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Abstract   

It is obvious that nowadays hospitality and tourism industry enjoys a high level of 

importance in the world because of its benefits. One of the most important 

components of this industry is the “hotel”. The most significant elements of hotels 

are their employees, especially those who are in direct relation with the guests. 

Therefore this can be stated that human resource management is very vital in 

hotels. 

The methodology of this research was descriptive. The population was 887 

(N=887) and the sample used in this study was 247 (n=247). The data collection 

instrument was the questionnaire developed and modified by the researchers. The 

data analysis instrument employed was SPSS through which the validity and 

reliability indices were recorded as %86.2 and %95.2 respectively.  

The present study aimed at identifying the employees’ motivation of Parsian 

hotels in Tehran (Esteghlal, Kosar, Enghelab and Evin) and also providing some 

suggestions for promoting motivation in the hotel staff. Generally the finding of 

this research shows that the employees’ motivations of Kosar and Enghelab hotels 

are reasonable and positive and also more than those of Esteghlal and Evin. The 

employees of Esteghlal hotel enjoy less motivation, meanwhile Evin hotel has 

recorded the worst situation among others and could not motivate its employees 

well.  

Key words: hospitality and tourism industry, human resource management, 

motivation, the importance of employee motivation in hotel industry, motivational 

differences by gender, motivational factors to employees (the basics), 

environmental motivation, theories.  
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Chapter1. Introduction 

A central issue discussed in the present research pertains to the dimensions of 

employees’ motivation of Bonyad hotels in Tehran. These hotels are named, 

Esteghlal hotel, Enghelab hotel, Azadi hotel and Kosar hotel. 

It is obvious that employees play an important role in the success or failure of any 

organization or industry. As (Pfeffer, 1994 cited in Liao, 2005, pp. 294) argues 

“human capital has long been held to be a critical resource in most firms”.  

Nowadays hospitality and tourism industry contains huge level of importance, 

because they are seen as an important source of income for countries. So most of 

the countries in the world are trying to attract more tourists and guests to their 

destinations so that they could improve and develop their nation’s life. Hotel 

industry is a very important component of the tourism industry, because it 

satisfies one of the most important needs of the tourist which is accommodation. 
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Hotels are not just for accommodation, they have some other services such as 

restaurants, swimming pools, tennis play ground, etc. Most of the countries in the 

world are trying to develop their hotels so that they could attract more tourists to 

their countries and therefore to improve their hospitality and tourism industry.  

The employees play the key role in the success of the hotels, because the services 

are presented and delivered through the employees. For instance,  in case the 

employees do not serve the customers in the way they should,  the guests won’t be 

satisfied and will have a bad experience about that hotel and maybe they do not 

want to come back again, but if the employees provide excellent services for the 

guests they will have lasting positive experiences. Marriott, JR and Brown (1997, 

p. 34) state that the corporate culture of the Marriott hotel has always been “take 

care of your employees and they will take care of your customers”. As it is clear 

Marriott is a very well known hotel chain and also is successful. This hotel pays 

so much attention to its employees according to their corporate culture. This hotel 

chain is a good example of understanding how employees are costly and 

significant to an organization. Therefore one of the most important duties of hotel 

management is increasing the performances of its workforce. Now the importance 

of human resource management can be seen. As Baum (2006, p. 244) stated 

human resource management is often seen in terms of a three-part cycle that can 

be summarized as follow: 

1. Attract an effective workforce 

2. Develop an effective workforce 

3. Maintain an effective workforce 

One of the important and effective components of human resource management is 

the employee’s motivation or, in other words, maintaining an effective workforce. 

According to (Chiang, Jang, Canter and Prince, 2008, pp. 328) “employee 

motivation has been the focus of research in academic circles as scholars seek to 

understand what motivates employees in a variety of work settings, especially in 

the hotel industry where the work is labor intensive”. There are so many 
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motivation factors identified in the hotel industry such as, “pay, monetary bonuses 

or benefits, opportunity for advancement and promotion, opportunity for 

increased job responsibility, recognition from managers, colleagues, customers, 

and family, challenging work, feelings of accomplishment; development of self-

esteem, good working conditions, good work schedules, job security, and being 

regarded as a good employee” (Chiang, Jang, Canter and Prince, 2008, pp. 330). 

These are just a few examples of how to motivate employees. As it is clear 

motivating employees is not an easy task to do, because employees working in 

hotels or any other industries are different from each other in many ways such as, 

needs, desires, cultures, job positions , etc. For motivating employees the 

managers should recognize their needs so that they could find out the ways that 

can motivate employees more and better. There are so many theories on this 

subject the most significant of which will be discussed later. Maslow’s hierarchy 

of needs, Herzberg theory, equity theory and theory X and Y are among the most 

frequently referred to theories in this regard. These theories mostly discuss human 

needs. For instance the Maslow’s theory shows the human needs in a hierarchy 

which starts from the basic needs in the lowest part of the hierarchy to the highest 

needs of self actualization. In other words Maslow’s theory represents that the 

basic needs which are physiological should be satisfied first so that other needs 

(security, belongingness, esteem and self actualization) can be satisfied. By using 

and understanding these theories, managers can better find out more effective 

ways to motivate their employees. 

 

1.1 Statement of the problem 

Due to the importance of the tourism and hospitality industry and its vital relation 

with the employees, different managers have realized that motivational factors for 

the employees can help them to increase their organizational performance. Thus 

the motivated employee can bring quality service to hospitality and tourism 

industry.  
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According to the observations in the recent years by the purpose of different 

researches, the researchers found out that the employees of Esteghlal, Kosar, 

Enghelab and Evin hotels which are the Parsian hotels in Tehran, are not 

motivated and maybe they work there because they are forced to or they do not 

have other choices.  

The aim of this study is to identify the employees’ motivation in Parsian hotels of 

Tehran. 

1.2. Significance of the research 

According to the data and information received from the employees of Parsian 

hotels in Tehran the present research aims at finding ways to increase employee 

motivation in these hotels. 

1.3. Objective of the study 

This research attempts to:  

1. identify the current state of employees’ motivation of Parsian Hotels in 

Tehran. 

2. identify the desirable state of employees’ motivation of Parsian hotels in 

Tehran.  

3. provide suggestions to improve the employees’ motivation in Parsian hotels of 

Tehran.  

1.4. Questions of the study 

The questions of this study are: 

1. What is the current state of employees’ motivation of Parsian hotels in 

Tehran? 

2. What is the desirable state of employees’ motivation of Parsian hotels in 

Tehran? 

3. What are the applicable suggestions for employees’ motivation of Parsian 

hotels in Tehran? 

 



Chapter 1. Introduction  
 

To identify the employees’ motivation of Parsian hotels in Tehran (The 2nd half of 2011) 
Created by: Dorrin Pessaran, Sasan Seyed Tavakoli Page 5 
 

Key words: hospitality and tourism industry, human resource management, 

motivation, the importance of employee motivation in hotel industry, motivational 

differences by gender, motivational factors to employees (the basics), 

environmental motivation, theories.  
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Chapter2. Literature review 

 

2.1. Introduction  

It is obvious that the importance of the tourism and hospitality industry is 

increasing day by day so different departments and organizations related to 

hospitality and tourism industry enjoy a high degree of sensitivity and significant 

responsibility toward the success of this great industry.  

One of the most effective organizations in the tourism industry is the “hotel”, 

which is the main discussion of the present research. Hotel managers play the 

most important role and duty to the prosperity of the hotel, by having the 

knowledge of how managing their human resources, or employees.  In hotels, 

employees play the most important role because most of the important tasks there, 

are done by the employees as these people are in direct relation with the guests, so 

they can leave effective impacts on the customers. No organization can achieve its 
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goals and objectives, without people, Drucker,1999 cited in Jordan, (nd, p.3), 

asserts that “employees are considered an important input for the production of 

goods and delivery of services” (Alawi, 2005, p. 225). So now this can be stated 

that human resource management is very essential due to the impacts and roles 

that employees leave on the performance and success of the organization. 

Mihaela, Daniela and Ionel,(2006, p. 54) argue that “human resource management 

is the entire set of activities that focuses on providing, developing, motivating and 

retaining the human resources within the organization in order to reach the 

objectives and satisfy the employees’ needs”.  

The present study discusses employee motivation in specified hotels. Motivation 

is one of the most important functions of human resource management, and also it 

is “one of the main factors that determine the work performance of the 

employees”, (Viorel, Aurel, Virgil and Stefania, 2008, p. 324). In many ways 

“motivation is the key to the success of human resource management 

development” (Michael, 1995, p. 20). As it is mentioned by Alawi (2005, p. 224) 

concerning the “history in any organizations managers have always used 

motivation as a technique for performing tasks and duties”.  As he added 

employees or staffs motivation is a major issue for all organizations. When an 

employee is motivated in the organization he is working, he will become satisfied 

and this satisfaction of work will causes the employee to try more so that s/he 

could have a better performance in order to cause the success of the organization. 

Snell (1999, cited in Tyilana, 2005, p. 5) clarifies that “motivation is everything, 

and without it even the most talented people will not deliver to their potential and 

in the opposite side by motivation others will perform above the level which is 

expected of their intelligence and academic ability”. He also declares that staffs 

are the company’s business and they have the power to raise or reduce the profit 

of the company not the managers.  

This can be concluded that motivation is a very important and essential factor for 

any organization in order to have productive and successful staffs  
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2.2. Hospitality and tourism industry 

Nowadays hospitality and tourism industry enjoys a great importance in most of 

the countries all over the world, and this industry has existed since the ancient 

times but in different shapes from today.  

Vanhove (2005, p. 2) states that an obvious definition of tourism can be found in 

the British Tourism Society in 1979 which is based upon the work of Burkat and 

Medlik (1974). They define that “tourism seems to be any activity that includes 

the temporary short-term movement of people to destinations outside their normal 

places where they live and work, and their activities during the stay at these 

destinations”. In another study Wall and Mathieson (2006, p. 1) argue that 

“tourism is the temporary movement of people to destinations outside their 

normal places of work and residence, the activities undertaken during their stay in 

those destinations, and the facilities created and services provided to cater to their 

need”. As it is apparent these two definitions are very similar to each other.  

According to (Edgell, Sr, Allen, Smith and Rawson, 2008, p. 2) tourism is 

essentially complex field that is difficult to define. As they discuss tourism is the 

“practice of travelling and also the business of providing associated products, 

services and facilities.”  This definition is also similar to the previous ones. 

Mclnotsh and Goeldner (1990, p. 4, cited in Baum, 2006, p. 20) declare that 

“tourism is the sum of the phenomena and relations appeared from the interaction 

of tourists, business suppliers, host governments and host communities in the 

process of attracting and hosting these tourists and other visitors”.  This definition 

more stresses the communication between the guest and the host community.   

There are so many definitions of tourism by different authors but there is one 

definition which is accepted worldwide by WTO cited in Vanhove (2005, p. 4). In 

this definition tourism includes “the activities of persons travelling to and staying 

in places outside their usual environment for not more than one consecutive year 
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for leisure, business, and other purposes not related to the exercise of any activity 

remunerated from within the place visited”. 

After defining and understanding tourism it is time for defining the hospitality. 

Generally it would be better to know what the word hospitality means. As Walker 

(1996, p. 4) states “the concept of hospitality is as old as civilization itself”. 

According to Walker (1996, p. 4) the term hospitality comes from “hospic” which 

is an old French world that means ‘to provide care/shelter for travelers”. 

Lockwood (2000) explains that definition of the word hospitality is simple and 

uncomplicated; however it is difficult to define it, because different sources use 

different criteria to defining it, sources such as government agencies, market 

intelligence consultants and other experts. Lockwood describes that hospitality is 

made up two different and separate services, one is supplying accommodation for 

people staying away from home, and the other one is supplying sustenance for 

them which is food service.  

Now it is more understandable that why most of the times it is called “tourism and 

hospitality industry” not just “hospitality industry” or “tourism industry”, these 

two terms are much related to each other. Because tourism, as it was discussed 

before, is about people travelling and staying away from home and their activities, 

and hospitality is supplying these people needs; such; as accommodation and 

food. This would be better to indicate that hospitality is somehow in the heart of 

the tourism industry.  

 

2.3. Human resource management 

According to Bayo-Morions and Diaze de cerio (2002, pp. 175), “it is commonly 

accepted that the people working for a firm are one of its main assets and also one 

of the factors in determining its progress. Worker’s qualities, attitudes and 

behavior in the workplace play an important role in determining a company’s 

success or lack of it”. Pfeffer (1994 cited in Liao, 2005, p. 294) argues that 
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“human capital has long been held to be a critical resource in most firms”. So this 

can be said that human resource management is about managing the most 

important element of the organization which is the employee. Over the past 

decade, a number of studies report that there is a positive relationship between 

high commitment or high performance human resource management practices and 

organizational performance (Arthur, 1994; Delaney and Huselid, 1996; Huselid, 

1995; Huselid et al., 1997; MacDuffie, 1995 cited in Hynes and Frayer, 2000). 

“Human resource management is one of the principal mechanisms by which 

managers integrate the actions of individuals to keep their behavior congruent 

with the interests of the firm”, (Good and Quinn, 1990 cited in Liao, 2005, p. 

294). Kalra (1997) suggests that human resource management be replaced by 

human potential management that focuses on self management, in this definition 

as it is discussed by Kalra (1997, p. 178) “if human beings are provided with 

opportunities to use their potential, they can manage themselves”. As Kalra (1997, 

p. 178) states this definition is against the “belief about human resource 

management which describes that human beings have to be managed for 

achieving organizational goals”. However, human resource management “has 

always been a vehicle for management to achieve its productivity goals” 

(Schneider, 1994, p. 66). He mentions that human resource management concerns 

about the policies, practices and procedures of organizations for attracting, 

selecting and managing employees. In another study human resource management 

is about “matching and developing the abilities of job candidates” and employees 

with the needs of the organization or it is better to say that “human resource 

management is a balancing act” (Roberts, nd, p. 2). However Decenzo and Robins 

(2007) indicate that human resource management means a lot of things to 

different people, but when the discussion is about the fundamental aspects of 

human resource management, one point is clear. As they discuss human resource 

management is a key organizational resource that has primary responsibility for 

getting good people, training them properly, motivating them and keeping them in 

the organization.  Similarly according to Baum (2006, pp. 24) “human resource 

management is frequently seen in terms of a three-part cycle, which contains all 
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of the functional responsibilities that managers with responsibility for this role are 

required to address”, and this cycle includes, “attracting, developing and 

maintaining an effective workforce”. In one other book by Tanke (1990, p. 5) 

human resource management is defined as the “implementation of the strategies, 

plans, and programs required to attract, motivate, develop, reward and retain the 

best people to meet the organizational goals and operational objectives of the 

hospitality enterprise”. As Tanke mentions “human resource management is a 

new form for what has been historically referred to as personnel management” (p. 

6) 

The main discussion of present study is “motivation” which is one the 

fundamentals of human resource management in the hotel, so it would be better to 

have a short discussion on human resource management in the hotel industry. 

In the hospitality industry all the managers are human resource managers or have 

responsibilities that include their human resources (Tanke, 1990). As she pointed 

out, dealing with people is what the hospitality business is all about, whether the 

employees or the guests.  

Chand and Katou (2007, p. 578) indicate that “hotel industry is undoubtedly a 

labor-intensive industry”. This signifies that the success of hotels depends on “the 

social and technical skills of its personnel, their ingenuity and hard work, their 

commitment and attitude”, (Gabriel, 1988, p.7; Anastassova and Purcell, 1995, 

p.172 cited in Chand and Katou, 2007, p. 578). In such an industry the primary 

resources for providing services to guests are people, workers, and employees. “In 

a labor intensive industry according to (Schneider and Bowen, 1993; Mohinder, 

2004 cited in Chand and Katou, 2007, p. 578) the effective employment or use of 

human resources can give and organization its competitive edge”. It is better to 

state that “by effectively linking human resource management with organizational 

objectives and needs, human resources can be recruited, developed, motivated and 

retained towards gaining a competitive advantage”, (Cheng and Brown, 1998 

cited in Chand and Katou, 2007, p. 578). Correspondingly Tanke (1990) states 

that the human resource department help the hospitality organization in meeting 
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its goals and objectives, and as (Estess cited in Tanke, 1990, p. 7) pointed out 

“without the presence, involvement and corporation of a human resource 

department the goals of the hospitality industry will be difficult to reach”. 

Moreover “the best human resource management practices should include 

appraisal system, training and development, empowerment, team working and a 

more consultative management style”, (Anastassova and Purcell, 1995; Waston 

and D’Annunzio-Green, 1996; and Buidick & Muthu, 1997 cited in Chand and 

Katou, 2007, p. 579).  

Now the very sensitive role of human resource management in hotel can be more 

easily understood. However Berger and Ghei (1995, cited in Chand and Katou, 

2007, p. 578) recognized that “the success of the hotel industry depends on the 

quality of its employees or human resources and their effective management in 

order to aid and help the organization to achieve its goals”. 

This can be claimed that human resource management for hotel is a must as its 

employees or human resources are the most important components of this 

industry.      

 

2.4. Motivation 

As it was mentioned before in the discussion of human resource management, 

motivation is one of the fundamentals of this kind of management or it is better to 

state that “one of the major issues faced by human resources departments and 

specialists is the issue of employee motivation”. http://pdfcast.org/pdf.employee-

motivation-hoe-to-motivate-employees.  

According to different studies motivation is one of the most important factors in 

any organization, because it has direct relation with the satisfaction and 

performance of the employees. As it was discussed by (Pinder, 1998, p. 11 cited 

in Meyer and Becker, 2004, p. 992) motivation has been a difficult concept to 

properly defined, because there “are many philosophical orientations toward the 

nature of human beings and about what can be known about people”. There are so 

http://pdfcast.org/pdf.employee-motivation-hoe-to-motivate-employees
http://pdfcast.org/pdf.employee-motivation-hoe-to-motivate-employees


Chapter 2. Literature review  
 

To identify the employees’ motivation of Parsian hotels in Tehran (the 2nd half of 2011) 
Created by: Sasan Seyed Tavakoli, Dorrin Pessaran Page 13 
 

many definitions of motivation by different authors and generally they are similar 

to each other. As (Kretiner, 1998 cited in Ramlall, 2004, p. 53) identified the 

word motivation “derived from the Latin word movere, meaning to move”. It is 

the “psychological process that gives behavior purpose and direction” (Kreitner, 

1995 cited in Ali and Ahmed, 2009, p. 271). Motivation is also defined as a 

“tendency to behave in a purposive method to achieve specific, unmet desire” 

(Buford, Bedeian and Lindner, 1995 cited in Ali and Ahmed, 2009, p. 271). In 

another study motivation is defined by (Mitchell and daniels, 2003 cited in Grant, 

Campbell, Chen, Cottone, Lapedise and Lee, 2007, p. 54) as “an umbrella that 

encapsulate the psychological processes which guide, energize and sustain human 

behavior”. In concurrence to the previous definition (luthans, 1998 cited in Tella, 

2007, p. 2) declared that “motivation is the process that arouses, energizes, directs 

and sustains behavior and performance".  Motivation represents “those 

psychological processes that cause the arousal, direction and persistence of 

voluntary actions that are goal oriented” (Mitchell, 1982, p. 81 cited in Ramlall, 

2004, 53) this definition also is very similar to previous definitions. Moreover 

motivation is the “process of stimulating people to action and to achieve a desired 

task” (Tella, 2007, p. 2). Motivation also is defined by (Kressler, 2003 cited in 

Jusufi and Saitovic, 2007, p. 5) as “a combination of needs that influence behavior 

and action”. As taken from Adair (2004, p. 58) motivation is about “driving force 

which is within some one that impels him or her to move forward, to achieve a 

goal and to make progress in a task”. This driving force according to Adair (2004, 

p. 58) may be a “need, desire or an emotion that leads someone to act in a certain 

way”. In most of the definitions above by different authors this can be seen that 

motivation is mostly defined as a process which stimulates guides and invigorates 

someone for reaching a goal or making advances in a task.  

To be able “to get the best from people, to achieve results through individuals and 

teams and to maintain consistent high performance, is all about inspiring oneself 

and others into action and this all depends on the skills of motivations and 

leadership” (Adair, 2004, p. 58). “Understanding what motivates employees is 
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one of the key challenges for managers” (Ali and Ahmed, 2009, p. 271), and 

“motivation is one of the most important responsibilities of managers, they must 

find the best way of motivating their employees in order to get the best 

performance at their work place”, (Mahaela, Daniela and Ionel, nd, p.55). 

“Managers and management researchers have long believed that organizational 

goals cannot be attained without the enduring commitment of members of the 

organizations”, (Tella, 2007, p. 3), and moreover these members or employees of 

organizations do what they do so as to satisfy needs, so before doing anything 

they look for a payoff or reward or in other words motivation, (Decenzo and 

Robbins, 2007). Correspondingly, as Houran and Kefgen (nd, p. 3) mention, “no 

one works for free, nor should they”. Stoke (1999 cited in Tella, 2007, p. 3) stated 

that “motivation is a human psychological characteristic that contributes to a 

person’s degree of commitment”. As Jordan (nd, p. 3) mentions “since motivation 

affects productivity, supervisors need to understand what motivates employees in 

order to reach peak performance”. Adair (2004, p. 59) states that “To motivate 

others means to provide an incentive for them to do something, to initiate their 

behavior and to stimulate them in to activity”, in addition it is not possible to 

motivate others directly, however it is important to know how to influence what 

others are motivated to do, by the overall aim of having employees identify their 

own welfare with that of the organization (Bruce and Pepitone, 1999 cited in Ali 

and Ahmed, 2009). In addition as taken from (Jordan, nd, p. 3) “it is not an easy 

task to increase employee motivation, because employees respond in different 

ways to their jobs and their organizations practices. motivation is the set of 

processes that moves a person toward a goal, therefore motivated behaviors are 

voluntary choices which are controlled by the individual employees. There are 

some factors that affect work motivation such as individual differences, job 

characteristics, and organizational practices. Individual differences are the 

personal needs/wants, values, attitudes, interests and abilities that people bring to 

their jobs. Job characteristics are the aspects of the position that determine its 

limitations and challenges. Organizational practices are the human rules, human 

resource policies, managerial practices and rewards systems of an organization”. 
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So supervisors must consider how these factors interact to affect employee job 

performance. “For understanding which factors motivate employees of an 

organization, values and attitudes have to be examined together with a general 

understanding of the needs that affect the motivational level” (Osteraker, 1999, p. 

105).  

According to Ali and Ahmed (2009), generally there are two kinds of motivation, 

intrinsic and extrinsic. As they added in intrinsic motivation there is no reward 

except the task itself, and the task or the activity itself is inherently the reward, 

while extrinsic motivation includes reward and recognition for an activity and is 

incentives not inherent in the task (Deci, 1971 cited in Ali and Ahmed 2009).  

 

2.4.1The importance of employee motivation in the hotel industry 

Hotel industry is a significant part of the hospitality and tourism industry. 

According to Tanke (1990) employees have a unique value to the hospitality 

organizations because they are human beings. Marriott, Jr and Brown (1997, p. 

34), believe that the cornerstone of job success has always been “take care of your 

employees, and they will take care of your customers”. As they argue when 

employees know that their problems will be taken seriously, so obviously they are 

more comfortable and confident. Hence they are better equipped to deliver their 

best on the job and to the customer. Therefore everyone wins: the company, the 

employee and the customer. So paying attention to the employees is very 

important and vital. As Marriott, JR and Brown (1997, p. 35-36) argue the hotel 

job and duty is to “supply customers with answers to two life’s basic needs which 

are foods and lodging, so this business or industry is touching on pretty special 

human territory. Even if the customers are not conscious about it, they have very 

decisive expectations about not only the tangible parts of eating good food or 

sleeping in a comfortable bed, but also the intangibles of those experiences, for 

instance how they are greet, how their questions are answered, how their special 

problems are handled”. In a simple description guests have so many expectations 
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about how the employees treat with them and answer their needs, and here the 

“right human contact can make all the differences between a mediocre or poor 

experience and a positive or even unforgettable one” (Marriott and JR and 

Brown,1997, p. 35-36). As they discuss, naturally if the people or employees who 

have contact with guests are unhappy, tired, stressed out, poorly trained, 

dissatisfied or distracted, they are apparently not going to perform a good job. 

This bad performance leaves direct impact on guests’ experience. But on the other 

side, if the employees are satisfied and happy with their job, so they will have 

positive attitude and this will be felt and seen in everything they do, and hence it 

has positive impacts on the guest’s experience, so the guests will be satisfied. 

2.4.2. Motivational differences between genders 

Are there any motivational differences between men and women? “Investigations 

of gender motivation differences are based on the idea of the differences between 

males and females, i.e. on the existence of gender stereotypes, which can be 

traced back t historical context of male’s hegemony proceeding from the 

perception of priority based on sex differences and co laterality of qualitative 

differences of human beings”. The idea of gender stereotypes supports the belief 

that men and women are inherently different. Therefore by this belief a “typical” 

man and a “typical” woman are different in so many constructs such as 

“psychology, possibilities, values and needs” and so they have different 

motivations or are motivated differently” (Arnania-Kepuladze, 2010, p.86 ).  

But on the opposite side Simons and Enz (1995, cited in Petcharak, 2002, p. 24) 

argued that there are “no motivational differences between genders”. They both 

may require similar treatment for optimal workplace motivation. In other study 

according to Reiger and Rees (1993, cited in Petcharak, 2002, p. 13) there are no 

important “motivational differences found in relation to gender, age and race”. 

Also (Komives, 1991 cited in Wong, Siu and Tsang, 1999, cited in Petcharak, 

2002, p. 13) stated “that motivation is not affected by gender”. While on the other 

hand according to (Arnania-Kepuladze, 2010, p. 87) on the other hand the 
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followers of gender stereotypes believe that “men and women in the work place 

have different goals and so are motivated in different ways”. According to those 

followers the “economic success, autonomy and achievement” are more 

significant for men, so “earnings, freedom, advancement, challenge, possibility to 

use skills”, etc… are more important motivators for men. And as women 

according to gender stereotypes follower have the responsibility of fulfilling 

family needs and taking care of the quality of their life so for women 

“interpersonal relationship, security, fringe benefits, environment, etc” should be 

more important (Arnania-Kepuladze, 2010, p. 87) 

Also some researches as Arnania-Kepuladze (2010, p.88 ) argue that the 

similarities between men and women are more than the differences. Those who 

are the followers of gender similarities somehow disagree with the gender 

stereotypes adherents and they believe that “men and women are not similar in all 

but, but in most”.  

Petcharak (2002) conducted a research titled “the assessment of motivation in the 

Saint Paul Hotel employees”; his research methodology was descriptive and he 

found that male and female employees in the hotel industry need different stimuli 

to be motivated. Correspondingly, Edlund and Nilson (2007) conducted a research 

in the domain of “employee motivation in medium-sized manufacturing 

enterprises”, their research methodology was descriptive, explanatory, exploratory 

and case study. They found that “managers should not assume that their 

employees are categorized into stereotypes with the same motivational factors, 

since not all the employees in the same division might be motivated the same”, 

they also concluded that “no clear distinction exit on how motivation differ 

between the two genders since they are motivated due to their individuals 

characteristics and not their gender” (p. 58). Gay (2000, p. 58) presented that “the 

gender results are another good indication that we need to treat employees as 

individuals, as they are not all alike”. According to his survey there are some 

work motivation factors that are more important to males than females and vice 

versa. This is a complex subject. Tomasevic (2006) argues that the motivation is 
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based on each persons’ values – it is to be seen what is most important for men 

and for women. For example: some big American companies in order to attract 

good employees (higher executives) offer membership of expensive golf clubs or 

similar places in order to motivate them and push them towards a positive 

competition – that is definitely something that would not attract a woman. Some 

hotel companies (Marriott) offer, as motivation, the possibility to have children at 

the working place in special kinder-garden which is motivation for women, but 

not for men. Also, the working environment is more important for women, while 

men are looking for some other motivators (in any case women are less paid than 

men). So, the statement that the motivators are the same for everybody could be 

discussed. Not only it defers man to woman, American to Hungarian, but also the 

age influences very much what is your priority. 

Men and women in some cases have different needs, wants and desires because of 

their nature. In the workplace also men and women would have different demands 

and will be motivated in different ways. Also as the above statements show some 

people believe that men and women have different motivations but some other 

believe that they can be motivated in the same way. So this is a complex topic but 

according to so many authors as it is stated later generally people will be 

motivated in different ways because they are different from each other in so many 

things such as character, position, etc. So this difference causes people to be 

motivated in different ways.  

 

2.4.3. Motivational factors to employees (the basics) 

Nowadays the important role of employees in the success of an organization is so 

obvious. According to Wheelhouse (1989, p. 208) “as motivated employees are 

more productive so managers have clear interest in discovering what motivates 

them”. “The problem of motivating other people is probably as old as the history 

of man himself, or at least as old as that point in time when man found he could 

only accomplish certain tasks by combining his efforts or abilities with those of 
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other individuals. With the onset of this realization of the value and need for 

cooperative effort, the problem was further compounded when larger numbers of 

people were needed to accomplish a task. The situation then arose of providing 

direction to such a multiple effort and with direction, i.e., someone telling others 

what to do or overseeing the effort, there came the matter of how to motivate 

these people. The old saying, one can lead a horse to water but one cannot make 

him drink, was and remains the crux of the motivation problem”. 

(https://www.ideals.illinois.edu/bitstream/handle/2142/6595/librarytrendsv20i1d_o

pt.pdf?sequence=1). As Wheelhouse (1989) stated communicating with the 

employees is the only way to find out how to motivate them. Drummond (1990, 

cited in Petcharak, 2002, p. 19) indicated that “the lack of good communication 

causes low productivity, poor service and increased costs”.  

 Wheelhouse (1989, p. 209) declares that “business communication may be 

formal or informal and generally it falls into three categories: downward 

communication, upward communication and lateral communication”. As 

Wheelhouse (1989, p. 210) states the downward communication is the 

information movement from higher levels of the organization to lower levels. 

Such as, “policy manuals, magazines, annual employee report, bulleting boards 

and etc”. “The upward communication is the communication that comes from the 

lower levels of the organization to the higher levels” (Wheelhouse, 1989, p. 210), 

such as the suggestion box, employees satisfaction survey and etc. The lateral 

communication refers to “information movement among all sectors of a 

company”, according to Wheelhouse (1989, p. 210). Generally, communication is 

very significant in motivating employees and it is an important factor in 

hospitality industry. “Finding from professionals and scholarly journals and 

personal interviews revealed that employees become unmotivated when 

communication breaks down between management and subordinates”, (Roberts, 

nd, p. iv). Therefore, good communication can be counted as a good motivator for 

employees. As Roberts (nd, p. 1) continued “most of the employers or managers 

know what motivation is or they have at least heard about it but when motivating 

mhtml:file://D:/uni%20th/jadidmotivation/Employee%20Motivationddddddd.mht!https://www.ideals.illinois.edu/bitstream/handle/2142/6595/librarytrendsv20i1d_opt.pdf?sequence=1
mhtml:file://D:/uni%20th/jadidmotivation/Employee%20Motivationddddddd.mht!https://www.ideals.illinois.edu/bitstream/handle/2142/6595/librarytrendsv20i1d_opt.pdf?sequence=1
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employees comes in to action many of managers or employers do not know which 

techniques or strategies to use in order to motivate their employees”. According to 

Kamery (2004, p. 139) “the key to motivating employees is remembering that not 

all employees are the same and so for motivating them managers must know each 

employee”. Correspondingly as Miljkovic (2007, p. 53) argues, “motivation 

process is more complex than most of the people think”, because “people have 

different needs, set different goals in order to satisfy needs and undertake various 

actions for attainment of the goals”. Edlund and Nilson (2007) conduct a research 

entitled “employee Motivation in medium-sized manufacturing enterprises”, their 

research methodology was descriptive, explanatory, exploratory and case study. 

They found that so many researchers have investigated how people are motivated 

and as the researchers have focused on different variables, organizations and 

countries, their findings are different and even some findings refute one another. 

Therefore “no clear answer has been made on what motivates people since each 

individual is so different and the motivational factors triggered differently”. In 

other words according to Edlund and Nilson (2007, p.55) findings “individuals 

are very unique and bring their personalities with them to work and no overall 

conclusion can be said to motivate everybody equally. This makes the work of 

managers difficult since they have to recognize each employee as separate 

individuals with different motivational factors”.  

As Wheelhouse (1989, p. 200-202) declares “there are some factors which are 

basic to the workers performance and are not effective motivators in themselves 

but if these factors are neglected by managers it will have negative impact on 

motivation”. The most important of these factors are as follows: 

Security:   According to Maslow’s theory, security is a very vital factor whether 

in life or work. Most of the companies according to Wheelhouse (1989) offer the 

general security of insurance benefits, retirement programs, and saving plans. As 

he mentioned if employees are worried about their job for instance whether they 

will have the job next week so they are not likely to be very responsive, and they 

are not motivated to perform well.  
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As Wheelhouse (1989) mentions “arbitrary, inconsistent, unpredictable or 

incompetent supervision is another cause of insecurity and anxiety in workplace”. 

As he indicated employees need to feel confidence that they will be treated fairly. 

This was just a few example and description of how security is important in 

motivation of the employees. Also some of the theories mentioned before show 

the importance of the security in workplace.  

Salary:   this element is very important for everyone. Wages must first be received 

fairly (Wheelhouse, 1989). As (Bohlander, Snell and Sherman, 2001, cited in 

Petcharak, 2002, p. 22) argued “pay is a major consideration in human resource 

management because it provides tangible reward for employees’ service”. As 

Wheelhouse (1989) stated “payday should be one of the happiest days of the 

week”, it should be delivered to employees on time and in a friendly manner. In 

another study Stone (1982, cited in Petcharak, 2002, p. 22) stated that “people are 

motivated by money because of many different reasons, the need to provide the 

basic necessities of life motivates most people. Also some people think that 

money is an instrument to satisfy noneconomic needs such as, power, status and 

affiliations with desired groups”. Petcharak (2002) studied the assessment of 

motivation in the Saint Paul Hotel employees; and found that that the good pay or 

salary was the first motivation factors of concern to employees of Saint Paul 

Hotel. According to their findings the other motivational factors to the employees 

of Saint Paul Hotel are “job security and interesting job”. Gay (2000) conducted a 

descriptive research on the motivational factors of both public and private sectors 

and reached a similar conclusion. According to his findings the good wage holds 

the highest rank and is the first important motivational factor and the job security 

is the second important factor for the employees of both public and private 

convention center.  

Working condition:   working conditions have impacts on employee motivation as 

according to Wheelhouse (1989) it can often be a cause of low productivity. 

Employees need adequate equipment, space, heating, lighting and ventilation. 

Color also is very important in the work environment. For instance there should 
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be used right colors in employees’ cafeteria, locker room, etc. This can give a 

sense of peacefulness to the employees. As Wheelhouse (1989) declares 

restrooms and lockers should be clean, secure, and well-maintained. As he added 

in high-stress industries employees should have a pleasant relaxing break area.  

As an example the Google office in Switzerland (Zurich) provides a person needs 

and even more for the employees, such as massage chair, slides, pool tables, and 

other games, private cabins and much more. A lot of organizations also do 

everything they can to make sure their employees not only have great jobs, but 

also great lives.  

Generally, the environment of the workplace is very important and effective on 

the employees’ motivation and so their performances. 

Status:   according to Wheelhouse (1989) workers believe that there should be 

equal treatment to everyone and the same rules apply to everyone. For instance if 

the line managers should wear name tags they feel that the managers also have to 

wear them. So this factor is considering on the equity between everyone in the 

workplace which is very significant. Feeling unfair has bad impacts on the 

productivity of the employees (Wheelhouse, 1989).  

The concepts of equal treatment and status seem to be clear enough, meanwhile as 

Tomasevich (2006) rightly puts it, these issues are interesting for the workers as 

well as the authorities and “they are what workers think, but in reality, the 

executives do not think so and therefore, they ask for privilege parking place, 

privilege or even separate place in cafeteria and that is considered as normal. Just 

imagine, in a company with 500 employees if everybody would have the same 

right for parking or eating? No executive would accept to wonder around looking 

where to park! There are companies which even have special elevators for top 

executives, special toilets for them, fitness equipment in the office itself, or even 

golf simulator.  
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This means that such statements must be critically observed.  It is also true that in 

some countries those differences would not be accepted (highly socially oriented 

countries like Sweden, Finland)”. (p.91)  

It is so hard and complex to motivate employees as different people have different 

needs and motivations. It is better to indicate that “it would be wrong to assume 

that there is one approach of motivation which could be used in any situation” 

(Miljkovic, 2007, p. 53). But the above factors are basics to the employee 

motivation, and they are so important. The lack of any of these factors can have 

negative impact on the employee motivation and performance.  

As Tomasevic (2006, p. 92) declares “in relation to hotel motivators Hotel 

Oriental Bangkok (today Mandarin Oriental) used to send their employees, as 

motivation to a 3-day meditation period to a Buddhist temple to north Thailand, 

instead of organizing the classical Christmas party for staff. It was because the 

general manager Kurt Wachtveitl observed that for mostly Buddhist staff, the 

Christmas party did not have any meaning, while they have been thrilled and 

thankful with meditation. That is an example how a foreign hotel manager 

understands and respects the local culture and local values and motivation.  

Celebration of Christmas provoke no feelings, it left the people cold, while the 

meditation was something of highest appreciation. That is what motivation is 

about – understand what the people like, what they appreciate and make them 

understand that the company provides that for them. That creates good and long 

term ties between employees and company”.  

 

2.4.4. Environmental motivation 

“The most productive work environment is the one which permits employees to 

find their own motivation- to fulfill their own goals and needs while serving the 

organization’s best interests” (Wheelhouse, 1989, p. 202). Or as Kamery (2004, p. 

139) states “a supervisor can provide the environment in which employees are 

willing to motivate themselves. The purpose of a motivating environment is to 



Chapter 2. Literature review  
 

To identify the employees’ motivation of Parsian hotels in Tehran (the 2nd half of 2011) 
Created by: Sasan Seyed Tavakoli, Dorrin Pessaran Page 24 
 

encourage every member of an organization to motivate himself to contribute his 

best effort to the job at all times”.  

 Correspondingly as Wheelhouse (1989, p. 202) declares that the “employer 

should provide an environment of acceptance, confidence, mutual trust and 

openness toward employees, also the organization should have a solid set of 

values within which employees can operate”.  

This is so important to keep in mind that as Wheelhouse (1989, p. 202) argues 

being too “soft” or easy and giving workers anything they want can create as 

many problems as being autocratic or dictatorial. And in this condition, 

“employees start to expect and want more and more while giving less and less, so 

job dissatisfaction grows” (Wheelhouse, 1989, p. 202). So a motivating 

environment does not exactly mean that employees are happy all the time, but it 

may “produce satisfied employees which in turn may make many employees 

happy” (Kamery, 2004, p. 140).  

Wheelhouse (1989) provides some elements for creating motivational 

environment. These elements are achievement, recognition, the work itself, 

responsibility, growth and advancement, which are described as follows: 

Achievement: people like to solve problems, to face challenges and to achieve 

goals. Employees can find achievement in simple things such as “trying to sell ten 

gallons of fresh orange juice before ten in the morning” (Wheelhouse, 1989, p. 

202). As Wheelhouse asserted, for being motivated people need to be excited, and 

building a business is something that people can get excited about. As he 

mentioned, “if the environment is right, the achievement will be its own rewards”, 

or in other words the environment should have high standards. According to 

Wheelhouse, low standards reduce motivation very quickly.  

Recognition: this item is the “cheapest, easiest and fastest” way to enhance 

production (Wheelhouse, 1989, p. 203). Researches show that “employees are not 

likely to be motivated by money all the time. In fact, innovative non-monetary 
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rewards like paid vacations, time off from work, favored parking, or gift 

certificates can be quite effective in encouraging employees” (Bragg, 2000 and 

Geller, 1991 cited in Govindarajulu and Daily, 2004, p. 368). “Employees will do 

their best if their inputs are recognized” (Jeffries, 1997 cited in Govindarajulu and 

Daily, 2004, p. 368). Or in other words as Wheelhouse (1986) stated, workers 

need to know if they are doing useful work and doing it well. An empirical study 

by Ramus (2001 cited in Govindarajulu and Daily, 2004, p. 368) has shown that 

“supervisory behaviors which encouraged daily praise were ranked as being 

among the most important” factors for problem solving by employees or 

increasing their motivation.  

Wheelhouse (1989) mentioned that effective recognition as a motivator must be: 

 Deserved 

 Prompt 

 Perceived as fair to all employees 

 Appropriate for the effort expended 

 Attainable 

Generally this can be stated that recognition and praise have emotional impacts 

and give the employees the sense of importance. 

The work itself: “the satisfaction of the job itself is the best predictor of job 

longevity and also one of the best guarantees of performance”, according to 

Wheelhouse (1989, p. 207). As he added a job should be meaningful and serves a 

purpose in meeting the goals of the organization.  

In some departments it may be essential to do some restructuring or redefinition 

of jobs so that to give each positions a sense of purpose (Wheelhouse, 1989). As 

an example by Wheelhouse (1989,  p. 207) “instead of giving each worker in the 

dishwashing area one specialized task to perform repeatedly, teach everyone all 

the steps and let them move around”.  
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Therefore the satisfaction of the job itself gives the employees the sense of 

importance and so motivates them.  

Responsibility:  how does responsibility cause motivation? It is very effective in 

the performance of the employees to feel that they are responsible for the 

organization. “People won’t commit themselves if they are unable to contribute”, 

so it is better to state that employees need to know what they can do to improve 

productivity (Wheelhouse, 1989, p. 207).                                       

Obviously, as it is mentioned before not all the employees wants more 

responsibilities, but a manager can insist that each person accept responsibility for 

doing his or her own job well (Wheelhouse, 1989). 

Growth and advancement: “identify the high achievers in your department and 

keep them challenged with new opportunities for growth and advancement, if you 

don’t you may lose them” (Wheelhouse, 1989, p. 209).   

However promoting employees is only one of the ways of motivation and this 

should be mentioned that it is not what all the employees want; and therefore if a 

manager is using just promotion as a motivator he or she is not motivating 

everyone, according to Wheelhouse (1989).  Simply speaking as Wheelhouse 

stated “some people are satisfied with their routine and do not want to do the 

work of a manager but they want to learn more about their current job, even 

though there is no promotion or pay increase”. (p. 209)  

To sum up there are so many ways to motivate employees but employees are 

different from each other, therefore, the elements which motivate them are 

different. That is why the managers should know their employees, their needs and 

interests, and also they have to place employees in the right jobs, (Wheelhouse, 

1989).  
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Memmott (2002, p. 2) argues that there are some points which will help the 

company to be sure if it is motivating the employees. Some of these points are as 

follows: 

 Communicate philosophy and values of the company  

 Open door policy (be a good listener) 

 Grievance procedures 

 Have a natural and honest interest in people and show it 

 Explain why things have to be done in a certain way 

 Meetings with employees (regular Q and A sessions) 

 Bulletin boards 

The above points are some of the notions which will aid the company to have 

good and open communication so that it could motivate its employees. 

 

2.5. Theory of motivation 

According to Alawi (2005, p.226) “understanding the factors that affect employee 

motivation is a complex process”. Also as Tanke (1990, p. 203) indicated for 

being able to motivate staffs, the managers must “first understand what motivates 

each employee in his or her specific job position”. Furthermore as she added what 

may be interesting to one employee may not be of any interest to another 

employee. “Work motivation has been defined as the process by which behavior 

is energized, directed and sustained in organizational settings” (Steer and Porter, 

1991 cited in Leonard, Beauvais and Scholl, 1999, p. 970). “There are many 

theories that explain employee motivation” (Kanfer, 1990; Pinder, 1998 cited in 

Meyer and Becker, 2004, p. 992), and according to Leonard, Beauvais and Scholl 

(1999, p. 970) “there are numbers of theories that provide different 
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conceptualizations of the factors that drive the motivation process”. However as 

(Amurusko, Szasz and Duque, 2004, p. 1) discuss “motivation theory is widely 

recognized, throughout all possible perspectives of the management world as an 

important and essential part of management and of the performance goals that 

companies tend to set”.  

All the above mentioned motivational factors could be pursued in the heart of the 

following theory. 

 

2.5.1 Maslow’s hierarchy of needs 

“Need theories represent the starting point for most contemporary thought on 

motivation” (Alawi, 2005, p. 226).The hierarchy of needs which is the first 

complete theory about motivation at work was developed by Abraham H. 

Maslow, in his book named “a theory of human motivation”, from 1943 (Kressler, 

2003 cited in Jusifi and Saitovic, 2007, p. 6).  

“Abraham Maslow is considered to be the father of Humanistic psychology”, 

(Yahaya, nd, p. 1). As Yahaya mentioned “Maslow has rejected the idea that 

human behavior is controlled by only internal and external forces, and he 

emphasized that humans have the unique ability to make choices and exercise 

free-will. Maslow’s studies have led him to believe that people have certain needs 

which are constant or unchanging and genetic in origin. These needs are also the 

same in all cultures and are both physiological and psychological, and some even 

noted that Maslow’s hierarchy follows the life cycle from a newborn baby to an 

adult” (Yahaya, nd, pp1-2).   

“Maslow argued that human beings have desires to satisfy, which are represented 

by a given set of needs” (Alawi, 2005, p. 226). Maslow’s hierarchy of needs 

theory as is shown in figure 1-1 and as (Robbins, 2003 cited in Edlund and 

Nilsson, 2007, p. 14) stated, “Consists of five needs which is started from the root 

of the hierarchy with physiological need to safety, social (love and 
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belongingness), self esteem and self actualization”. Maslow called the first four 

needs “deficiency needs”, and the last one which is self-actualization is “growth 

needs” (Riedl, 2002, p. 3). 

 

                                                              5      Self 

                                                                actualization 

                                                                            

                                              4               Self-esteem         

                                                                           

                                    3                        Social needs 

                                                                 

2                               Safety needs 

 

    1                                  Psychological needs    

     

Figure 1-1: Maslow’s hierarchy of needs provided by Petcharak  (2002, p. 15) 

As the above figure shows and as Di Cesar and Sadri (2003, cited in Edlund and 

Nilsson, 2007, p. 14) stated the “needs must be met from the lowest component of 

the hierarchy and then move upward towards the highest”. This will be useful to 

mention that Wiley (1997 cited in Edlund and Nilsson, 2007, p. 14) believed that 

the “main strength point with the Maslow’s theory is the identification of 

individual needs for motivating behavior”.  

It would be better now to identify each need in the hierarchy. 
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Physiological (basic) needs are those needs that are “usually taken as the starting 

point for motivation theory” (Maslow, 1943, p. 7) and also these are needs which 

are fundamental and essential for survival (Jordan, nd) or as Reidl (2002, p. 4) 

mention these needs are the” very basic needs on a biological level, such as, air, 

water, food, sleep, shelter, sex, etc”. These needs are the necessities of life Jordan, 

(nd). According to Reidl (2002, p. 4) “When these needs are not satisfied we may 

feel sickness, irritation, pain, discomfort, oxygen, etc”. In addition as he declared 

these needs are “the strongest because if denied, the person would die”, for 

instance a person cannot live without water or oxygen. These feelings motivate us 

to soothe them as soon as possible in order to reach to “homeostasis” and after 

meeting those needs we may think of other things (Reidl, 2002, p. 4). As Jordan 

(nd, p. 7) states “in a business context, these needs translate into a relaxed 

working atmosphere and a salary that is sufficient enough to sustain life”.  

So now the importance of these basic needs will be better understood.   

Safety and security needs appear if the physiological needs are proportionately 

satisfied (Maslow, 1943, 15). As Reidl (2002, p. 4) demonstrates safety needs 

“have to do with establishing stability and consistency in a chaotic world or 

periods of disorganization in the social structure (such as widespread rioting, 

war)”. Security needs according to Jordan (nd, p. 7) are concerned with keeping 

“stability in a civil society and having protection from the fearful unknown”. 

Moreover these needs are mostly psychological in nature (Riedl, 2002, p. 4) as he 

states “many in our society cry out for law and order because they do not feel safe 

enough. He also indicated that safety and security needs sometimes motivate 

people to be religious, because religious comfort us with the promise of a safe 

secure place after we die and leave the insecurity of this world”. generally “safety 

and security needs are about a human’s desire to live in a safe, secure, stable, not 

hostile and peaceful environment, and these would include physical safety, health, 

job security, etc”, (Efere, 2005, p. 8). 
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Job security and pension could be considered as the emblems of safety needs for 

the employees (Jordan, nd). This can be stated that this part in the business 

situation means that employees need to feel that they are safe and secure with 

their job and work environment so that they can work better.   

Social needs (love and belongingness) can be described as “belongingness 

needs” that is the desire of people to be connected to a person or something or the 

desire to have a sense of belongingness to others (Efere, 2005, p. 9). Also Reidle 

(2002) states that people have needs to escape feelings of loneliness and 

alienation or estrangement and give and receive love, affection and the sense of 

belonging. As he supplemented humans are interested in belonging to groups, 

such as clubs, work groups, religious groups, family, etc. according to Efere 

(2005) and Jordan (nd) social needs include, friendship, affection, social 

activities, family union, receiving and giving love, human contact and 

camaraderie, etc.  

In the organizational context, as Jordan (nd) states, employees need to feel 

belongingness and that the work environment encourages and promotes 

friendship. In a very simple point, performers appreciate praise, because in a very 

general description “we need to feel loved by others and more obvious we need to 

be needed” (Riedl, 2002, p. 4). 

Self-esteem: Efere (2005) presents that self-esteem, includes human needs such 

as, desire to achieve, having success, attaining knowledge, self-worth, status, 

properly founded self respect, confidence, reputation, independence and freedom, 

prestige, recognition, being acknowledged and esteemed by others, attention, 

appreciation, etc. In addition and as completing the description, people need a 

stable, strongly based, high level of self-respect and respect from others so as to 

feel satisfied, self confident and valuable, and if these needs are not met people 

feel inferior, subordinate, weak and insignificant (Riedl, 2002). He mentioned that 

there are two typed of esteem needs. The first one is the self-esteem which is 

resulted from competence or mastery of a task and the second one is the attention 
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and recognition which comes from others. Riedl also added that this is similar to 

the belongingness level and however wanting admiration has to do with the need 

for power. 

Jordan (nd, p.7) states that “businesses can meet these needs by assigning 

esteemed job titles to their employees, granting a promotion when deserved and 

creating incentives”.  

Self-actualization needs involve the highest level of self-fulfillment (Efere, 

2005) and growth to develop ones capabilities; to live up to ones full potential, in 

other words, “to be all that you can be” (Jordan, nd, p. 7). Manifestly the 

appearance of these needs is based on the prior satisfaction of physiological, 

safety, love and esteem needs (Maslow, 1943, p. 29) and similarly Riedl (2002, p. 

5) demonstrates that according to Maslow, an individual is ready to act upon the 

growth needs only if the deficiency needs are met. For instance a man who is 

homeless and sleep in the street would not be excited about achieving a degree 

course which is a part of self-actualization needs (Efere, 2005, p.9). Riedl (2002, 

p. 5) argues that self-actualized people are characterized by: “1. being problem-

focused; 2. incorporating an ongoing freshness of appreciation of life; 3. a 

concern about personal growth; and the ability to have peak experiences”. 

Moreover Riedl(2002, p. 5) states that Maslow later differentiated the growth 

need of self-actualization, specifically naming two-level growth needs prior to 

general level of self-actualization and also one beyond that level. They are as 

follows: 

5. Cognitive: to know, to understand and explore 

6. Aesthetic: symmetry, order and beauty 

7. Self-actualization: to find self-fulfillment and realize one’s potential (as 

mentioned before) 

8. Transcendence: to help others find self-fulfillment and realize their potential 
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It is obvious that “Maslow’s basic position is that as one become more self-

actualized and transcendent he/she becomes wise and therefore automatically 

knows what to do in a wide variety of situations; and as Maslow believed the only 

reason that people would not move through the needs of self-actualization, is the 

hindrances placed in their way by society” (Riedl, 2002, p. 5).  

“One of the implications of Maslow’s theory is that the higher-order needs for 

esteem and self-fulfillment provide the greatest impetus to motivation, they grow 

in strength when they are satisfied, while the lower needs decline in strength on 

satisfaction” (Armstrong, 1977, p.258). 

In the case of organizations or businesses, managers can help employees reaching 

self-actualization needs through prescribing them challenging assignments, 

encouraging education to personal growth and professional development (Jordan, 

nd, p. 7).  

Armstrong (1977, p. 258) argued that Maslow’s theory of motivation represents 

that by satisfying a lower need “the next highest need becomes dominant and 

obviously the individual’s attention is turned to satisfying this higher need”. 

These five levels of human needs are hierarchically ordered and one cannot move 

to a higher category before satisfying the needs in the lower category. Generally 

“Maslow believed that our basic needs must be satisfied before we satisfy higher 

needs” (Jordan, nd, p. 6). According to (Adair, 2004; Armstrong, 1977 and et al.) 

Maslow believed that only an unsatisfied need can be a motivator for behavior 

and once a need is met it is no longer a motivator.  

In the context of working, organization or business “Maslow believed that if an 

employee or staff has problems on or outside the work place, obviously he will 

bring these problems to work, which will have a negative affect on his 

performance at work” (Efere, 2005, p. 8).  In another study which can be more 

helpful to understand the implication of this theory in organization or work 

environment, Ramlall and Minneapolise (2004, p. 54) argue that as Maslow 

(1943) stated, employees in an organizations are motivated by the “desire to 
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obtain or maintain the various situations upon which those basic needs (hierarchy 

of needs) rest and also by some more intellectual desires.” As Ramlall and 

Minneapolise (2004) discuss the implication of Maslow’s theory caused managers 

and other organization leaders to have useful perceptions. They added that 

according to this theory managers can find ways of motivating employees by 

devising programs or practices aimed at satisfying unmet needs. Also 

organizations can “implement support programs and focused groups in order to 

help employees to deal with stress, especially during more challenging times and 

taking the time to understand the needs of the respective employees” (Kreitner, 

1998 cited in Ramlall and Minneapolise, 2004, p. 54).  

According to (Ramlall and Minneapolise, 2004, p. 54) “when the need hierarchy 

concept is applied to work organizations, the implications for managerial actions 

become obvious”. “Managers have the responsibility to create a proper climate in 

which employees can develop to their fullest potential. Failure to provide such a 

climate would theoretically increase employee frustration and could result in 

poorer performance, lowers job satisfaction, and increased withdrawal from the 

organization” (Steers and Porter, 1983 cited in Ramlall and Minneapolise, 2004, 

p. 54). Efere (2005, p. 8) indicates that “the best way to motivate the staff would 

be to identify their problems in order to help them to handle their problems”. He 

also added that Maslow believed that helping staff to satisfy their need will 

motivate them on the job. For successfully applying the provisions of this theory 

managers should try to know and understand their employees quite well (Efere, 

2005).  

Ramlall and Minneapolise (2004, p. 54) state that there are some potential ways 

of satisfying employee needs as follow which is by Champagne and McAfee in 

their book Motivation Strategies for Performance and Productivity: A Guide to 

Human Resource Development 
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       Need                                                                          examples 

1. Physiological                                    Cafeterias  

                                                                    Vending machine 

                                                                    Drinking fountains 

2. Security 

                   Economic                                 Wages and salaries   

                                                                     Fringe benefits 

                                                                     Retirement benefits 

                                                                     Medical benefits 

                   Psychological                  Provide job description  

                                                                     Give praise awards 

                                                                     Avoid abrupt changes  

                                                                    Solve employee’s problems 

                   Physical                                    Working conditions 

3. Affiliation                                           Encourage social interactions 

                                                                       Create team spirit 

                                                                       Facilitate outside social activities 

                                                                       Use periodic praise 

                                                                       Allow participation 

4. Esteem                                                  Design challenging jobs 

                                                                        Use praise and awards 

                                                                        Delegate responsibilities 

                                                                        Give training 

                                                                        Encourage participation 

5. Self-actualization                                 Give training 

                                                                        Provide challenge          

                                                                        Encourage creativity   

However this theory like any other thing in the world is not a hundred percent 

perfect. Efere (2005, p. 10) mentions some of the criticisms against Maslow’s 

theory. He states that “two needs could be demanded at the same time, which 
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means that it does not have to be one after other. He also continued that people 

may try to satisfy ego and self esteem needs before the needs of love and 

belongingness”. 

Nevertheless according to Efere (2005) Maslow’s theory is very popular and 

accepted among the managers. 

Maslow’s theory enjoys five levels of human needs which should be satisfied 

based on their degree of immediate need. At first, the lower needs should be 

satisfied then the higher needs are felt to be met. In different organizations, 

managers can attempt to satisfy and motivate the employees via focusing on these 

needs; meanwhile, they should be aware at which level the staffs are.  

 

2.5.2 Fredrick Herzberg’s motivation-hygiene theory (two factor theory) 

“For understanding employee attitudes and motivation better, Fredrick Herzberg 

performed studies to determine that which factors caused satisfaction or 

dissatisfaction in an employee’s work environment” (Riedl, 2002, p.6). Herzberg 

(1987, p.9) states that the finding of these studies with the support from many 

other investigations, suggest that the factors which are involved in producing job 

satisfaction and motivation are separate from those that lead to job dissatisfaction, 

but these two feelings are not opposite of each other. This means that “the 

opposite of job satisfaction is not job dissatisfaction but, rather, no job 

satisfaction” and vice versa, “the opposite of job dissatisfaction is no job 

dissatisfaction and it does not mean job satisfaction”. The result of those studies 

and researches was the two-factor theory or the motivation-hygiene theory (Efere, 

2005). 

According to Herzberg (1987, p.9) “two different human needs are involved” in 

this theory, which are physiological and psychological. As Herzberg (1959 cited 

in Sachau, 2007, p.380) argued the “motivator factors all involve psychological 

growth and hygiene factors involve physical and physiological pain avoidance”. 
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“There are six stages of psychological growth including, (a) knowing more, (b) 

understanding, (c) creativity, (d) effectiveness, (e) in ambiguity, and (f) real 

growth” (Herzberg, 1966 cited in Sachau, 2007, p.381). But generally as Sachau 

(2007, p.380) mentions Herzberg defined “psychological growth as learning new 

facts and skills, developing an understanding of the relationships between the 

facts or skills and then using the knowledge, skills and understanding to create 

new ideas”. In another study Riedl (2002, p. 6) states that as Herzberg argued 

psychological needs can be fulfilled by activities that “cause one to grow”. Jordan 

(nd, p. 12) indicates that “motivators are those things that allow for the 

psychological growth and development on the job”. As he added “they are related 

to the concept of self-actualization which involves a challenge, an opportunity to 

extend oneself to the fullest, to state the pleasure of accomplishment and to be 

recognized as having done something worthwhile”. Another need which is 

mentioned is physiological, such as hunger and shelter. These needs as it is 

obvious and as Riedl (2002, p. 6) states can be “fulfilled by money”. The figure 

below will better display the relationship between Maslow’s theory of needs and 

the job factors presented by Herzberg.   
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Maslow’s hierarchy of needs                                                  Herzberg’s two factor 

                                                                                                         Motivators  

                                                                                                        achievement         

                                           Self                                                       recognition 

                                    Actualization                                                   work 

                                         Esteem                                                responsibility, etc              

                                                                                                         Hygiene factors    

                               love and belongingness                           interpersonal relations         

                                  Safety and security                                      company policy 

                                  Basic physical needs                                       salary and etc 

 

            Figure 1-2 source: Jordan (nd, p. 12) 

As the figure 1-2 shows “motivators are related to the work performance of 

employees and so lie on a continuum from satisfaction to no satisfaction on the 

job. But as he declared hygiene factors is related to the work environment of 

employee and lie on continuum from dissatisfaction to no dissatisfaction” (Jordan, 

nd, P.12).  As the figure above shows and according to the statement mentioned 

before if a manager wants to improve motivation between the employees must 

guarantee that the hygiene factors are met, as well as offer motivation factors.  

This theory also has its own faults and critics. For instance according to Jordan 

(nd, p. 13) individuals have different views about hygiene and motivator factors. 

“Some may think that money is hygiene factor, and some others may see it as a 
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motivator factor”. He continues that another defect of this theory is that it was not 

designed to be appropriate to all work settings. 

 

2.5.3 Douglas McGregor – Theory X and Y  

This theory which was presented by McGregor asserts that managers’ assumption 

about employees is divided into two different sets (Jordan, nd) and this theory 

suggests that there are two fundamental approaches to managing people 

(http://www.work911.com/cgi-bin/leadership/jump.cgi?ID=9923 ). 

Generally theory X say that the “workers hate their job and avoid working and 

responsibilities, they have little ambition and hope, and threats are necessary to 

motivate them. But in theory Y employees have desires for responsibility, they 

dislike threats, for them work is as natural as rest and they want to satisfy their 

need for esteem and self-actualization” (Jordan, nd, p. 9). So “McGregor believed 

that the attitude and management style adopted would be influenced by the 

assumption which managers have about people in general. And these two theories 

are the assumption that managers have” (Efere, 2005, p. 11). 

2.5.4 Equity theory 

John Stacy Adams, who is a workplace and behavioral psychologist, put forward 

his equity theory on job motivation in 1963. 

According to Ramlall and Minneapolis (2004, p. 55) this theory recognizes that 

“employees are not just concerned with the amount of rewards they receive but 

also with the relationships of this amount to what others receive”. Or for better 

description as Adam explained a “person’s level of motivation will be influenced 

by the perception on how fairly he has been treated or will be treated in 

comparison to his peers at work” (Efere, 2005, p. 18). Hence if an employee feels 

that he is having a bad treatment compared to others he will be dissatisfied and 

unmotivated. In other words when people feel that they are treated fairly and 

http://www.work911.com/cgi-bin/leadership/jump.cgi?ID=9923
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advantageously they are more likely to be motivated and if they feel unfair 

treatment obviously they will not be motivated. 

(http://www.businessballs.com/adamsequitytheory.htm )      

The table below is an example for this theory:       

 

                Inputs              

                                                    

                Equity 

        Dependant on              

comparing own 

ratio of input/output 

with  ratio of others 

 

               Outputs  

 

Inputs are typically: 

efforts, loyalty, hard 

work, commitment, 

skill, ability, 

adaptability, 

flexibility, tolerance, 

determination, heart 

and soul, 

enthusiasm, trust in 

boss and 

supervisors, support 

of colleagues, 

personal, sacrifice, 

etc 

 

People need to feel 

fairness between 

inputs and outputs. 

Fairness is 

measured by 

comparing one’s 

own balance or ratio 

between inputs and 

outputs with the 

ratio of input/output 

of others.  

 

Outputs are typically 

all financial rewards 

–pay, salary, 

benefits, pension 

arrangements, bonus 

and commission-

plus intangibles-

recognition, 

reputation, praise 

and thanks, interest, 

responsibility, 

stimulus, travel, 

training, 

development, sense 

of achievement, and 

advancement, 

promotion, etc 

            Table 1-1 source: http://www.businessballs.com/adamsequitytheory.htm  

 

 

 

 

 

 

http://www.businessballs.com/adamsequitytheory.htm
http://www.businessballs.com/adamsequitytheory.htm
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2.6 hotels under the research 

The tatget hotels of the present research are Parsian hotels in Tehran namely: 

Esteghlal, Enghelab, Kosar, and Evin.  

Esteghlal Grand hotel is the largest five-star hotel in Iran, (esteghlalhotel.com, 

2008). It should be mentioned that Esteghlal Grand hotel was Hilton hotel before 

Iran revolution and at the time of the last shah of Iran, after the revolution and in 

new government the name of this hotel was changed from Hilton to Esteghlal, and 

is experiencing many different methods of management. Esteghlal Grand hotel 

enjoys two towers named east and west towers; while the west tower is the older 

one which is the ex-Hilton. This huge international five-star hotel in Tehran is 

located at the beautiful foot-hills of Alborz Mountain and close to embassies and 

international trade fair ground.  

Enghelab hotel is a four-star hotel which was Royal Garden before revolution. 

This hotel is located in Taleghani Street, between Hafez and Valiasr. This hotel 

was established in 35 years ago.  

Kosar hotel is a four-star hotel, located in center of Tehran, near the Valiasr 

square. this Hotel was established in the name of Iran-glop (Private joint-stock) 

and renamed to kosar Tehran in 1993 . 

Evin hotel is a four-star hotel located in Shahid Chamran Broadway, after 

Parkway Crossroad in Tehran. The location of Evin hotel is pleasant because it is 

near some malls, bazaar, international exhibition, and international trade fair and 

also is near the airport and railway station. This hotel has been established in 45 

years ago and it is 4 years that this hotel is renovated. 
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Chapter 3. Methodology 

The method followed in the present study includes the following: research 

approach, instrumentation, sample selections, participants, and procedure.  

3.1. Research approach 

In order to reach the research purpose, researchers found out that quantitative 

approach is more useful. As Money, Page, Hair and Samouel (2003, p. 193, 203) 

indicate “there are two broad approaches to qualitative data collection: 

observation and interviews” and quantitative data collection involves “gathering 

numerical data using structured questionnaire or observation guides to collect 

primary data from individuals”.  

According to the subject and research problems the researchers needed to use a 

questionnaire. Because the numbers of the respondents to the questions were a lot, 

so we could not have interviewed with all of them.   
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3.2. Instrumentation 

a. Data collection instruments 

A questionnaire was developed to gather the desired information. To construct the 

questionnaire the researchers did observations in the target hotels, consulted with 

experts of the field, and covered the related articles and reviewed their 

questionnaires. The researchers also referred to Money, Page, Hair, and Samouel 

(2003, p. 222-225) and Nadler and Lawer (1977, p. 146-148) cited in Moghimi 

(2006, p. 373-376). According to the above mentioned procedure the 

questionnaire was developed. 

A sample of the questionnaire will be coming in the appendix. 

b. Data analysis instrument 

The search aimed at collecting information pertaining to the human resource 

satisfaction the researchers needed to know about both present state and the 

desired state of staff motivation in Parsian hotels in Tehran. Therefore they used 

the descriptive method. Also to generalize the findings they used inferential 

statics, and to see the difference they used SPSS and t-test, ANOVA, and Scheffe 

test.   

The t-test and ANOVA were employed to see if the differences were significant 

and the Scheffe test was run to show the whereabouts.     

3.3. Sample selection and participants 

The researchers selected the employees of Esteghlal, Enghelab, Kosar and Evin 

hotels for the research. Esteghlal hotel has 472 employees, Enghelab hotel has 

222 employees, Kosar hotel has 57 employees and Evin hotel has 134 employees. 

The total number of the population, therefore, is around 885 (N=885). Generally 

according to the Morgan table (2001) (not the formula), the participants were two 

hundred and sixty nine number of hotel staffs in Esteghlal, Kosar, Enghelab and 

Evin hotels whom 247 of them answered (n=247) who were randomly selected. It 
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is significant to mention that the demographic information such as, gender, 

education, job position, age and marital status were in the paid attention to; 

meanwhile the managers of the hotel were excluded from the study.  

3.4 Procedure 

The procedures taken to accomplish the study were as follows: through 

observation and based on the experts’ view and previous studies a questionnaire 

including 45 items was developed and piloted. Then it was modified and reduced 

to 39 related items. In fact the first draft of the questionnaire was developed and 

put to the scrutiny of the experts and professors, and then it was revised and 

distributed among thirty employees in the target hotels. Then based on the results 

each and every item of the questionnaire was meticulously reviewed. Some items 

were omitted and some other ones were modified. The final draft was copied and 

distributed among 269 participants. The total number of 247 participants returned 

the completed questionnaires based on which the statistical procedures were run. 

Various articles and books related to the subject of the study were also covered 

and taken into consideration, which have been discussed in chapter 2 of the 

present study.       

  

3.5 Reliability and validity  

Both reliability and validity of the questionnaire were supported by the procedure 

taken and the pilot study done as well as the statistical procedure the 

questionnaire was undergone.  

3.5.1. Reliability   

Table of Kranbakh alpha test 

(Reliability and validity test) 

Scale: ALL VARIABLES 

Case Processing Summary 

  N % 
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Reliability Statistics 

Cronbach's 

Alpha N of Items 

.862 5 

              Table 3.2 

 

 

Scale Statistics 

Mean Variance 

Std. 

Deviation N of Items 

24.3953 .148 .38494 5 

             Table 3.3 

The reliability of this test, according to 5 subscales (physical, safety, social, self-

esteem, self-actualization) is %86.2, which represents the high correlation 

between those 5 subscales. 

 

3.5.2 Validity  

Table of Kranbakh test 

Scale: ALL VARIABLES 

Cases Valid 44 53.7 

Excluded
a
 38 46.3 

Total 82 100.0 

Table 3.1    a. Listwise deletion based on 

all variables in the procedure. 
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Case Processing Summary 

  N % 

Cases Valid 247 100.0 

Excluded
a
 0 .0 

Total 247 100.0 

Table 3.4     a. Listwise deletion based 

on all variables in the procedure. 

The validity of this test, according to 39 questions is %95.2, which shows the high 

correlation among the test questions. 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.952 39 

           Table 3.5 

 

Item Statistics 

 

Mean 

Std. 

Deviation N 

mo.1 2.5385 1.33341 247 

mo.2 4.7530 .54076 247 

mo.3 3.4251 1.37392 247 

mo.4 3.7773 1.29218 247 
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mo.5 3.5304 1.29653 247 

mo.6 3.1741 1.48367 247 

mo.7 4.2065 1.13422 247 

mo.8 4.0324 1.15776 247 

mo.9 3.5506 1.29275 247 

mo.10 3.5951 1.05058 247 

mo.11 2.9595 1.28404 247 

mo.12 2.9879 1.37776 247 

mo.13 3.5911 1.31857 247 

mo.14 4.1984 .82953 247 

mo.15 2.4049 1.28707 247 

mo.16 3.3563 1.29516 247 

mo.17 3.2024 1.30022 247 

mo.18 3.7247 1.26440 247 

mo.19 2.3441 1.30001 247 

mo.20 3.8583 1.10070 247 

mo.21 3.1741 1.21226 247 

mo.22 3.2794 1.27790 247 

mo.23 2.6923 1.18702 247 

mo.24 3.2065 1.28858 247 

mo.25 3.6842 1.06184 247 

mo.26 3.4899 1.29998 247 
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mo.27 3.2267 1.23516 247 

mo.28 3.7895 .99399 247 

mo.29 3.0850 1.48052 247 

mo.30 4.0526 1.27566 247 

mo.31 4.4696 .90957 247 

mo.32 3.0688 1.32798 247 

mo.33 3.5304 1.12170 247 

mo.34 3.3320 1.13835 247 

mo.35 2.8664 1.17320 247 

mo.36 3.6599 1.02297 247 

mo.37 3.3644 1.14268 247 

mo.38 2.4696 1.30901 247 

mo.39 2.8340 1.27227 247 

          Table 3.6 

 

3.7. Limitation and delimitation of the research 

The most problematic limitation which we faced during this study was the lack of 

access to the articles and journals related to our subject. We did not have access to 

the Emeraldinsight.com library or any other libraries on the internet. We had so 

many difficulties for finding journals and dissertations. So some of the articles 

used do not contain enough information such as history, volume and the like.  

 

The delimitation of this study was that we could not have vast the study and 

conduct research on other hotels of Parsian located in other cities.  
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Chapter 4. Presentation of findings 

4.1 Introduction 

The present chapter presents the analysis of the data collected through the method 

described in chapter three. The analyses are descriptive and inferential. Generally 

this chapter displays the current and desirable state of employees’ motivation in 

Parsian hotels overall and individually. Also there are tables representing various 

levels of needs according to Maslow theory. 
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4.2 descriptive analysis 

This section contains descriptive tables and graphs.   

           Descriptive data table of hotels 

          Frequencies 

Statistics 

Hotel 

N Valid 247 

Missing 0 

 Mode 3.00 

           Table 4.2.1 

 

Hotel 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid esteghlal 79 32.0 32.0 32.0 

kosar 44 17.8 17.8 49.8 

enghelab 82 33.2 33.2 83.0 

evin 42 17.0 17.0 100.0 

Total 247 100.0 100.0  

                    Table 4.2.2 
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Bar chart 

    

                     Chart 4.2.1 

 

Descriptive data table of employees 

Frequencies 

Statistics 

  

Gender Marital status Education 

Job 

position 

N Valid 242 244 242 232 

Missing 5 3 5 15 

 Mode 2.00 2.00 4.00 2.00 

         Table 4.2.3 
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Gender descriptive data table of employees  

Frequency Table 

Gender 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Female 98 39.7 40.5 40.5 

Male 144 58.3 59.5 100.0 

Total 242 98.0 100.0  

Missing System 5 2.0   

 Total 247 100.0   

        Table 4.2.4 

 Bar chart of gender descriptive data  

          

                            Chart 4.2.2 
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Descriptive data table of employees’ marital status 

Marital status 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 77 31.2 31.6 31.6 

Married 167 67.6 68.4 100.0 

Total 244 98.8 100.0  

Missing System 3 1.2   

 Total 247 100.0   

                  Table 4.2.5   

Bar chart of employees’ marital status (descriptive data)  

     

                      Chart 4.2.3 
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Descriptive data table of employees’ educational degree 

Education 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Less than 

Diploma 

18 7.3 7.4 7.4 

Diploma 71 28.7 29.3 36.8 

Associate 

degree 

47 19.0 19.4 56.2 

BA 102 41.3 42.1 98.3 

MA 4 1.6 1.7 100.0 

Total 242 98.0 100.0  

Missing System 5 2.0   

 Total 247 100.0   

               Table 4.2.6 

Bar chart of employees’ education degree (descriptive data) 

 

          Bar chart 4.2.4     
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Descriptive data table of employees’ job position 

Job position 

  

Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Other 

employee 

54 21.9 23.3 23.3 

Reception 65 26.3 28.0 51.3 

Endineering 17 6.9 7.3 58.6 

F&B 24 9.7 10.3 69.0 

Accounting 

department 

40 16.2 17.2 86.2 

Security 9 3.6 3.9 90.1 

Housekeeping 23 9.3 9.9 100.0 

Total 232 93.9 100.0  

Missing System 15 6.1   

 Total 247 100.0   

                 Table 4.2.7  
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Bar Chart of employees’ job position (descriptive data) 

 

                Chart 4.2.5 

Descriptive data table of employees’ age and work experience 

Frequencies 

Statistics 

  Age Work experience 

N Valid 241 238 

Missing 6 9 

 Mean 33.8589 10.7563 

Median 32.0000 10.0000 

Mode 27.00
a
 10.00 

Std. Deviation 7.68093 6.98835 

Variance 58.997 48.837 

Sum 8160.00 2560.00 

Table 4.2.8 
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             Histogram 

Employees’ age-related histogram chart (descriptive data) (mean:33/8, 

Std.Dev:7/6, N:241) 

 

              Histogram 4.2.1 

Histogram  

Histogram chart of employees work experience (descriptive data) 

(mean:10/76, Std.Dev:6/98, N:238) 

 

             Histogram 4.2.2 
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Descriptive data table of current and desirable state of employees’ 

motivation 

            Frequencies 

Statistics 

  Current state of 

employees’ 

motivation 

Desirable state of 

employees’ 

motivation 

N Valid 247 247 

Missing 0 0 

 Mean 3.3971 4.7599 

Median 3.4872 4.7949 

Mode 2.90
a
 4.85 

Std. Deviation .72603 .11865 

Variance .527 .014 

Sum 839.08 1175.69 

Table 4.2.9  
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            Histogram 

Histogram chart of employees’ current state of motivation (mean:3/4, 

Std.Dev:0/72, N:247) 

 

                   Histogram 4.2.3 

Histogram chart of employees’ desirable state of motivation 

 

           Histogram 4.2.4 

 

 

 

 

 



Chapter 4. Presentations of findings  
 

To identify the employees’ motivation of Parsian hotels in Tehran (the 2nd half of 2011) 
Created by: Sasan Seyed Tavakoli, Dorrin Pessaran Page 60 
 

Descriptive data table of employees’ current state of motivation in 4 hotels  

Frequencies      

                                      Statistics 

  Current state 

of employee 

motivation. 

Esteghlal 

Current state 

of employee 

motivation. 

Kosar  

Current state 

of employee 

motivation. 

Enghelab 

Current state of 

employee motivation. 

Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 3.2905 3.6876 3.6035 2.8901 

Median 3.2308 3.7692 3.8718 2.6795 

Mode 2.79
a
 2.90 3.64

a
 2.44 

Std. 

Deviation 

.69988 .57258 .69633 .68412 

Variance .490 .328 .485 .468 

Table 4.2.10 
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Histogram chart of employees’ current state of motivation in Esteghlal 

(descriptive) 

(Mean: 3.29, Std.Dev:0.7, N:79) 

          Histogram 

 

             Histogram 4.2.5 

Histogram chart of employees’ current state of motivation in Kosar 

(descriptive)  

(Mean: 3.69, Std.Dev:0.57, N: 44) 

 

              Histogram 4.2.6 
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Histogram chart of employees’ current state of motivation in Enghelab 

(descriptive) 

(Mean: 3.6, Std.Dev: 0.69, N: 82) 

 

                Histogram 4.2.7  

Histogram chart of employees’ current state of motivation in Evin 

(descriptive) 

(Mean: 2.89, Std.Dev: 0.68, N: 42) 

            

                   Histogram 4.2.8 
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Descriptive data table of employees’ desirable state of motivation in 4 hotels 

Frequencies 

Statistics 

  Desirable 

state of 

employee 

motivation. 

Esteghlal 

Desirable 

state of 

employee 

motivation. 

Kosar 

Desirable 

state of 

employee 

motivation. 

Enghelab 

Desirable state 

of employee 

motivation. 

Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 4.7877 4.7599 4.7770 4.6740 

Median 4.8462 4.7692 4.7949 4.7179 

Mode 4.85 4.77 4.79 4.72 

Std. 

Deviation 

.15944 .06842 .07641 .10008 

Variance .025 .005 .006 .010 

       Table 4.2.11 
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Histogram chart of employees’ desirable state of motivation in Esteghlal 

(descriptive) 

(Mean: 4.79, Std.Dev:0.15, N: 79) 

Histogram 

 

         Histogram 4.2.9 

Histogram chart of employees’ desirable state of motivation in Kosar 

(Descriptive) 

(Mean: 4.76, Std.Dev: 0.068, N: 44) 

 

               Histogram 4.2.10 
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Histogram chart of employees’ desirable state of motivation in Enghelab 

(descriptive) 

(Mean: 4.78, Std.Dev: 0.076, N: 82) 

 

             Histogram 4.2.11 

Histogram chart of employees’ desirable state of motivation in Evin 

(descriptive) 

(Mean: 4.67, Std.Dev: 0.10, N: 42) 

 

                        Histogram 4.2.12 
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Descriptive data table of current physical state of employees of 4 hotels 

Frequencies 

Statistics 

  Current physical 

state of 

employees. 

Esteghlal 

Current physical 

state of 

employees. 

Kosar 

Current physical 

state of 

employees. 

Enghelab 

Current physical 

state of 

employees. Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 2.6380 4.8364 3.2488 2.3714 

Median 2.6000 4.8000 3.2000 2.6000 

Mode 1.60 5.00 3.20 3.00 

Std. Deviation .94791 .16857 .69535 .78345 

Variance .899 .028 .484 .614 

          Table 4.2.12 

Histogram chart of employees’ current physical state in Esteghlal 

(descriptive) 

(Mean: 2.64, Std.Dv: 0.94, N: 79) 

         Histogram 

    

                   Histogram 4.2.13 
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Histogram chart of employees’ current physical state in Kosar (descriptive) 

(Mean:4.48, Std.Dev: 0.16, N: 44) 

 

             Histogram 4.2.14 

Histogram chart of employees’ current physical state in Enghelab 

(descriptive) 

(Mean: 3.25, Std.Dev: 0.69, N: 82) 

 

               Histogram 4.2.15 
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Histogram chart of employees’ current physical state in Evin (descriptive) 

(Mean: 2.37, Std.Dev: 0.78, N: 42) 

 

                 Histogram 4.2.16 

Descriptive data table of current security state of employees of 4 hotels 

Frequencies 

Statistics 

  Current security 

state of 

employees. 

Esteghlal 

Current security 

state of 

employees. 

Kosar 

Current security 

state of 

employees. 

Enghelab 

Current security 

state of 

employees. Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 2.8608 4.8665 3.3643 2.5625 

Median 2.7500 5.0000 3.5000 2.6250 

Mode 1.88
a
 5.00 3.50 2.63 
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Std. Deviation .84376 .16705 .83615 .90529 

Variance .712 .028 .699 .820 

Table 4.2.13   

 

Histogram chart of current security state of employees in Esteghlal 

(descriptive) 

(Mean: 2.86, Std,Dev: 0.84, N: 79) 

Histogram 

     

               Histogram 4.2.17 
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Histogram chart of current security state of employees in Kosar (descriptive) 

(Mean: 4.87, Std.Dev: 0.16, N: 44) 

 

              Histogram 4.2.18 

Histogram chart of current security state of employees in Enghelab 

(descriptive) 

(Mean: 3.36, Std.Dev: 0.83, N: 82) 

 

           Histogram 4.2.19 
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Histogram chart of current security state of employees in Evin (descriptive) 

(Mean: 2.56, Std.Dev: 0.90, N: 42) 

 

           Histogram 4.2.20 

Descriptive data table of current social state of employees of 4 hotels 

Frequencies 

Statistics 

  Current social 

state of 

employees. 

Esteghlal 

Current social 

state of 

employees. 

Kosar 

Current social 

state of 

employees 

Enghelab 

Current social 

state of 

employees. Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 3.6777 4.9143 3.8011 3.2491 

Median 3.7692 4.9231 4.1154 3.1538 

Mode 3.38 5.00 4.23
a
 3.15 

Std. Deviation .64395 .08494 .76312 .69154 
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Variance .415 .007 .582 .478 

a. Multiple modes exist. The smallest value is shown      Table 4.2.14 

 

Histogram chart of current social state of employees n Esteghlal (descriptive) 

(Mean: 3.68, Std.Dev: 0.64, N: 79) 

Histogram 

           

                              Histogram 4.2.21 

Histogram chart of current social state of employees in Kosar (descriptive) 

(Mean: 4.91, Std.Dev: 0.085, N: 44) 

         

                    Histogram 4.2.22 
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Histogram chart of current social state of employees in Enghelab 

(descriptive) 

(Mean: 3.8, Std.Dev: 0.76, N: 82) 

 

           Histogram 4.2.23 

Histogram chart of current social state of employees in Evin (descriptive) 

(Mean: 3.25, Std.Dev: 0.69, N: 42) 

 

               Histogram 4.2.24 

 

 

Descriptive data table of current self-esteem state of employees of 4 hotels 
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Frequencies 

Statistics 

  Current self-

esteem state of 

employees. 

Esteghlal 

Current self-

esteem state of 

employees. 

Kosar 

Current self-

esteem of 

employees. 

Enghelab 

Current self-

esteem of 

employees. Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 3.2300 4.9015 3.4126 2.6190 

Median 3.1667 5.0000 3.6667 2.3333 

Mode 4.50 5.00 3.83 2.33 

Std. Deviation .96125 .12093 .75096 .96923 

Variance .924 .015 .564 .939 

           Table 4.2.15 

Histogram chart of current self-esteem state of employees in Esteghlal 

(descriptive) (Mean: 3.23, Std.Dev: 0.96, N: 79) 

Histogram 

 

                 Histogram 4.2.25 
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Histogram chart of current self-esteem state of employees in Kosar 

(descriptive) (Mean: 4.9, Std.Dev: 0.12, N: 44) 

 

             Histogram 4.2.26 

Histogram chart of current self-esteem state of employees in Enghelab 

(Mean: 3.41, Std.Dev: 0.75, N: 82) 

 

             Histogram 4.2.27 
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Histogram chart of current self-esteem state of employees in Evin 

(descriptive) (Mean: 2.62, Std.Dev: 0.96, N: 42) 

 

            Histogram 4.2.28 

Descriptive data table of current self-actualization state of employees of 4 hotels 

Frequencies 

Statistics 

  Current self-

actualization 

state of 

employees. 

Esteghlal 

Current self-

actualization 

state of 

employees. 

Kosar 

Current self-

actualization 

state of 

employees. 

Enghelab 

Current self-

actualization 

state of 

employees. Evin 

N Valid 79 44 82 42 

Missing 0 0 0 0 

 Mean 3.5805 4.8766 3.9268 3.2007 

Median 3.5714 4.8571 4.1429 2.8571 

Mode 3.57 5.00 4.29 2.86 

Std. Deviation .72568 .16474 .72122 .88574 

Variance .527 .027 .520 .785 

            Table 4.2.16 
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Histogram chart of current self-actualization state of employees in Esteghlal 

(descriptive) 

(Mean: 3.58, Std.Dev: 0.72, N:79 

Histogram 

        

                    Histogram 4.2.29 

Histogram chart of current self-actualization state of employees in Kosar 

(descriptive)    (Mean: 4.88, Std.Dev: 0.16, N:44) 

 

             Histogram 4.2.30 
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Histogram chart of current self-actualization state of employees in Enghelab 

(descriptive)        (Mean: 3.93, Std.Dev: 0.72, N:82) 

 

             Histogram 4.2.31 

Histogram of current self-actualization state of employees in Evin 

(descriptive)    (Mean: 3.2, Std.Dev: 0.88, N:42) 

 

                Histogram 4.2.32 
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4.3 inferential analysis 

This section includes inferential tables 

Oneway 

ANOVA table of current physical state of employees in 4 hotels 

ANOVA 

Current physical state of employees  

 Sum of Squares df Mean Square F Sig. 

Between Groups 26.225 3 8.742 13.913 .000 

Within Groups 152.682 243 .628   

Total 178.907 246    

  Table 4.3.1 

 

- There is a significant difference between the current physical state of employees 

of 4 hotels, according to ANOVA table 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246. This means that there is significant difference between the current 

physical state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of current physical state in 4 hotels 

Multiple Comparisons 

Current physical state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean 

Difference (I-J) Std. Error Sig. 

Esteghlal Kosar -.24384 .14911 .446 

Enghelab -.61081
*
 .12496 .000 

Evin .26655 .15137 .378 

Kosar Esteghlal .24384 .14911 .446 

Enghelab -.36696 .14813 .108 

Evin .51039
*
 .17100 .033 

Enghelab Esteghlal .61081
*
 .12496 .000 

Kosar .36696 .14813 .108 

Evin .87735
*
 .15041 .000 

Evin Esteghlal -.26655 .15137 .378 

Kosar -.51039
*
 .17100 .033 

Enghelab -.87735
*
 .15041 .000 

Table 4.3.2   
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According to Scheffe test table there is a significant difference among the current 

physical state of employees of Esteghlal and Enghelab, Enghelab and Evin hotels 

(in the level of alpha: 0.01, by the %99 assurance). Also there is a significant 

difference among the current physical state of employees of Kosar and Evin (in 

the level of alpha: 0.05, by the %95 assurance). But there is no significant 

difference among the current physical state of employees of other hotels.  

Oneway 

ANOVA table of desirable physical state of employees in 4 hotels 

ANOVA 

Desirable physical state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups .513 3 .171 5.303 .001 

Within Groups 7.843 243 .032   

Total 8.356 246    

  Table 4.3.3 

- There is a significant difference among the desirable physical state of employees 

of 4 hotels, according to ANOVA table. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and  

df: 246. This means that there is significant difference among the current physical 

state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of desirable physical state of employees in 4 hotels 

Multiple Comparisons 

Desirable physical state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar .08262 .03379 .116 

Enghelab .01655 .02832 .952 

Evin .11899
*
 .03431 .008 

Kosar Esteghlal -.08262 .03379 .116 

Enghelab -.06608 .03357 .278 

Evin .03636 .03876 .830 

Enghelab Esteghlal -.01655 .02832 .952 

Kosar .06608 .03357 .278 

Evin .10244
*
 .03409 .031 

Evin Esteghlal -.11899
*
 .03431 .008 

Kosar -.03636 .03876 .830 

Enghelab -.10244
*
 .03409 .031 

Table 4.3.4    
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According to Scheffe test table there is a significant difference the desirable 

physical state of employees of Esteghlal and Evin (by the %99 assurance) and 

Enghelab and Evin (by the %95 assurance). But no significant difference was 

observed among the desirable physical state of employees of other hotels. 

Oneway 

ANOVA table of current security state of employees in 4 hotels 

ANOVA 

Current security state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups 28.704 3 9.568 14.268 .000 

Within Groups 162.949 243 .671   

Total 191.654 246    

   Table 4.3.5 

- There is significant difference among the current security state of employees of 4 

hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246. This means that there is significant difference among the current security 

state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of current security state of employees in 4 hotels 

Multiple Comparisons                                               

Current security state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar -.61935
*
 .15404 .001 

Enghelab -.50357
*
 .12910 .002 

Evin .29826 .15638 .306 

Kosar Esteghlal .61935
*
 .15404 .001 

Enghelab .11578 .15303 .903 

Evin .91761
*
 .17665 .000 

Enghelab Esteghlal .50357
*
 .12910 .002 

Kosar -.11578 .15303 .903 

Evin .80183
*
 .15538 .000 

Evin Esteghlal -.29826 .15638 .306 

Kosar -.91761
*
 .17665 .000 

Enghelab -.80183
*
 .15538 .000 

Table 4.3.6       
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According to scheffe test table there is a significant difference among the current 

security state of employees of Esteghlal and Kosar, Enghelab and Esteghlal, 

Kosar and Evin, (by the %99 assurance). But no significant difference was 

observed among the current security state of employees of other hotels.  

Oneway 

ANOVA table of desirable security state of employees in 4 hotels 

ANOVA 

Desirable security state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups .515 3 .172 6.375 .000 

Within Groups 6.541 243 .027   

Total 7.055 246    

              Table 4.3.7 

- There is a significant difference among the desirable security state of employees 

of 4 hotels.  

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246. This means there is significant difference among the desirable security of 

employees of 4 hotels.  
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Post Hoc Tests 

Scheffe test table of desirable security state of employees in 4 hotels 

Multiple Comparisons 

Desirable security state of employees  

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar .04650 .03086 .519 

Enghelab -.00166 .02586 1.000 

Evin .12131
*
 .03133 .002 

Kosar Esteghlal -.04650 .03086 .519 

Enghelab -.04816 .03066 .483 

Evin .07481 .03539 .218 

Enghelab Esteghlal .00166 .02586 1.000 

Kosar .04816 .03066 .483 

Evin .12297
*
 .03113 .002 

Evin Esteghlal -.12131
*
 .03133 .002 

Kosar -.07481 .03539 .218 

Enghelab -.12297
*
 .03113 .002 

Table 4.3.8  *. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is a significant difference among the 

desirable security state of employees of Esteghlal and Evin, Enghelab and Evin, 

(by the %99 assurance). And there is no significant difference among the 

desirable security state of employees of other hotels. 

Oneway 

ANOVA table of current social state of employees in 4 hotels 

ANOVA 

Current social state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups 17.421 3 5.807 12.267 .000 

Within Groups 115.035 243 .473   

Total 132.456 246    

            Table 4.3.9 

- There is a significant difference among the current social state of employees of 4 

hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246. This means that there is significant difference among the current social 

state of employees of 4 hotels.  
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Post Hoc Tests 

Scheffe test table of current social state of employees in 4 hotels 

Multiple Comparisons 

Current social state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar -.45342
*
 .12943 .007 

Enghelab -.12342 .10847 .731 

Evin .42862
*
 .13139 .015 

Kosar Esteghlal .45342
*
 .12943 .007 

Enghelab .32999 .12858 .089 

Evin .88203
*
 .14843 .000 

Enghelab Esteghlal .12342 .10847 .731 

Kosar -.32999 .12858 .089 

Evin .55204
*
 .13055 .001 

Evin Esteghlal -.42862
*
 .13139 .015 

Kosar -.88203
*
 .14843 .000 

Enghelab -.55204
*
 .13055 .001 

Table 4.3.10    *. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is a significant difference among the current 

social state of employees of Esteghlal and Kosar, Kosar and Evin, Enghelab and 

Evin, (by the %99 assurance). There is also significant difference among the 

current social state of employees of Esteghlal and Evin (by the %95 assurance). 

No significant difference was observed among the curt social state of employees 

of other hotels. 

Oneway 

Scheffe test table of desirable social state of employees in 4 hotels 

ANOVA 

Desirable social state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups .407 3 .136 7.900 .000 

Within Groups 4.171 243 .017   

Total 4.578 246    

            Table 4.3.11 

- There is a significant difference among the desirable social state of employees of 

4 hotels.  

This hypothesis is approved in the level of alpha: 0.01, b the %99 assurance and 

df: 246. This means that there is significant difference among the desirable social 

state of employees of 4 hotels.  
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Post Hoc Tests 

Scheffe test table of desirable social state of employees in 4 hotels 

Multiple Comparisons 

Desirable social state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar -.00392 .02465 .999 

Enghelab .01830 .02065 .853 

Evin .11188
*
 .02502 .000 

Kosar Esteghlal .00392 .02465 .999 

Enghelab .02222 .02448 .844 

Evin .11580
*
 .02826 .001 

Enghelab Esteghlal -.01830 .02065 .853 

Kosar -.02222 .02448 .844 

Evin .09359
*
 .02486 .003 

Evin Esteghlal -.11188
*
 .02502 .000 

Kosar -.11580
*
 .02826 .001 

Enghelab -.09359
*
 .02486 .003 

Table 4.3.12    *. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is significant difference among the desirable 

social state of employees of Esteghl and Evin, Kosar and Evin, Enghelab and 

Evin (by the %99 assurance). There is no significant difference among the 

desirable social state of employees of other hotels. 

Oneway 

ANOVA table of current self-esteem state of employees in 4 hotels 

 

   

                     

 

           

 

      

 

 

 

              Table 4.3.13 

 

- There is a significant difference among the current self-esteem state of employees 

of 4 hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246, which means that there is significant difference among the current self-

esteem state of employees of 4 hotels.  

 

 

 

ANOVA 

Current self-esteem state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups 26.109 3 8.703 11.410 .000 

Within Groups 185.345 243 .763   

Total 211.455 246    
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Post Hoc Tests 

Scheffe test table of current self-esteem state of employees in 4 hotels 

Multiple Comparisons 

Current self-esteem state of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar -.42535 .16429 .085 

Enghelab -.18264 .13768 .624 

Evin .61091
*
 .16678 .004 

Kosar Esteghlal .42535 .16429 .085 

Enghelab .24270 .16321 .531 

Evin 1.03626
*
 .18840 .000 

Enghelab Esteghlal .18264 .13768 .624 

Kosar -.24270 .16321 .531 

Evin .79355
*
 .16572 .000 

Evin Esteghlal -.61091
*
 .16678 .004 

Kosar -1.03626
*
 .18840 .000 

Enghelab -.79355
*
 .16572 .000 

Table 4.3.14*. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is a significant difference among the current 

self-esteem state of employees of Esteghlal and Evin, Kosar and Evin, Enghelab 

and evin, (by the %99 assurance). There is no significant difference among the 

current self-esteem state of employees of other hotels. 

Oneway 

ANOVA table of desirable self-esteem state of employees in 4 hotels 

ANOVA 

Desirable self-esteem state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups .565 3 .188 7.213 .000 

Within Groups 6.342 243 .026   

Total 6.907 246    

  Table 4.3.15 

- There is significant difference among the desirable self-esteem state of employees 

of 4 hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246, which means that there is significant difference among the desirable self-

esteem state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of desirable self-esteem state of employees 

Multiple Comparisons 

Desirable self-esteem state of employees  

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar .02675 .03039 .855 

Enghelab .02177 .02547 .866 

Evin .13859
*
 .03085 .000 

Kosar Esteghlal -.02675 .03039 .855 

Enghelab -.00499 .03019 .999 

Evin .11183
*
 .03485 .018 

Enghelab Esteghlal -.02177 .02547 .866 

Kosar .00499 .03019 .999 

Evin .11682
*
 .03065 .003 

Evin Esteghlal -.13859
*
 .03085 .000 

Kosar -.11183
*
 .03485 .018 

Enghelab -.11682
*
 .03065 .003 

Table 4.3.16*. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is significant difference among the desirable 

self-esteem state of employees of Esteghlal and Evin, Enghelab and Evin, (by 

the%99 assurance), and there is significant difference among the desirable self-

esteem state of employees of Kosar and Evin (by the %95 assurance). There is no 

significant difference among the desirable self-esteem state of employees of other 

hotels.  

Oneway 

ANOVA table of current self-actualization state of employees in 4 hotels 

ANOVA 

Current self-actualization state of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups 15.274 3 5.091 8.665 .000 

Within Groups 142.777 243 .588   

Total 158.051 246    

            Table 4.3.17 

- There is a significant difference among the current self-actualization state of 

employees of 4 hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df:246. This means that there is significant difference among the current self-

actualization state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of current self-actualization state of employees in 4 hotels 

Multiple Comparisons 

Current self-actualization of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal Kosar -.12408 .14419 .864 

Enghelab -.34636
*
 .12084 .044 

Evin .37979 .14638 .084 

Kosar Esteghlal .12408 .14419 .864 

Enghelab -.22228 .14324 .493 

Evin .50387
*
 .16536 .028 

Enghelab Esteghlal .34636
*
 .12084 .044 

Kosar .22228 .14324 .493 

Evin .72615
*
 .14545 .000 

Evin Esteghlal -.37979 .14638 .084 

Kosar -.50387
*
 .16536 .028 

Enghelab -.72615
*
 .14545 .000 

Table 4.3.18   *. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is significant difference among the current 

self-actualization state of employees of Esteghlal and Enghelab, Kosar and Evin, 

(by the %95 assurance), and there is significant difference among the current self-

actualization state of employees of Enghelab and Evin (by the %99 assurance). 

There is no significant difference among the current self-actualization state of 

employees of other hotels.  

Oneway 

ANOVA table of desirable self-actualization state of employees in 4 hotels 

ANOVA 

Desirable self-actualization of employees 

 Sum of Squares df Mean Square F Sig. 

Between Groups .392 3 .131 5.877 .001 

Within Groups 5.402 243 .022   

Total 5.793 246    

            Table 4.3.19 

- There is a significant difference among the desirable self-actualization state of 

employees of 4 hotels. 

This hypothesis is approved in the level of alpha: 0.01, by the %99 assurance and 

df: 246. This means that there is significant difference among the desirable self-

actualization state of employees of 4 hotels. 
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Post Hoc Tests 

Scheffe test table of desirable self-actualization state of employees in 4 hotels 

Multiple Comparisons 

Desirable self-actualization of employees 

Scheffe 

(I) hotel (J) hotel 

 

Mean Difference 

(I-J) Std. Error Sig. 

Esteghlal kosar .03115 .02805 .745 

Enghelab -.00512 .02350 .997 

Evin .10505
*
 .02847 .004 

Kosar Esteghlal -.03115 .02805 .745 

Enghelab -.03627 .02786 .639 

Evin .07390 .03216 .155 

Enghelab Esteghlal .00512 .02350 .997 

Kosar .03627 .02786 .639 

Evin .11017
*
 .02829 .002 

Evin Esteghlal -.10505
*
 .02847 .004 

Kosar -.07390 .03216 .155 

Enghelab -.11017
*
 .02829 .002 

Table 4.3.20*. The mean difference is significant at the 0.05 level. 
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According to Scheffe test table there is a significant difference among the 

desirable self-actualization state of employees of Esteghlal and Evin, Enghelab 

and Evin, (by the %99 assurance). There is no significant difference among the 

desirable self-actualization state of employees of other hotels.  

Descriptive data table of current state of employees’ motivation of 4 hotels 

T-Test 

One-Sample Statistics 

 

N Mean 

Std. 

Deviation Std. Error Mean 

Current state of 

employee motivation. 

Esteghlal 

79 3.2905 .69988 .07874 

Current state of 

employee motivation. 

Kosar 

44 3.6876 .57258 .08632 

Current state of 

employee motivation. 

Enghelab 

82 3.6035 .69633 .07690 

Current state of 

employee motivation. 

Evin 

42 2.8901 .68412 .10556 

            Table.4.3.21 

 

 

 

 



Chapter 4. Presentations of findings  
 

To identify the employees’ motivation of Parsian hotels in Tehran (the 2nd half of 2011) 
Created by: Sasan Seyed Tavakoli, Dorrin Pessaran Page 100 
 

T single group table 

One-Sample Test 

 Test Value = 3                                        

  

 t Df Sig. (2-tailed) Mean Difference 

Current state of 

employee motivation. 

Esteghlal 

3.689 78 .000 .29049 

Current state of 

employee motivation. 

Kosar 

7.966 43 .000 .68765 

Current state of 

employee motivation. 

Enghelab 

7.848 81 .000 .60350 

Current state of 

employee motivation. 

Evin 

-1.041 41 .304 -.10989 

              Table 4.3.22 

Hypothesis 1 

-how is the current state of employees’ motivation of Parsian hotels? 

(there is a significant difference between current state of employees’ motivation 

and hypothetical average (3)) 

A) There is a significant difference between current state of employees’ motivation 

of Esteghlal (Mean: 3.29) and hypothetical average (3). (with the %99 assurance, 

df: 78, t: 3.68) 

B) There is a significant difference between current state of employees’ motivation 

of Kosar (Mean: 3.68) and hypothetical average (3). (with the %99 assurance, df: 
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43, t: 7.98) 

C) There is a significant difference between current state of employees’ motivation 

of Enghelab (Mean: 3.6) and hypothetical average (3). (with the %99 assurance, 

df: 81, t: 7.8) 

D) No significant difference was observed between current state of employees’ 

motivation of Evin (Mean: 2.89) and hypothetical average (3).   

 

Descriptive table of desirable state of employees’ motivation of 4 hotels 

T-Test 

One-Sample Statistics 

 

N Mean 

Std. 

Deviation Std. Error Mean 

Desirable state of 

employee motivation. 

Esteghlal 

79 4.7877 .15944 .01794 

Desirable state of 

employee motivation. 

Kosar 

44 4.7599 .06842 .01031 

Desirable state of 

employee motivation. 

Enghelab 

82 4.7770 .07641 .00844 

Desirable state of 

employee motivation. 

Evin 

42 4.6740 .10008 .01544 

            Table 4.3.23          
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  T single group table 

One-Sample Test 

 Test Value = 3                                        

  

 t Df Sig. (2-tailed) Mean Difference 

Desirable state of 

employee motivation. 

Esteghlal 

99.660 78 .000 1.78773 

Desirable state of 

employee motivation. 

Kosar 

170.618 43 .000 1.75991 

Desirable state of 

employee motivation. 

Enghelab 

210.588 81 .000 1.77705 

Desirable state of 

employee motivation. 

Evin 

108.404 41 .000 1.67399 

             Table 4.3.24  

Hypothesis 2 

-how is the desirable state of employees’ motivation of Parsian hotels? 

(There is a significant difference between desirable state of employees’ 

motivation and hypothetical average (3)) 

This hypothesis is approved about the 4 hotels of the test, which means that there 

is a significant difference between desirable state of employees’ motivation and 

hypothetical average (3).   

Esteghlal hotel (with %99 assurance, df: 78, T: 99.6, Mean: 4.78) 
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Kosar hotel (with %99 assurance, df:43, T:170.6, Mean: 4.75) 

Enghelab hotel (with %99 assurance, df:81, T:210.5, Mean: 4.77) 

Evin hotel (with %99 assurance, df:41, T:108.4, Mean: 4.67) 

Descriptive data table of employees’ current state of motivation by the 

gender separation  

T-Test 

Group Statistics 

 Gender N Mean Std. Deviation Std. Error Mean 

Current state of 

employees’ 

motivation 

Female 98 3.1415 .69040 .06974 

Male 144 3.5922 .69167 .05764 

                 Table 4.3.25 

T independent group table 

Independent Samples Test 

  Levene's Test for 

Equality of 

Variances t-test for Equality of Means 

    

  F Sig. t df Sig. (2-tailed) 

Current state of 

employees’ 

motivation 

Equal variances 

assumed 

.016 .898 -4.979 240 .000 

Equal variances not 

assumed 

  -4.981 208.715 .000 

             Table 4.3.26 



Chapter 4. Presentations of findings  
 

To identify the employees’ motivation of Parsian hotels in Tehran (the 2nd half of 2011) 
Created by: Sasan Seyed Tavakoli, Dorrin Pessaran Page 104 
 

There is a significant difference between male and female employees current state 

of motivation.  

This theory is approved in the level of =0/01 by the %99 assurance and df:240, t:-

979. It means that there is a significant difference between male and female 

employees’ current state of motivation. According to the present research data the 

current state of male employees’ motivation (Mean: 3.59) is upper than the 

females (Mean: 3.14).  

  Oneway 

Descriptive data table of different job positions’ current state of motivation    

Descriptives 

Current state of employees’ motivation 

   

 N Mean Std. Deviation Std. Error Minimum Maximum 

Other 

employee 

54 3.2673 .83454 .11357 2.05 4.67 

Reception 65 3.6067 .62154 .07709 2.44 4.77 

Engineering 17 3.5716 1.06084 .25729 1.72 4.21 

F&B 24 3.4712 .58956 .12034 2.64 4.15 

Accounting 

department 

40 3.1865 .46994 .07430 2.51 4.13 

Security 9 3.8889 .44596 .14865 3.51 4.36 

Housekeeping 23 3.5340 .72864 .15193 2.44 4.26 

Total 232 3.4424 .71423 .04689 1.72 4.77 

               Table 4.3.27 
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One-way analysis of ANOVA table (about employees’ different job 

positions’ current state of motivation)  

ANOVA 

Current state of employees’ motivataion 

 Sum of Squares df Mean Square F Sig. 

Between Groups 8.319 6 1.387 2.849 .011 

Within Groups 109.520 225 .487   

Total 117.840 231    

                Table 4.3.28  

There is a significant difference between current state of employees’ motivation 

in different job positions.  

This theory is approved in the level of =0/05 by %95 assurance and df:231, 

F:2.48. which means that there is a significant difference between current state of 

employees’ motivation in different job positions, that according to present 

research data the highest current state of employees’ motivation is related to 

security employees (Mean:3.88) and the lowest current state of employees’ 

motivation is related to the accounting department employees (Mean:3.18).  

Oneway 

ANOVA table for comparing the current state of employees’ motivation in 4 

hotels 

ANOVA 

Current state of employees’ motivation 

 Sum of Squares df Mean Square F Sig. 

Between Groups 18.901 3 6.300 13.822 .000 
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Within Groups 110.769 243 .456   

Total 129.670 246    

  Table 4.3.29 

 

- According to ANOVA table there is a significant difference between the current state of 

employees’ motivation of 4 hotels (by the %99 assurance, df: 246 and F: 13.82) 

 

Post Hoc Tests 

Scheffe test table for comparing the current state of employees motivation 

between 4 hotels 

 

Multiple Comparisons 

Current state of employees’ motivation 

Scheffe 

(I) hotel (J) hotel 

 

Mean 

Difference (I-J) Std. Error Sig. 

Esteghlal Kosar -.39716
*
 .12700 .022 

Enghelab -.31301
*
 .10644 .036 

Evin .40038
*
 .12893 .024 

Kosar Esteghlal .39716
*
 .12700 .022 

Enghelab .08414 .12617 .931 

Evin .79754
*
 .14565 .000 

Enghelab Esteghlal .31301
*
 .10644 .036 
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Kosar -.08414 .12617 .931 

Evin .71339
*
 .12811 .000 

Evin Esteghlal -.40038
*
 .12893 .024 

Kosar -.79754
*
 .14565 .000 

Enghelab -.71339
*
 .12811 .000 

Table 4.3.30    *. The mean difference is significant at the 0.05 level. 

- According to scheffe test table there is no significant difference observed among the 

current state of employees’ motivation of Enghelab and Kosar hotels. But there is a 

significant difference among the current state of employees’ motivation of (a) Esteghlal 

and Kosar hotels (by the %95 assurance), (b)Esteghlal and Enghelab hotels (by the %95 

assurance), c) Esteghlal and evin hotels (by the %95 assurance), (d) Enghelab and Evin 

hotels (by the %99 assurance) and at last (e) Evin and Kosar hotels (by the %99 

assurance).    

 

Oneway 

ANOVA table of comparing the desirable state of employees’ motivation 

in 4 hotels 

ANOVA 

Desirable state of employees’ motivation 

 Sum of Squares df Mean Square F Sig. 

Between Groups .395 3 .132 10.437 .000 

Within Groups 3.068 243 .013   

Total 3.463 246    

      Table 4.3.31 
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- According to the ANOVA table there is a significant difference among the desirable state 

of employees’ motivation of 4 hotels (by the %99 assurance, df: 246, F: 10.437) 

Post Hoc Tests 

Scheffe test table for comparing the desirable state of employees motivation 

between 4 hotels 

Multiple Comparisons 

Desirable state of employees’ motivation 

Scheffe 

(I) hotel (J) hotel 

 

Mean 

Difference (I-

J) Std. Error Sig. 

esteghlal Kosar .02782 .02114 .630 

enghelab .01068 .01771 .948 

Evin .11374
*
 .02146 .000 

kosar esteghlal -.02782 .02114 .630 

enghelab -.01714 .02100 .881 

Evin .08591
*
 .02424 .006 

enghelab esteghlal -.01068 .01771 .948 

Kosar .01714 .02100 .881 

Evin .10306
*
 .02132 .000 

evin esteghlal -.11374
*
 .02146 .000 

Kosar -.08591
*
 .02424 .006 
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enghelab -.10306
*
 .02132 .000 

Table 4.3.32    *. The mean difference is significant at the 0.05 level. 

- According to the Scheffe test table there is a significant difference among the desirable 

state of employees’ motivation of (a) Evin and Esteghla hotels (by the %99 assurance), 

(b) Evin and Kosar hotels (by the %99 assurance), (c) Evin and Enghelab hotels (by the 

%99 assurance). But no significant difference was observed among the desirable state of 

employees’ motivation of other groups (Esteghlal and Kosar, Esteghlal and Enghelab and 

Kosar and Enghelab). 
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Chapter 5. Conclusion   

5.1 summary 

The objective of this study was to identify the current and desirable state of 

employees’ motivation of Parsian hotels in Tehran and also to provide 

suggestions to improve the employees’ motivation in Parsian hotels in Tehran.  

The population of this study was the employees of Parsian hotels and the 

questionnaires were given to them randomly. The number of employees for filling 

out the questionnaires was selected according to Morgan table (2001). So the 

sample size was 247 employees (n=247).  The questionnaire was designed 

according to the theories used in this study for the employees of Parsian hotels in 

order to gain information about the current and desirable state of their motivation.   
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5.2 Findings  

Q 1: What is the current state of employees’ motivation in Parsian hotels of 

Tehran? 

The table 4.2.9 and the histogram 4.2.3 show the current state of employees’ 

motivation of all the Parsian hotels in Tehran together and in general. According 

to these table and histogram the mean for the current state of employees’ 

motivation is 3.40, therefore the current state of employees’ motivation in parsian 

hotels of Tehran is in fine condition to some extent.  

Now it would be better look at and analyze the current state of employees’ 

motivation of Parsian hotels (Tehran) individually.  

Table 4.2.10 displays the current state of employees’ motivation of each hotel.  

This table and histograms 4.2.5 show that the mean for Esteghlal hotel is 3.29, 

which according to table 4.3.22 there is a significant difference between this mean 

and the hypothetical average (3), and as the mean is more than the average so this 

declares that the current state of employees’ motivation of Esteghlal is somewhat 

acceptable but need improvement.  

As table 4.2.10 and histogram 4.2.6 show, the mean or the average level of the 

answers for Kosar hotel is 3.69. There is a significant difference between this 

mean and the hypothetical average (3) according to table 4.3.22. Therefore the 

current state of employees’ motivation at Kosar is somewhat at suitable level but 

not perfect. Also the mean of Kosar according to table 4.2.10 is more than other 

three hotels. So the employees of Kosar are more motivated than other three 

hotels’ employees. According to Scheffe test table 4.3.30 there is significant 

difference between Esteghlal and Kosar hotels in their employees’ motivation. 

The mean or the average level of answers of Enghelab is 3.60 according to table 

4.2.10 and histogram 4.2.7; and there is a significant difference between this mean 

and the hypothetical average (3) as the table 4.3.22 show. The mean of Enghelab 

hotel is near Kosar, which is acceptable. So the Enghelab hotel also enjoys a good 
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condition in employees’ motivation. Scheffe test table 4.3.30 declares that there is 

no significant difference between Enghelab and Kosar in their employees’ 

motivation, but there is a significant difference between Enghelab and Esteghlal 

hotels in this case. 

The table 4.2.10 and histogram 4.2.8 represent that the situation of Evin hotel is 

not acceptable and is weak in its employees’ motivation. The mean of this hotel 

shows number 2.89 which is even less than scale 3 and this means that the 

employees of Evin are not motivated. Also table 4.3.22 shows no significant 

difference between this mean and the hypothetical average which is 3. The mean 

of Evin hotel is also less than the means of those three mentioned hotels. So Evin 

hotel is at a critical situation in relation to its employees’ motivation. Generally as 

the table 4.2.9 and histogram 4.2.8 shows most of the employees of Evin hotel are 

not motivated and this is very serious as could be harmful for this hotel. 

According to Scheffe test table 4.3.30 there is a significant difference between 

evin and (Esteghlal, Kosar, and Enghelab) in the employees’ motivation.  

As it was mentioned in chapter 3 the questions of the questionnaire were chosen 

according to the theories used in the research. Maslow theory was the most 

prominent one used here. As it was described in literature review the components 

of this theory are: 1. Physical needs, 2. Safety and security needs, 3, social needs, 

4. Self-esteem and the last one is 5. Self-actualization.    

So now it is time to analyze the current state of the employees’ motivation by the 

separation of needs according to Maslow theory.    

The first item for analysis is the current physical state of the employees. As it is 

obvious the physical needs are the basic needs of Maslow theory. Table 4.2.12 

describes this issue. According to this table and the histogram 4.2.13 the current 

physical state of employees in Esteghlal hotel is not at a suitable level, because 

the mean is 2.64 which is obviously less than scale 3. This shows that the physical 

or the basic needs of employees in this hotel are not met.  
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Unlike the Esteghlal hotel the current physical state of employees in Kosar hotel 

is very high, because as the histogram 4.2.14 shows the mean is 4.48. In addition, 

this mean is so much more than the means of other hotels. Also as the histogram 

4.2.14 shows the employees of Kosar chose only the scales 4 and 5 for the 

questions related to their physical needs and most of them have chosen scale 5. 

Thus apparently, the employees of this hotel are satisfied with their physical and 

basic needs, which is an excellent result. According to the Scheffe test table 4.3.2 

no significant difference was observed between the Enteghlal and Kosar hotel in 

their employees’ current physical state 

The next hotel is Enghelab. Histogram 4.2.15 shows that the employees of this 

hotel chose the scale of 2 to 4, and the mean is 3.25. This number is somehow 

more than the scale 3, which express that the physical needs of employees in 

Enghelab are met, but not as much as the Kosar employees. in accordance with 

Sceffe test table 4.3.2 there is a significant difference between Enghelab and 

Esteghlal hotels in physical state of their employees. 

The last one is Evin hotel, which according to histogram 4.2.16 has the lowest 

mean in comparison to mentioned hotels. The mean for Evin as the histogram 

expresses is 2.37 which shows dissatisfaction of employees in their physical 

needs. Although it is possible to say that Evin hotel faces a critical situation in this 

part. Sceffe test table 4.3.2 reveals that there is a significant difference between 

Enghelab and Evin and also Kosar and Evin hotels in their employees’ current 

physical state.  

The next item of the Maslow theory, as it was mentioned, is the safety and 

security needs. In this section the hotels are analyzed by the current security state 

of their employees.  

The table 4.2.13 displays the current security state of the employees in Esteghlal, 

Kosar, Enghelab and Evin hotels. This table and the histogram 4.2.17 reveals that 

the mean is 2.86 which can be declared that is a low and unacceptable mark. So it 
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seems that the security needs of the Esteghlal employees are not met as they 

should be.     

According to histogram 4.2.18 the employees of Kosar have chosen only scales 4 

to 5 for the security related questions, and the mean is 4.87. So this can be stated 

that the current security state of Kosar employees is very good or the employees 

are satisfied with their security needs. As Sceffe test table 4.3.6 shows significant 

difference was observed between current security state of employees in Kosar and 

Esteghlal hotels. 

The next histogram 4.2.19 is for the Enghelab hotel. This histogram shows that 

the mean is 3.36, which is more than scale 3. So the employees of Enghelab are 

somehow gratified with their security needs but not as Kosar employees. Sceffe 

test table 4.3.6 displays that there is a significant difference between Enghelab 

and Esteghlal hotels in their employees’ current security state.  

According to histogram 4.2.20 this can be understood that Evin hotel is not at 

acceptable situation in current security state of its employees, because the mean is 

2.56. As it is clear this mark is lower than the scale 3 so it displays a poor 

situation. Therefore apparently the employees of this hotel are not satisfied with 

their security needs. Sceffe test table 4.3.6 expresses that a significant difference 

was found between Kosar and Evin hotels in their employees’ current security 

state.  

The next item is social needs. The table 4.2.14 shows the current social state of 

the employees of named 4 hotels. According to the histogram 4.2.21 the mean for 

Esteghlal is 3.68 and as the histogram displays the most abundance is between 

scales 3 and 4. Therefore the current social state of the employees in Esteghlal 

hotel is agreeable.  

As the Histogram 4.2.22 represents, again the Kosar hotel is in a very good 

situation. This histogram shows the mean is 4.91, which is so close to scale 5. 

Thus the current social state of Kosar employees is so good. According to Scheffe 
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test table 4.3.10 there is significant difference between Kosar and Esteghlal hotels 

in their employees’ current social state. 

Histogram 4.2.23 shows that the mean is 3.80 and is so close to Scale 4. Also as 

this histogram expresses that the highest frequency is between scales 4 and 5. So 

generally the current social state of employees in Enghelab hotel is at good level, 

but not as much as the Kosar.  

The last one to analyze is Evin hotel. As histogram 4.2.24 displays the mean is 

3.25 which is somehow more than scale 3. This result is better than the current 

physical and security state of Evin employees mentioned above. Generally the 

current social state of Evin employees is good but weak in comparison to other 

hotels again. Scehffe test table 4.3.10 displays that there is a significant difference 

between Kosar and Evin, Enghelab and Evin, Esteghlal and Evin hotels in their 

employees’ current social state. 

The forth item for analyzing the hotels is the current self-esteem of employees. 

As the table 4.2.15 and histogram 4.2.25 show the current self-esteem of 

employees in Esteghlal hotel is cceptable because the mean is 3.23. The 

employees of this hotel are satisfied with their self-esteem needs to some extent.  

According to histogram 4.2.26 the self-esteem mean is 4.90. Again the result for 

Kosar is better than others, and beside that it could satisfy its employees’ self-

esteem needs.  

The Histogram 4.2.27 shows a good result for Enghelab hotel. The mean is 3.41, 

and then this can be stated that the current self-esteem state of employees in 

Enghelab is at a good level. 

 Now it is time for Evin hotel which according to histogram 4.2.28 does not have 

suitable situation in its employees’ current self-esteem. The mean is 2.62 and as it 

is obvious that it is not a fine mark. Scheffe test table 4.3.14 reveals that there is 
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significant difference between Evin and Esteghlal, Evin and Kosar and at last 

Evin and Enghelab in their employees’ current self-esteem needs. 

The last item for analyzing the hotels with is the current self-actualization of the 

employees. 

According to the table 4.2.16 and histogram 4.2.29 the mean of Esteghlal is 3.58. 

Therefore the current self-actualization of employees in this hotel is acceptable. 

The next histogram 4.2.30 shows a very good result for Kosar, as the mean is 

4.88. This histogram shows that the employees of this hotel chose only the scales 

4 and 5 for the the current self-actualization related questions which is very well.  

The next hotel is Enghelab. The histogram 4.2.31 shows that the mean is 3.93 

which is very close to the scale 4 so the current self-actualization of employees in 

Enghelab is better than good and it is somehow like that of Kosar hotel. 

According to Sceffe test table 4.3.18 there is a significant difference between 

Enghelab and Esteghlal hotels in their employees’ current self-actualization state. 

According to histogram 4.2.23 the mean is 3.20 which represents that the current 

self-actualization of Evin employees is in fine condition, but again less than other 

hotels. Scheffe test table 4.318 shows that there is a significant difference between 

Evin and Kosar, Evin and Enghelab in their employees’ current self-actualization 

state. 

Therefore as the above result and the named tables and histograms display, Kosar 

hotel apparently has a very good situation and also is better than other hotels in 

current state of physical, security, social, self-esteem and self-actualization of its 

employees. After Kosar, Enghelab hotel has the best situation in the named items 

among the Esteghlal and Evin. Generally Enghelab is not as good as Kosar but 

has a good situation. And at last it seems that the Evin hotel has the worst and 

weakest condition itself and amongst others.  
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Q 2: What is the desirable state of employees’ motivation in Parsian hotels of 

Tehran? 

Histogram 4.2.4 shows that the mean for desirable state of employees’ motivation 

in Parsian hotels in general is 4.76, so their expectations are high. Table 4.2.11 

and histograms 4.2.9, 4.2.10, 4.2.11 and 4.2.12 show the employees’ desirable 

motivation of Esteghlal, Kosar, Enghelab and Evin hotels. According to these 

histograms the employees’ expectations of motivation are so high as the means 

are: 4.78 (Esteghlal), 4.75 (Kosar), 4.77 (Enghelab) and 4.67 (Evin).  

Q 3: What are the suggestions to improve the employees’ motivation in Parsian 

hotels in Tehran? 

This part is described and answered in section 5.4.  

 

5.2.1Minor findings 

Table 4.3.25 displays the employees’ motivation in Parsian hotels by the gender 

separation. According to this table the mean of males’ motivation is 3.59 and the 

females’ is 3.14. According to independent sample test table 4.3.26 there is a 

significant difference between the current state of males and females motivation. 

The males are motivated more than females to some extent.  

The table 4.3.27 shows the current state of employees’ motivation of different job 

position in Parsian hotels. According to this table the security employees are 

motivated more than others with the mean 3.88, and less motivated employees are 

in accounting department and their mean is 3.18. As it is seen this difference is 

not too much but exists. The means of other job positions are more or less like 

these means.  

5.3 discussion and interpretation 

 As it was mentioned above employee motivation is a highly important and 

effective factor in their performance. Although so many researchers have studied 

this subject, there is not any exact way for motivating employees because people 
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are different from each other according to their personalities, positions, gender, 

and etc, meanwhile there are some ways to motivate them. As it was mentioned in 

chapter 2 Maslow theory is the basic theory of needs. By using this theory so 

many ways of motivation will come in to the mind. According to Maslow and 

other theories mentioned in chapter 2, both the monetary and non-monetary 

motivations are important. As an example not only salary and bonuses are 

important but also training and giving responsibilities are effective and important 

as well. Monetary reward or motivations have recorded to be more effective for 

most of the people. Petcharak (2002, p. 52-53) conducted a research titled “the 

assessment of motivation in the Saint Paul Hotel employees”; his research 

methodology was descriptive and survey. According to his research good pay or 

salary was the first motivational factors of concern to employees of Saint Paul 

Hotel. After salary the “job security” was the second motivational factors to Saint 

Paul Hotel employees and the third factor is “interesting job” such as sense of 

accomplishment, more responsibilities and growth in job. This item according to 

Maslow theory was named self-esteem needs. As Petcharak research shows it 

seems that the most important factors to the employees of Saint Paul Hotel by 

order are as follow: salary, security and self-esteem. Also Gay (2000) found that 

the employees of both public and private convention center, the good wage has 

the highest rank and was the first important motivational factor and the job 

security was the second one.  

The above findings of different researchers show that for the employees of their 

survey, salary was the most important motivator factor and the second one was 

the job security. Salary is included in the physical or the basic needs. So 

according to those findings this can be stated that physical and security factors are 

the most important motivators for the employees. 

To reach a result and have a comparison between the above findings and the 

findings of this research it would be better to have a look at the physical and 

security related questions. Generally the physical, security and self-esteem needs’ 

related questions of the questionnaire from the employees are about receiving 

bonuses or increase in salary and gaining more job security for the job well-done, 
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having enough equipment, satisfactory payment, enough free time out of work, 

fair payment, being sure about retirement, being cared of, learning new things, 

having good relation with the boss, receiving recognition and having important 

responsibilities. Before any discussion this should be mentioned that the 

employees of Kosar and Enghelab hotels are more satisfied and motivated than 

those of Esteghlal and Evin employees especially in their physical, security and 

self-esteem needs.   

The results of the questionnaire show that the employees of Parsian hotels 

especially Esteghlal and Evin are motivated and satisfied with these items of the 

questionnaire (physical, security and self-esteem needs) less than other needs. 

This shows that maybe the employees of these hotels have more needs and 

expectations about physical, security and esteem needs and these hotels could not 

satisfy them; because according to chapter 4 generally the employees are more 

satisfied with their social and self-actualization needs. As an example the 

employees of Evin hotel are dissatisfied with their physical, security and self-

esteem needs but they are somehow satisfied with the social and self-actualization 

needs. As it was mentioned in literature review, salary, good working atmosphere, 

feeling secure about the future, having the sense of accomplishment or generally 

the physical, security and esteem needs are so important for the employees, 

especially the first two items because they are the basic needs people work for. 

Hence the finding of this research confirm the findings of Petcharak and Gay 

which reveals that physical and security needs are the first important motivational 

factors to employees. In addition, self-esteem is another need which Esteghlal and 

Evin hotels could not satisfy the employees with.  

According to the minor findings of this research male are somehow more 

motivated than females in Parsian hotels. According to the findings of Petcharak 

(2002) study, males and females of the hotel of his research were not motivated 

by the same factors. Similarly Gay (2000) concluded that there are some different 

motivational factors between genders. But Edlund and Nilson (2007) concluded 

that the employees are not motivated by their gender. According to the findings of 

the research male are more motivated than females in Parsian hotels.  
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To sum up physical, security and self-esteem are the needs which Esteghlal and 

Evin hotels are weak in and also are very important for the employees, especially 

the physical and job security needs. This does not mean that they could perfectly 

motivate employees in social and self-actualization needs. 

 

5.4 Conclusion and suggestions of the research 

Employees of Enghelab and Kosar hotels according to histogram 4.2.6 and 4.2.7 

are motivated at a good rate. The employees of Esteghlal hotel are also motivated 

to some extent. Also the table 4.3.22 displays that there is a significant difference 

between the means of these three hotels and the hypothetical average which is 3, 

and as their means are more than 3 so this can be said that the level of employees’ 

motivation in these hotels is reasonable but not satisfactory. According to the 

results it seems that the Evin employees are not motivated, also in comparison 

with other hotels this one has the worst situation in employees’ motivation. Also 

there is a significant difference between the means of the current and desirable 

state of employees’ motivation in these four hotels, which declares that the 

employees need and expect to be motivated more than their current situation. 

As a general conclusion although some of these hotels could motivate the 

employees in some cases, generally speaking, it seems that the overall situation of 

employees’ motivation in Parsian hotels of Tehran is not as what the employees 

expect. Therefore all these four hotels have to pay more attention to the 

employees’ motivation.  

This part is about the suggestions. It is better to have a preface before suggesting 

any objects. The suggestions are in the order of the hierarchy of needs (1.physical 

needs, 2. Security needs, 3. Social needs, 4. Self-esteem needs and 5. Self 

actualization) and is based on the questions of the questionnaire. 

This should be mentioned that these suggestions are for the general managers, 

human resource managers, and supervisors and also for the managers of Parsian 

Hotels Co. The hotel managers need to be motivated as well so that they could 

motivate their employees. 
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Suggestions for physical needs related questions 

As it was mentioned in the literature review, physical needs are the first and basic 

needs of the Maslow theory. Also in accordance with the literature review in the 

work context these needs include items such as salary, working equipment and the 

like. In relation to work, it is obvious that this need is so important to the 

employee, because everyone works for, at first satisfying their basic needs like, 

food, shelter, money and so on.  

According to section 5.2 it was found that Evin and Esteghlal hotels could not 

satisfy the basic or physical needs of their employees, but Kosar hotel which has 

the best situation among others could satisfy the physical needs of the employees 

and Esteghlal hotel could somehow satisfy the employees with their basic needs. 

It is now the time for referring to the physical related questions so that to give 

some suggestions. 

 Physical questions 1: for the job well done I will receive bonuses or raise 

This question is about increasing the salary or giving bonuses to the employees 

who have done their duty appropriately.  

Obviously when employees do their best or even try to do their best they need to 

feel that their effort was not useless or futile so that they could keep on trying and 

increasing their performances; in other words, they need encouragement.  

 

The major suggestions of this section for the managers and supervisors are as 

follows: 

 Provide bonuses for shopping and travelling so as to compensate for the 

effort of the employees and to encourage others to perform better and try 

their best 

 Make the employees remember and keep in mind what they will gain 

because of their efforts 

 Increase the salary of top performers so that everyone could be motivated 

to try their best  

 Offer extra holiday time to those who try to perform well 
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Physical question 2: I have all the materials and equipment I need to do my best 

everyday 

This question is about the equipment, that employees need so that they can work 

and perform better. The situation of the Parsian hotels in this question is like the 

previous one. 

The suggestions for the managers and supervisors of these hotels are to: 

 Provide the employees enough equipment such as room for relaxation so 

that they could feel comfort 

 Provide a program for checking the work equipment such as computers 

and the like, so that they could make sure they work properly 

 Ask the employees about what equipment they need for their work 

 Provide the employees with personal cabins 

Physical question 3: the quantity of my work is enough to keep me busy but not 

too much to over-burden me 

Generally this question is about the working time of the employees whether it is 

more than the usual time or the ability of an employee or not. It is so important 

that the work time does not exceed the normal amount of time that a person can 

tolerate. This part refers to the rules of the organization which here and now refer 

to those of Bonyad.  

The suggestions to the managers in this part are that to: 

 Make sure that the employees’ working time is fair and does not exceed 

their abilities 

 If the working time is as normal as it should be but the employees are not 

satisfied with it and feel tired so the managers should provide them with 

some relaxation programs in their free time 

Physical question 4: the amount of my pay is enough and satisfactory 
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Payment is one of the most important elements that people work for, because by 

this they can meet most of their needs. If the payment is not enough to satisfy the 

employees so obviously they won’t have enough motivation for good 

performance. 

For this section we suggest the managers and supervisors of these 4 hotels to: 

 Search about whether the amount of the employees’ payment is enough to 

keep them satisfied or not. And if it is not, so try to find out the reason 

Physical question 5: I have enough free time out of my work environment 

All the people need free time for resting, handling their personal work, spending 

time with friends and family, etc…, so that they could back to work with more 

energy. If employees have lack of enough free time, they will lose their energy for 

working and will be tired and bored of working. 

The suggestions to managers and supervisors are: 

 Making sure that there is a balance between the employees’ working time 

and the free time out of work 

 Giving the hardworking people  more free times, not too much but to some 

extent and sometimes 

Suggestions for security related questions 

The next or the second part of the Maslow theory is the safety and security needs. 

It is vital for everyone to feel safe in their life and at work.  

As it was stated in section 5.2 the employees of Evin and Esteghlal hotels safety 

needs seems not to be met. On the opposite side are at first Kosar and then 

Enghelab hotels which could satisfy their employees’ security needs and have 

also places for improvement. Before referring to the questions at first we suggest 

the managers of Evin and Esteghlal to find out the reasons that why Kosar and 
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Enghelab could satisfy their employees’ security needs more than them. The 

answers to this question can be very helpful. 

Here are some suggestions according to the safety related questions. 

Security questions1: if I do my job well I will gain more job security 

When employees put their efforts to do their jobs better and well, consciously or 

unconsciously they expect something because of their effort, one of those 

important things that they expect is the job security. Job security is an element 

which employees seek for it so that for example they can have assurance about 

keeping their current job and do not afraid of losing it.  

By this question we suggest the managers and supervisors of these 4 hotels to 

motivate the employees by: 

 Displaying and assuring the employees that they will gain more job 

security if they demonstrate their competency, merit and try their best 

 Making contracts for longer time with harder workers 

 Supporting the employees with well performance. For example if a hard 

work employee makes a mistake solve it yourself but make him or her 

know of what you did  

Security question 2,3,: these two questions are somehow alike: I am adequately 

remunerated for what I do, my supervisors gives credit and praise for the work 

well done. 

As it was mentioned previously, it is effective that the employees feel that their 

efforts are taken into account, so that they will be motivated to perform better. 

For this section the suggestions to the managers and supervisors of these hotels 

are to: 

 Remunerate the employees exactly according to their efforts, not more nor 

less. Because if anyone gets remunerations more than their efforts clearly 
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they won’t try harder and those with higher effort will be de-motivated if 

being remunerated less than their efforts. 

 Give praise in front of others so that more employees know that they had 

done well, this may affect others to try to perform better 

  Appreciate the employees’ effort. 

 Make sure that everyone who contributes and performs well has got what 

they deserve. In other words, never skip employees when they make an 

impact and show their efforts 

 Provide some recognition system such as employee of the month 

Security question 4,5: I am paid fairly well for the work I do, my pay reflects the 

effort I put into doing my work 

Being fair to the employees, provide trust between the employees and the 

managers or supervisors. If employees feel fair treatments so they will be fair to 

their managers. As an example if employees feel that their payment for the work 

they do is unfair they will clearly become de-motivated and unsatisfied. 

For this section there are some obvious suggestions to the managers and 

supervisors such as: 

 Trying to be fair. Employees pay attention to the results of themselves and 

others’ actions. This is somehow similar to the first suggestion of the 

previous section.  

Security question 6: my problems seem to be cared of 

If the employees see that the managers are concerned about their problems they 

obviously well feel more safe and valuable which leads them to be motivated so 

as to perform better. 

Here are some suggestions to managers for this section: 

 Try to solve the employees’ problems especially if it is monetary by for 

example giving them loan 
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 Provide a place in the hotel for taking care of the employees’ children, 

because as it is clear some employees especially women have problem 

with this issue. 

 In some cases give more furlough to the employees to help them solve 

their problems.  

 Pay a percentage of some of the employees’ costs such as surgery if 

happened.  

Security question 7: I know that I will be supported financially in my retirement 

It is a very significant point that employees be sure and feel confident about their 

retirement. Because fear of the future won’t let the employees perform well at the 

current time because they are not sure whether their efforts will affect their future 

or not, so they will lose their motivation. 

For this part the following will be suggested to the managers: 

 Offering some facilities for the retirement. For example paying half or all 

the cost of a trip once a year or even organize a trip by hotel 

 Increase the pension based on the job position and the amount of efforts 

they have put according to their work 

Security question 8: my work area is clear 

If the working domain or areas of the employees are not clear, obviously they are 

not aware of what exactly they have to do. So misunderstanding will take place. 

To prevent such an event we suggest the managers to: 

 Provide a clear job descriptions so that all the employees will know their 

work area and responsibilities 

 Inform the employees about changes so that they do not confuse 
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Suggestions for social related questions 

The third part of the suggestions is about social needs of the employees. As the 

evidence shows Kosar hotel could satisfy its employee’s social needs and can 

improve them. Also Esteghlal and Enghelab employees are satisfied in this case 

but not as much as Kosar employees. Evin hotel could also meet the social needs 

of its employees to some extent. 

It would be better to refer to the related questions and give some suggestions for 

improvements. 

Social questions 1,2,3: if I do my job well my workmates will respect me more, if 

I do my job well my workmates will have friendly manner with me, I have some 

friends at work.  

The researchers found these questions are somehow related, therefore the 

suggestions presented are cumulative as follows: 

Feeling confident in the work environment is very effective in the performance of 

the employees. For providing such an environment the suggestions to the 

managers are as follows: 

 Try not to make differences between the employees working in the same 

section or part so as to prevent jealousy among them. in other words try to 

create a friendly environment by showing the employees that they are all 

important and effective for the hotel 

 Do not humiliate anyone for bad performance. And criticize employees in 

private, keep the respect of all the employees so that they could respect 

each other and do not treat rudely with each other. 

 Do not let the employees vilify about others. 
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Social question 4: if I do my job well my supervisor will encourage me 

Encouraging employees for their efforts is an effective factor in their motivation. 

For this part the suggestion to the managers and supervisors are to: 

 Say thank you to the employees doing their job well and show your 

satisfaction 

Social question 5: there is sufficient variety at work to maintain my interest 

Sometimes working will become boring for the employees and this will have had 

a bad effect on their performances. The managers and supervisors should be 

aware of such a problem in order to confront with it or prevent this happening. 

For maintaining the employees’ interests the suggestions to the managers and 

supervisors are as follows: 

 Create a pleasant work environment, and prevent appearing lifeless 

environment. According to suggestions for social questions 1,2,3 if the 

employees are friend and have good relations with each other, their work 

environment will be pleasant to them. 

 Create a quote board including psychological and motivated sentences 

every week. So that to give the employees more power and motivation to 

start their working week. 

  When there is a meeting, try to start it with enjoyable and friendly 

sentence.  

 Put a bunch of flower in each part for the employees. 

Social question 6: my boss keeps me informed of what is going on. 

If the managers or supervisors do not make the employees aware about the 

happenings and changes in the organization and if they find it out themselves they 

will feel that the managers do not consider them.  

The suggestions to the managers and supervisors for this part are as follows: 
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 If anything or any changes happened talk about them and inform the 

employees about it. For example, the supervisors of any part can have a 

meeting with its employees and inform them. 

 Inform the employees if new projects are going to be executed. 

Social question 7: my boss seems to care about me as a human being. 

This is somehow like the security question 6 with this difference that it was about 

the problems of the employees but this question is about the employees 

themselves. If the employees feel that their supervisors or managers care about 

them as a person they will be more motivated and so care about them as well.  

For this part the suggestions to the managers or supervisors are to: 

 Talk to the employees and ask about themselves, whether they are 

satisfied with their work , life , etc or not 

 Try to make them feel good if they are depressed 

 Remember their birthdays, for example present them with birthday cards 

Social question 8: I am consulted and my opinions seem to be accounted 

It is effective to use the employees’ opinions and recommendations; so that they 

will be motivated and their opinions may be useful for the organization. 

The suggestions for the managers and supervisors are to: 

 Create a suggestion box with a title (not necessarily) and choose the best 

suggestions. Also make all the employees know about the chosen 

suggestions 

 Carry out some meeting at each part by the purpose of getting help from 

employees and listening to their opinions, in order to use the practical 

suggestions 

Social question 9,10,11: working relationships in the part I work are good, there is 

a lot of cooperation among the members of my work group and my immediate 

workmates function as a team. 
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If the relationships between the employees are good so they can have better 

performance and reach to the goals easily. It is so clear that employees together 

can perform so much better than doing it individually.  

In order to make employees work together as a team and have good relations the 

suggestions to the managers and supervisors are to: 

 Teach the employees how it is important to work as a team  

 reward the groups which have good performance with fine relationships 

between them so that to create competition between each department 

 Provide a board with the title of group of the month, in order to put the 

name of any department whose employees are performing well together 

 Explain the employees who are members of one huge group divided into 

several smaller groups 

Social question 12: my supervisor is friendly and helpful 

If the employees observe that their supervisors have friendly manner to them and 

also help them in their work they will work better so that to make the managers 

proud of such a supervisor.  

So the suggestions for the managers are to: 

 Train the supervisors how to behave with the employees so that they can 

work and perform friendly not just by fear. 

 Treat the supervisors in the way that they also perform fondly and 

cooperatively 

Social question 13: I have a sense of loyalty to this hotel 

If employees are loyal to their work place, they will support their work place and 

work for it by prejudice, because it is so much important for them. This loyalty is 

not achieved simply, because the organization should take so many steps in order 

to gain its employees’ loyalty. 

Suggestions to the managers and supervisors are to: 

 Give the employees the sense of importance and effectiveness 

 Care about the employees (as it is suggested before) so that the employees 

would care about the organization 
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 Make the employees involved in the difficulties and the conveniences with 

which the organization faces. 

 

Suggestions for self-esteem related questions 

This is the forth part of the suggestions. In this case Esteghlal and Evin hotels are 

not successful but Kosar could satisfy its employees’ self-esteem needs and also 

Enghelab hotel has a good situation in this part. 

Now we refer to the related questions for giving suggestions. 

Self-esteem question 1,2,3,4,5: if I do my job well I will have more opportunity to 

learn new things, if I do my job well I will have the opportunity to increase my 

abilities and skills, my job allows me to learn new skills, my work gives me a 

sense of accomplishment, important responsibilities are given to me 

People want to learn new things so that they could improve their life. For these 

questions the suggestions for the managers and supervisors are to: 

 Hold some training classes for the employees in order to improve their 

knowledge and skills 

 Sometimes let the employees take some of the responsibilities of their 

workmates in the same department. So that they will learn new skills. 

 Make the employees feel that their work gives them the opportunity for 

advancement. 

 Give sometimes important responsibilities to employees in order to show 

them that they have enough ability for doing jobs they ask for. 

Self-esteem question 6: my relationship with my boss enables me to behave 

frankly when discussing work problems and concerns 

It is very important and effective that the employees have this situation to be 

able to talk with their boss about the problems at work, and this refers to how 

the bosses treat their employees. 

The suggestions to the managers and supervisors are to: 
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 Give the employees the courage to be able to talk about the problems 

at work, by  for example asking them whether there is any problem at 

their work or not 

 Be a flexible person so that employees can make him or her aware of 

problems at the work 

Self-esteem question 7: in the last seven days I have received recognition and 

praise for doing good work 

As it was stated before recognition and praise is very effective for encouraging 

and motivating the employees. 

For this one the suggestion for the managers and supervisors is to: 

 have a planning on short-term recognition, for example weekly bases. This 

can be done by naming the employees or successful group of the week on 

the board and appreciate them 

Suggestions for self-actualization related questions 

This is the last item of this part. Kosar, Enghelab and into some extent aesteghlal 

hotel could make the employees satisfy with Self-actualization needs, especially 

Kosar hotel. Evin hotel also could somewhat meet the self-actualization needs of 

its employees moderately.  

The suggestions of this part are as follows: 

Self-actualization question 1,2: if I do my job well I will have better sense about 

myself, if I do my job well I will have the feeling as I reached something 

valuable. 

This is so effective that the employees observe and feel that they have done their 

job good. This feeling will appear when the employees see the results of their 

efforts. 

For this part the suggestions for the managers and supervisors are to: 
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 Make the employees know that their efforts and good performances were 

very effective in the progress of the work and had good results. 

 Show the employees that you are satisfied with their efforts. 

  

Self-actualization question 3: if I do my job well I will be improved or gain better 

job 

Employees need to see they have improvements in their working, and also their 

efforts have not been useless. 

So the suggestion for the managers and supervisors is to: 

 Give a better position to the employees who have made impressive effort 

so that they could progress in their work. 

Self-actualization question 4: I have the opportunity to innovate and work on my 

initiatives.  

If the managers value the creative minds of their employees, they will be more 

interested to promote the organization. 

Researchers suggest the managers and supervisors to: 

 Put some meetings and discuss new ideas with the employees and use the 

practical ideas 

 Give prize to the best innovative idea so as to encourage the employees’ 

creativity 

Self-actualization question 5,6: During the last year I have had opportunities to 

learn and develop, training courses are held in my workplace. 

Training the employees is very vital and effective, because when the employees’ 

knowledge is improved so it has reflects on their performance and performances 

also will improve. 
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The suggestions of this part to the managers and supervisors are as follow: 

 Make sure that the training classes held and have good quality 

 Make sure that the employees have improvements in training classes  

 

5.5 suggestion for further research 

 We recommend the followings for future researches: 

 estimating the employees’ motivation of Parsian hotels in other cities of 

Iran 

 comparing the employees’ motivation of Parsian hotels with other hotels 

 comparing the employees’ motivation in a very successful hotel in Iran 

with one of the successful hotels in a neighbor country  

 comparing different job positions’, ages’ and education degrees’ 

motivation in different hotels 
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Appendix A 

 

Desirable state                                                                                                                current state 

 

1  2  3  4  5             1. For the job well done, I will receive bonuses or raise                 1  2  3  4  5 

1  2  3  4  5             2. If I do my job well, I will have better sense about myself           1  2  3  4  5 

1  2  3  4  5             3. If I do my job well, I will have the opportunity to increase         1  2  3  4  5 

                                  my abilities and skills.                                                          

1  2  3  4  5             4. If I do my job well, I will gain more job security                         1  2  3  4  5 

1  2  3  4  5             5. If do my job well, I will have more opportunity to learn new      1  2  3  4  5 

                                 things.   

1  2  3  4  5             6. If I do my job well I will be improved or gain better job             1  2  3  4  5 

1  2  3  4  5             7. If I do my job well, I will have the feeling as I reached to           1  2  3  4  5 

                                  Something valuable.     

1  2  3  4  5             8. If I do my job well, my workmates will respect me more            1  2  3  4  5 

1  2  3  4  5             9. If I do my job well, my supervisor will encourage me                 1  2  3  4  5 

1  2  3  4  5            10. If I do my job well, my workmates will have friendly manner   1  2  3  4  5 

                                    with me. 

1  2  3  4  5             11. There is sufficient variety at work to maintain my interest        1  2  3  4  5 

1  2  3  4  5             12. I have all the materials and equipment I need to do my best      1  2  3  4  5 

                                     every day.  

1  2  3  4  5             13. My relationship with my boss enables me to behave frankly   1  2  3  4  5 

                                   When discussing work problems and concerns. 

1  2  3  4  5             14. I have friends at work                                                                 1  2  3  4  5 

1  2  3  4  5             15. During the last seven days I have received recognition or        1  2  3  4  5 



 

 

                                    praise for doing good work. 

 

1  2  3  4  5             16. My boss keeps me informed of what is going on                      1  2  3  4  5 

1  2  3  4  5             17. I have opportunities to innovate and work on my initiatives     1  2  3  4  5 

1  2  3  4  5             18. My boss or someone at work seems to care about me as a       1  2  3  4  5 

                                   person. 

1  2  3  4  5             19. I am adequately remunerated for what I do                                1  2  3  4  5 

1  2  3  4  5             20. Working relationships in the part I work are good                     1  2  3  4  5 

1  2  3  4  5             21. I am consulted and my opinions seem to be accounted              1  2  3  4  5 

1  2  3  4  5             22. In the last year I have had opportunities to learn and develop    1  2  3  4  5 

1  2  3  4  5             23. I am paid fairly well for the work I do                                        1  2  3  4  5 

1  2  3  4  5             24. My supervisor gives credit and praise for the work well done   1  2  3  4  5            

1  2  3  4  5             25. There is a lot of cooperation among the members of my           1  2  3  4  5 

                                    work group.                                                                                                    

1  2  3  4  5             26. My job allows me to learn new skills.                                        1  2  3  4  5 

1  2  3  4  5             27. My work gives me a sense of accomplishment                          1  2  3  4  5  

1  2  3  4  5             28. My immediate workmates functions as a team                           1  2  3  4  5 

1  2  3  4  5             29. My pay reflects the effort I put into doing my work.                  1  2  3  4  5 

1  2  3  4  5             30. My supervisor is friendly and helpful.                                        1  2  3  4  5 

1  2  3  4  5             31. I have a sense of loyalty to this hotel                                          1  2  3  4  5 

1  2  3  4  5             32. My problems seem to be cared of                                               1  2  3  4  5 

1  2  3  4  5             33. Training courses are held in my workplace                                1  2  3  4  5 

1  2  3  4  5             34. Important responsibilities are given to me                                  1  2  3  4  5 

1  2  3  4  5             35. I know that I will be supported financially in my retirement     1  2  3  4  5 

1  2  3  4  5             36. My work area is clear                                                                  1  2  3  4  5 



 

 

1  2  3  4  5             37. The quantity of my work is enough to keep me busy but not     1  2  3  4  5 

                                    too much to over-burden me 

1  2  3  4  5            38. The amount of my pay is enough and satisfactory                    1  2  3  4  5 

1  2  3  4  5            39. I have enough free time out of my work environment               1  2  3  4  5 

                                     

                                     

                                     

 

 

 

 

 

 


