinsic Motivation
	Dependent Variable 2
	Mean composite score across 6 items: pay satisfaction, recognition frequency, and promotion pathway clarity
	Interval (Likert)
	H2

	Job Satisfaction
	Mediating Variable
	Mean composite score across 5 items: affective and cognitive evaluation of role, supervision quality, and reward equity
	Interval (Likert)
	H3
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Stage 1: Data Screening and Cleaning
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Stage 3: Reliability Testing
Cronbach’s Alpha (a = 0.70 for all subscales)

Stage 4: Pearson Correlation Analysis
Bivariate correlations - Collinearity diagnostics (VIF/Tolerance)

Stage 5: Multiple Linear Regression & Mediation Testing
Baron and Kenny three-step mediation - B coefficients - R2 - F-statistics
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