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The survival and success of service-oriented organizations, particularly hotels, depend 
on the caliber of its human resources: the employees.  Thus, the two main objectives of 
this study are: first, to examine hotel employees’ perception regarding their job-
related motivators; and second, to investigate whether these perceptions vary 
according to demographic factors such as gender, marital status, age, ethnicity, 
education, and job tenure. Statistical analysis on a sample of 118 employees revealed 
that extrinsic (hygiene) factors were perceived to be more important for optimal 
motivation compared to intrinsic job factors.  The choices of important job-related 
factors that are bound to motivate employees also differ according to their 
demographic variables. For instance, women viewed good salary as more important in 
motivating them whereas men emphasized job security. In terms of the intrinsic job 
motivators, women placed importance on interesting work as opposed to men. Married 
workers emphasized intrinsic factors rather than extrinsic factors in motivating them. 
As for age, older workers rated job security as more important compared to younger 
employees. On the other hand, younger employees considered interesting work to be 
more important compared to older ones. Workers who possessed higher educational 
qualifications emphasized intrinsic job factors compared to less educated workers.  
Implications of the findings are discussed.     
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Introduction 
 
Tourism industry represents an important segment of the Malaysian economy. For instance, 
total receipts from tourism activities have risen from RM 8.5 billion in 1998 to RM 26.2 
billion in 2002 (Ministry of Finance, 2002).  Contribution of tourism in terms of foreign 
exchange earning has also improved from sixth position in 1989 to forth position in 2003 
behind manufacturing, crude petroleum, and palm oil (BNM, 2003). Within the tourism 
industry, hotel sector has been identified as a major segment in the growth of tourism 
industry in Malaysia. In 1991, there were only about 49,874 hotel rooms, but the supply has 
increased to 120,000 rooms by the year 2001, employing a total of 79,780 employees 
(MTPB, 2002), and contributing 14.6 percent toward the service sector’s GDP in 2003 (MoF, 
2004). 
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The survival and success of service-oriented organizations, particularly hotels, depend 
on the caliber of its human resources: the employees. Many of these employees, especially 
the frontliners, are in direct contact with customers. It is the quality of the people (employees) 
who produced and delivered quality products and services to customers that determined the 
continued growth and survival of service organizations (LaLopa, 1997). Thus, thought must 
be given toward the retention of skilled and quality human resources (employees) through 
enhancing their motivation and job satisfaction (Lam, Baum, & Pine, 2001; Simon & Enzs, 
1995). In order to retain a skilled, motivated, and satisfied workforce to cope with the 
business environment in the hotel industry, management should place more concern towards 
possible factors that contribute to employees’ job satisfaction. There have been elaborate 
studies on factors that contribute to employees’ motivation and job satisfaction (for instance, 
Gaetner, 1999; Kovach, 1980, 1987; Tony & Cathy, 1995). Tony and Cathy (1995), for 
example, pointed out that extrinsic factors are much more important than intrinsic factors to 
satisfy employees in the hospitality industry. However, there are still many unanswered 
questions about the nature of employee’s motivation. One such unanswered question 
concerns job motivation factors for different demographic variables, specifically within the 
context of Malaysian hotel employees. 

Although there have been a number of studies on hotels using Malaysian subjects (for 
instance, Nasurdin, 2001; Nasurdin & Ramayah, 2003; Hemdi & Nasurdin, 2003), the focus 
of these studies varies ranging from turnover intentions to citizenship behaviors. Hence, the 
two main objectives of this study are: first, to examine hotel employees’ perception regarding 
their job-related motivators; and second, to investigate whether these perceptions vary 
according to demographic factors such as gender, marital status, age, ethnicity, education, 
and job tenure. 
 
Literature Review 
 
Mullins (1992) defined motivation as “the direction and persistence of action”.  He stated that 
the driving force of motivation is “towards the satisfaction of certain needs and expectations”. 
Other researchers such as Nicholson, Schuler, and Van De Ven (1995) refers motivation to a 
dynamic, internal state resulting from the independent and joint influences of continuous 
interplay between personal, situational, and organizational factors. According to Loscocco 
(1989), every working person has a certain order of priorities with regard to what she or he 
seeks from work. It is generally assumed that individuals value extrinsic as well as intrinsic 
job rewards. Some workers may strongly emphasize both types of rewards, some may place 
little value on either, and others may emphasize one type and de-emphasize the other. 
Nevertheless, both forms of rewards contribute significantly to the levels of employees’ 
motivation to work (Herzberg, Mausner, & Snydermann, 1959).  

Work rewards reflect the intrinsic and extrinsic benefits that workers receive from 
their jobs (Kalleberg, 1977). Two categories of work rewards that have been identified 
include task and organizational rewards. Task rewards refer to those intrinsic rewards directly 
associated with doing the job itself (Katz & Van Maanan, 1977; Mottaz, 1988). They include 
factors such as interesting and challenging work, self-direction, responsibility, variety and 
opportunities to use one’s skills and abilities. Organizational rewards, on the other hand, 
reflect extrinsic rewards provided by the organization for the purpose of facilitating or 
motivating task performance and maintaining membership (Katz & Van Maanan, 1977; 
Mottaz, 1988). They represent tangible rewards that are visible to others and include factors 
like pay, promotions, fringe benefits, security, and comfortable working conditions. Both 
forms of rewards contribute to job satisfaction (O’Reilly & Caldwell, 1980). A job 
characterized by ample pay and benefits, wide promotional opportunities, interesting work, 
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fair and proper supervision, and friendly peers, all of which is judged as a way to achieve 
one’s work and nonwork goals, should lead to positive feelings of well-being, which in turn, 
reduces one’s inclination to leave the employing organization. Previous studies have found 
significant relationship between the levels of motivation to workers’ job satisfaction (Smith, 
1999), commitment (Lam, Zhang, and Baum, 2001), and subsequent work-related outcomes 
such as attrition (Price & Mueller, 1981, 1986), absenteeism (Nicholson & Johns, 1985), 
performance (Waryszak & King, 2001), and service quality (LaLopa, 1997). 

A number of scholars (for example, Kovach, 1980, 1987; Charles & Marshall, 1992; 
Simons & Enzs, 1995) have carried out studies to determine what employees want from their 
jobs. Kovach (1980) tried to identify job-related factors, which are to a great extent similar to 
those identified by Herzberg et al. (1959) that are considered important in motivating 
employees. In his longitudinal study of 1000 industrial workers in the United States, Kovach 
(1980) discovered that employees ranked motivational preferences differently. In 1980, 
employees ranked full appreciation of work done, feeling of being on things, and sympathetic 
help with personal problems as the top three important motivators, while good working 
conditions and tactful discipline as the two least important motivating factors. However, in 
1987, industrial employees reported interesting work, full appreciation of work done, and 
feeling of being in on things as the top three important motivators, while tactful discipline 
and sympathetic help with personal problems had dropped to ninth and tenth slot 
respectively.  

Subsequently, Charles and Marshall’s (1992) in their investigation of 255 Caribbean 
hotel workers, using the instruments developed by Kovach (1980) found that good wages and 
good working conditions were ranked as the first and second most important factors that are 
likely to motivate them.  Later, Simons and Enzs (1995) who conducted a study on 278 
employees in 12 different hotels located throughout the United States and Canada discovered 
that good wages, job security, and opportunities for advancement and development were 
perceived as the three most important factors for motional enhancement. Priority given on 
money as a source of employee motivation seems to support the concept of Theory M 
(Money) postulated by Weaver (1988). According to Weaver (1988), offering monetary 
rewards to workers who demonstrated above average productivity would lead employees to 
perceive that they were paid according to their worth, thereby eliminating the main reason for 
turnover. Given that the hotel industry world-wide is characterized by low pay, low job 
security, shift duties, long and unsocial working hours, and limited opportunities for 
promotion (Byrne, 1986; Lee-Ross, 1993) and the rather limited literature on motivational 
preferences locally (Hashim, Rajasekaran, Kamaruddin, & Hamid, 2003), it would be 
interesting to investigate factors that are likely to motivate hotel employees’ within the 
Malaysian context.  
 
Motivational Preferences According to Demographic Differences 
 
The findings made by Simons and Enzs (1995) revealed that employees from different 
departments responded to different job rewards, thereby, suggesting that individual 
differences should be considered when designing motivational schemes. Certain demographic 
variables were found to be influential in causing differences in people’s judgments about 
motivational factors. A study by Wong, Siu, and Tsang (1999) on hotel employees’ choice of 
job-related motivators in Hong Kong reported that gender and marital status did have a 
significant influence on how they ranked their motivational preferences.  Specifically, female 
and married workers prefer intrinsic motivators compared to male and single workers (Wong 
et al., 1999). Similarly, younger employees were found to prefer more recognition, attention, 
direction, and motivation (Feiertag, 1993). Job and organizational tenure were found to have 
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a positive relationship with intrinsic motivational factors (Analoui, 2000). Nationality and 
ethnicity, on the other hand, have no significant effects on workers’ motivational preferences 
(Hemdi, 1996; Wong et al., 1999). Since the literature addressing the relationship between 
demographic variables and motivational preferences among hotel employees have been 
somewhat inconsistent, a study investigating the choice of job-related motivational 
preferences according to demographic differences among Malaysian hotel employees is 
deemed appropriate.  
 
Methodology 
 
Sample and Procedures 
 
The population for this study comprised of operational employees derived from four major 
work departments (Front Desks, Food & Beverage Service, Kitchen, and Housekeeping) in 
three large hotels located in the central region of Malaysia. A total of 394 employees were 
identified. The questionnaires were distributed via the “drop-off” and “pick-up” method with 
the help of hotel officials. Respondents were given two weeks to answer the questionnaires. 
After the two-week period, a total of 118 responses were collected, representing a response 
rate of 29.95%.  
 
Measurement 
 
Motivational preferences were measured using a 10-item instrument developed by Kovach 
(1980). The questionnaires consisted of two sections. In Section I, respondents were asked to 
choose Kovach’s ten job-related motivational items based on a 5-point Likert-type scale (“1” 
= least important to “5” = most important). In section II, respondents’ demographic 
information was sought namely gender, age, marital status, ethnicity, tenure, education, and 
work department.   
 
Method of Analysis 
 
To tap respondents’ motivational preferences, the mean scores for each of the ten job-related 
factors were computed. T-test and ANOVA analyses were subsequently employed to test for 
differences in respondents’ perception of these factors according to selected demographics.      
 
Results 
 
Profile of Respondents 
 
The sample profile for this study is shown in Table 1. As can be seen from Table 1, of the 
118 respondents, 52.5% were female and 47.5 % were male. A majority (61.0 %) of the 
respondents was single. Similarly, more than half (52.5%) of the sample consisted of Malays. 
The sample was relatively young since 59.3% of them are less than 25 years of age. A 
majority (54.2%) of the respondents had secondary school education. In terms of job tenure, 
58.5% of the respondents have been in their jobs for less than three years. Regarding work 
department, the sample was almost equally represented with Kitchen respondents accounted 
for 27.1, followed by both Food Service and Housekeeping at 25.4 percent respectively, and 
Front Desk at 22.0 percent.  
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Table 1 Profile of the Respondents 
Profile Category Frequency Percentage (%) 

Gender Male 56 47.5 
 Female 62 52.5 
Age 16 – 20 years 22 18.6 
 21 – 25 years 48 40.7 
 26 – 30 years 23 19.5 
 31 – 35 years 11 9.3 
 36 years or above 14 11.9 
Race Malay 62 52.5 
 Chinese 33 28.0 
 Indian and others 23 19.5 
Marital Status Married 46 39.0 
 Single 72 61.0 
Education Secondary  Level 64 54.2 
 Diploma 45 38.1 
 Degree  9 7.7 
Job Tenure Less than 1 year 43 36.4 
 1 – 3 years 26 22.1 
 3 – 6 years 35 29.7 
 6 - 9 years 9 7.9 
 More than 9 years 5 5.0 
Work Department Front Desk  26 22.0 
 Kitchen 32 27.1 
 Food Service  30 25.4 
 Housekeeping 30 25.4 

 
Respondents’ Motivational Preferences  
 
Table 2 depicts the motivational preferences of respondents.  
 

Table 2 Mean Scores and Ranking of Hotel Employees’ Motivational Preferences  
Work-Motivation Factors Employees Mean 

Scores (N=118) 
Employees 
Rankings 

Extrinsic Motivation: 3.24*  
1. Good salary 3.52 1 
2. Job security  3.43 2 
3. Good working conditions 3.04 6 
4. Tactful discipline 2.98 7 
Intrinsic Motivation: 3.06*  
5. Promotion or career advancement in the company 3.41 3 
6. Varied or interesting work 3.33 4 
7. Loyalty to employees 2.76 10 
8. Full appreciation of work done 3.26 5 
9. Supervisor’s help and understanding with personal 

problems 
2.79 9 

10. Feeling of being involved on work or being given 
more responsibility 

2.82 8 

Note: * denotes the average mean scores 
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As can be observed from Table 2, respondents ranked “Good salary” first, followed 
by “Job security”, and subsequently “Promotion or career advancement in the company”. The 
two least important motivational factors identified by employees were “Company loyalty to 
employees”, and “Supervisor’s help and understanding with personal problems”.   
 
Motivational Preferences of Respondents from Different Work Departments 
 
Table 3 indicates the motivational preferences of hotel employees from different working 
departments.  
  

Table 3 Mean Scores, Standard Deviations, and Rankings of Job Motivators Importance to 
the Different Work Department 

Work-Motivation Factors Front 
Desks 
N = 26 

R Kitchen
N = 32 

R Food 
Service 
N = 30 

R House-
keeping
N = 30 

R 

Extrinsic Motivation:         
1. Good salary 3.76 

(0.56) 
1 3.65 

(0.16) 
1 3.82 

(0.90) 
1 3.56 

(0.92) 
1 

2. Job security  3.68 
(1.96) 

3 3.55 
(0.35) 

2 3.75 
(0.86) 

2 3.53 
(0.82) 

2 

3. Good working conditions 3.01 
(1.87) 

6 3.42 
(0.51) 

3 2.75 
(0.95) 

8 3.32 
(0.89) 

5 

4. Tactful discipline 2.98 
(0.85) 

7 3.20 
(0.34) 

5 2.94 
(0.90) 

7 2.99 
(0.86) 

7 

Intrinsic Motivation:         
5. Promotion or career 
advancement in the company 

3.72 
(1.02) 

2 2.98 
(0.64) 

6 3.67 
(0.94) 

3 2.85 
(0.78) 

8 

6. Varied or interesting work 3.65 
(1.06) 

4 2.92 
(0.50) 

7 3.42 
(0.86) 

5 3.48 
(0.90) 

3 

7. Loyalty to employees 2.74 
(0.96) 

10 2.80 
(0.51) 

9 2.68 
(1.05) 

9 2.74 
(0.89) 

9 

8. Full appreciation of work 
done 

3.35 
(1.08) 

5 3.38 
(0.56) 

4 3.55 
(0.92) 

4 3.39 
(0.88) 

4 

9. Supervisor’s help and 
understanding with personal 
problems 

2.79 
(0.52) 

9 2.79 
(0.56) 

10 2.62 
(0.88) 

10 2.68 
(0.87) 

10

10. Feeling of being 
involved on work or being 
given more responsibility 

2.82 
(0.85) 

8 2.86 
(0.56) 

8 3.33 
(0.91) 

6 3.02 
(0.92) 

6 

Notes: Figure in parentheses is the standard deviation, R = Rankings. 
 

From Table 3, it can be seen that respondents from the four departments ranked good 
salary as the most important factor to motivate them. Additionally, respondents from three of 
the four departments surveyed (Kitchen, Food Service, and Housekeeping) judged job 
security as the second most important motivational factor. However, respondents from the 
Front Desks department, preferred promotion and career advancement in the hotel as more 
important motivational tool. On the other hand, respondents from three of the four 
departments surveyed (Kitchen, Food Service, and Housekeeping) viewed supervisor’s help 
and understanding with personal problems as the least important motivational factor. On the 
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other hand, respondents from the Front Desks department perceived the hotel’s loyalty to its 
employees as having the lowest motivational impact on them. Nevertheless, respondents from 
the three departments (Kitchen, Food Service, and Housekeeping) judged supervisor’s help 
and understanding with personal problems as the second least important motivational factor. 

 
Motivational Preferences of Respondents According to Gender and Marital Status 
 
Table 4 below highlights the motivational preferences of hotel employees by gender and 
marital status. 
 

Table 4 T-test Results of Respondents’ Motivational Preferences by Gender and Marital 
Status 

Work Motivation 
Factors 

Male 
Mean 
N=56 

Female 
Mean 
N=62 

Sig. 
t-value 

Married 
Mean 
N = 46 

Single 
Mean 
N = 72 

Sig. 
t-value

Extrinsic Motivators       
Good salary 4.17 (0.93) 4.19 (0.88) 0.04* 4.17 4.10 0.53 
Tactful discipline 3.75 (0.86) 3.73 (0.82) 0.94 3.76 3.72 0.94 
Job security 4.12 (0.96) 4.08 (0.91) 0.01* 4.15 4.07 0.90 
Good working 
conditions 

4.04 (0.91) 4.01 (0.84) 0.15 4.04 4.11 0.26 

Intrinsic Motivators       
Varied or interesting 
work 

3.93 (0.97) 4.06 (0.93) 0.04* 3.88 4.07 0.002*
* 

Feeling of being 
involved on work or 
being given more 
responsibility 

3.93 (0.90) 4.05 (0.85) 0.35 3.90 4.04 0.002*
* 

Promotion or career 
advancement in the 
company 

4.10 (0.94) 4.03 (0.97) 0.88 4.10 4.24 0.002*
* 

Loyalty to employees 4.11 (0.91) 4.01 (0.90) 0.76 4.14 4.16 0.46 
Full appreciation of 
work done 

3.99 (0.88) 4.02 (0.88) 0.60 3.98 4.11 0.006*
* 

Supervisor’s help and 
understanding with 
personal problems 

3.62 (0.93) 3.60 (0.91) 0.43 3.65 3.58 0.15 

Note: * t-test two-tail probability < 0.05, ** t-test two-tail probability < 0.01 
Figure in parentheses denotes the standard deviation value 

 
As can be observed from Table 4, men and women in this study reported almost 

identical rankings regarding their motivational preferences of the ten job-related factors. 
Nevertheless, the t-values were found to be significant for two of the four extrinsic factors 
namely job security and salary (p<0.05). Based on the mean value, men preferred job security 
significantly higher than women. On the other hand, women preferred good salary 
significantly higher than men. Similarly, the t-value was found to be significant for only one 
of the six intrinsic factors namely interesting work (p<0.05). Based on the mean value, 
women preferred interesting work significantly higher than men.  

In terms of marital status, the t-values as shown in Table 4 were found to be 
significant for four of the six intrinsic job factors namely interesting work, involvement and 
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responsibility, opportunities for promotion and career development, and appreciation for 
work done (p<0.01). Based on the mean values, it can be concluded that unmarried 
employees perceived these four intrinsic job factors to be more important in motivating them 
compared to married employees. It may be speculated that unmarried workers are more 
willing to devote their time in developing their careers, and in turn, demand better treatment 
from management. Married employees, on the other hand, are more inclined to strike a 
balance between work and family life. Hence, job-related intrinsic factors are comparatively 
less important to them. 
 
Motivational Preferences of Respondents According to Other Demographic Variables 
 
Table 5 provides the ANOVA results on respondents’ perception of job-related motivational 
preferences according to other demographic variables like age, education, job tenure, and 
ethnicity. 

From Table 5, it can be seen that respondents whose age ranges from 16 to 20 years 
considered interesting work to be more important compared to the other age groups. 
Respondents whose age ranges from 26 to 30 years old perceived salary to be important 
compared to those from the younger age category. Similarly, respondents whose age ranges 
from 31 to 35 years old perceived job security to be an important motivational tool compared 
to the younger ones. In general, older employees in this sample rated job security and good 
salary significantly more important compared to the younger workers. Meanwhile, 
opportunities for advancement were considered to be essential by younger respondents as 
opposed to older ones. This result seems to indicate that the young employees tend to be 
more ambitious and career-oriented.   

In terms of education, as shown in Table 5, respondents with higher education levels 
perceived all the job-related intrinsic factors (except for supervisory help) to be more 
important than their counterparts with comparatively lower education levels. Although there 
were no significant differences between their perceptions in relation to salary and job 
security, respondents with higher academic qualifications tend to judge discipline and 
working conditions as important in enhancing their motivation level. These results seem to 
suggest that employees tend to become more demanding when they are more literate, better 
informed, and academically qualified. 

Regarding job tenure, respondents with longer job tenure (more than 6 years) 
preferred good working environment as opposed to those with fewer years of job tenure. This 
may be because longer tenure staff, having cultivated a higher sense of belonging to the 
company, preferred a better work climate to which they had contributed. In terms of the 
intrinsic factors, interesting work was rated as significantly more important by respondents 
who had worked in the same job (less than 3 years) compared to those with longer job tenure. 
Additionally, respondents with shorter job tenure placed importance on opportunities for 
career advancement and development as a motivational tool as opposed to those who have 
longer job tenure. It may be possible that employees with less experience with a particular job 
or company are still in the learning process. As such, challenging and interesting work are the 
primary motives for them to exert a higher level of effort at work as well as acquiring as 
much learning opportunities as possible. Therefore, these workers are more likely to prefer 
jobs that offer a clear career path.  
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Table 5 ANOVA Results of Motivational Preferences According to Age, Education, and Job 
Tenure  

 

 

 

Work Motivation Factors 

Age 
Gp 1: 16-20 yrs 
Gp 2: 21-25 yrs 
Gp 3: 26-30 yrs 
Gp 4: 31-35 yrs 
Gp5 : 36 yrs or 
above 

Education 
 
Gp 1: Sec.Sch. 
Gp 2: Dip. 
Gp 3: Degree  

Job Tenure 
Gp 1: less 1 yr 
Gp 2: 1-3 yrs 
Gp 3: 3-6 yrs 
Gp 4: 6-9 yrs 
Gp 5: more than 9 
yrs 

Extrinsic Motivators    
Good salary Gp 2<3 --- --- 
Tactful discipline --- Gp 2<3 --- 
Job security Gp 2, 1<4 --- --- 
Good working conditions --- Gp 1, 2<3 Gp 3<4 
Intrinsic Motivators    
Varied or interesting work Gp 4, 3<1 Gp 2<3 Gp 3, 4<2 and Gp 

5, 3, 4<1 
Feeling of being involved on 
work or being given more 
responsibility 

--- Gp 1<2, 3 --- 

Promotion or career 
advancement in the company 

Gp 4<1,2 and 
Gp 3<2 

Gp 1<2 and Gp 
1, 2<3 

Gp 3<2,1 

Loyalty to employees --- Gp 2, 1<3 --- 
Full appreciation of work done --- Gp 1<3 --- 
Supervisor’s help and 
understanding with personal 
problems 

--- Gp 3, 2<1 --- 

Note:  1. Gp = group 
           2. --- indicates no significant difference between groups 
           3. Ethnicity was not reported since no significant differences exist between groups   
  

No significant differences were found regarding motivational preferences according 
to the different ethnics groups. Hence, it may be concluded that the sampled employees of 
different ethnicity (Malay, Chinese, Indian and others) may require similar rather than 
different treatment for optimal motivation. 
 
Discussion, Implications, and Limitations   
 
The two main objectives of this study are: first, to examine hotel employees’ perception 
regarding their job-related motivators; and second, to investigate whether these perceptions 
vary according to demographic factors such as gender, marital status, age, ethnicity, 
education, and job tenure. Results of the mean values indicate that hotel employees value 
extrinsic (hygiene) factors higher than intrinsic (motivators) factors for optimal motivation. 
This finding may be attributed to the relatively low wages, lack of job security, and few 
opportunities for career advancement prevalent within the hotel industry (Byrne, 1986; Lee-
Ross, 1993). This finding seems to imply that in order to motivate employees within the hotel 
sector; emphasis should be given to enhancing the level of extrinsic work factors such as 
salary and job security. Given the fact that a motivated worker would be able to display 
positive attitudes and subsequently customer-oriented work behaviors, hotel managers should 
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give serious consideration to these factors. Findings from this study lend support to the role 
of money as a prime motivator in accordance to Weaver’s (1988) Theory M. Since 
employees placed significant importance on money, employing hotels should provide 
monetary incentives such as bonuses to their employees for good performance. In addition, 
hotel authorities may consider implementing constructive job security programs such as 
insurance plans, share ownership plans, or pension schemes to motivate workers, especially 
the older and longer tenured ones.   

Additionally, certain intrinsic job factors such as interesting work, involvement and 
responsibility, and opportunities for promotion and career development have been identified 
as important in motivating workers regardless of their demographic characteristics. Making 
work “interesting” is not an easy task. Employing hotels may need to review the existing jobs 
and consider redesigning them to include elements of task variety, skill variety, and 
autonomy when appropriate such as in job enrichment and job rotation.  

There are two major limitations in this study. First, this study is limited to operational 
employees in three hotels located in a particular region of the country. The use of a larger 
sample would probably improve the generalizability of the findings. In addition, a 
longitudinal study would be preferred to validate the findings obtained from cross-sectional 
surveys since human needs are likely to change over time. Second, this study is limited in 
scope in which only ten job-related factors were investigated following Kovach’s (1980). 
Given that employees’ motivational preferences may be influenced by other job, 
organizational, and non-work factors, future researchers should try to incorporate these 
elements.  
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