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INTRODUCERE

Motivarea si satisfactia in munca sunt factorul cheie pentru
realizarea performantei pentru toate tipurile de organizatii.
Motivarea si satisfactia Tn muncd influenteaza lucratorii pentru a
asigura utilizarea maxima a eforturilor lor pentru atingerea
obiectivelor organizationale. Satisfactia iIn munca si motivarea la
locul de muncad creeazd un mediu de lucru placut care ajuta la
asigurarea eficientei performantei. Motivarea este o trasdtura
psihologica care influenteaza o persoand sd actioneze spre un scop
dorit. Eforturile de a crea forta de munca motivata si multumita in
scopul Imbunatatirii productivitatii raiman factorul crucial in ultima
vreme.

Aceasta teza de doctorat considera motivarea si satisfactia in
munca ca factori cheie ai succesului organizational.

Satisfactia in muncd are semnificatie pentru sanatatea umana
atat fizica, cat si mentald si este corelatd pozitiv sau negativ.
Satisfactia la locul de munca este o combinatie de reactii cognitive
si afective la perceptiile diferentiate despre ceea ce un angajat
doreste sa primeascd in comparatie cu ceea ce primeste de fapt.
Satisfactia In munca a fost cea mai frecvent investigata variabila in
comportamentul organizational.

Teza de doctorat oferd o imagine de ansamblu asupra diferitelor
metode de motivare a angajatilor pentru cresterea importantei

economice a turismului si rezumd factorii care influenteaza



contributia economicd a turismului utilizdnd un cadru auto-
dezvoltat.

Utilitatea demersului stiintific

Realizarea acestui studiu creste intelegerea fortei de munca
diverse si oferd resurse pentru managementul de varf pentru a-si
gestiona mai bine capitalul uman. Aceastd cercetare va oferi, de
asemenea, implicatii practice managerilor de hotel pentru a dezvolta
politici si practici mai bune si pentru a creste satisfactia angajatilor,
moralul, rezultand un serviciu excelent pentru clienti si o loialitate
puternica a clientilor. Existd, de asemenea, motive suplimentare
pentru care tema implicatiilor motivarii asupra satisfactiei
angajatilor din sectorul turismului este foarte relevanta atat pentru
cercetarea academicd, cat si pentru consultanta orientatd cétre
practicieni: in primul rand, si spre deosebire de alte sectoare a cdror
relevanta economicd nu este contestatd, respectiv recunoscutd pe
scard larga (cum ar fi fabricarea automobilelor), partile interesate
din turism trebuie sa sublinieze relevanta economica a turismului
pentru a sublinia eforturile de lobby in ceea ce priveste resursele
financiare, legile, planificarea, reglementarea, impozitarea si
subventiile. In al doilea rind, datoritd structurii complexe a
diferitelor ramuri care formeaza sectorul turismului sunt necesare
eforturi empirice uriase pentru a masura relevanta economica a
turismului pentru aceste subsectoare si ramuri, precum $i pentru
economia nationald / regionald in total. Aceastd complexitate a

deschis calea catre un domeniu propriu de cercetare care se ocupa



de motivarea angajatilor in turism, care a realizat progrese
considerabile de-a lungul anilor. In al treilea rand, studiile care
evalueaza efectele economice ale turismului furnizeaza singurele
rezultate cuantificabile ale impactului turistic in termeni monetari in
comparatie cu efectele de imagine, infrastructura sau competenta ale

turismului, unde intervin alte citeva variabile.

STRUCTURAREA TEZEI DE DOCTORAT

Aceasta teza de doctorat este structurata pe cinci capitole,
dupa cum urmeaza:

Capitolul 1, Stadiul cunoasterii in domeniu, descrie
diversitatea teoriilor motivarii, care, reprezintd baza realizarii
prezentei cercetari: teorii ale continutului motivarii, teorii ale
procesului motivarii, teorii ale interactiunii, teorii ale dezvoltarii
personale. Angajatii motivati au un sentiment de apartenenta si
loialitate fata de organizatie si lucreazd mereu din greu pentru a fi
asociati cu rezultatele muncii lor. Motivarea are efect asupra
angajatilor ca indivizi de a realiza si precum si asupra capacitatii de
a fi inovatori, deoarece ei cred in ei insisi, ceea ce va aduce beneficii
organizatiei pentru a reusi. Un muncitor motivat este usor de pastrat,
astfel economisind finantele organizatiei pentru inlocuirea
lucratorilor, de asemenea, Incurajeazd lucratorii sd obtind
intotdeauna mai mult in productiile zilnice, deoarece au un
sentiment de securitate in munca lor. Managementul va avea timp

sd se ocupe de alte probleme importante, deoarece forta de munca
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motivatd poate forma echipe care pot ajuta la supravegherea si
producerea muncii.

Motivarea este foarte necesara pentru ca angajatii dintr-0
organizatie sa fie productivi, iar stilul de conducere are un rol
important. Motivarea nu se bazeaza intotdeauna pe recompense
financiare, dar metodele de recompense non-financiare pot fi
folosite si pentru a obtine tot ce este mai bun din angajati. Desi
indivizii au asteptdrile lor, este responsabilitatea conducerii sa
dezvolte si sa se alinieze la teorii care sunt potrivite pentru a aduce
satisfactie angajatilor lor. Cu toate acestea, nu existd o singura teorie
de incredere care sa fie utilizatd, putand fi utilizat un amestec al
acestora. In ceea ce priveste abilitarea fortei de munca, angajatii ar
trebui incurajati si ar trebui sd 1i se ofere o platforma pentru a-si
exprima preocupdrile cu privire la modul in care pot fi motivati.
Recompensele si promotiile Tn urma evaluarilor de performanta pot
fi folosite pentru a stimula moralul angajatilor, precum si feedback-
ul. Toti angajatii ar trebui sd inteleagd viziunea si obiectivele
companiei si si lucreze impreund pentru a le atinge. In unele
organizatii, lucratorii isi indeplinesc sarcinile intr-0 adunare prin
care, dacd o anumita sectiune de angajati este afectata, aceasta va
afecta intreaga fabricd. Angajatii isi Indeplinesc sarcinile cu
sarguintd daca sunt inspirati si motivati, deoarece rezultatele vor fi
intotdeauna pozitive cu o productie eficienta. Organizatiile care sunt
orientate catre rezultate vor motiva angajatii pentru ca acestia sa-si

atinga obiectivele.



Capitolul 2, Particularititi ale turismului in UE si
Romania, descrie aspecte referitoare la turism, care a cunoscut o
expansiune si o diversificare continua pentru a deveni unul dintre
sectoarele economice cele mai mari si cu cea mai rapida crestere din
lume. Sectorul turismului este un motor cheie al progresului socio-
economic prin crearea de locuri de munca si intreprinderi, venituri
din export si dezvoltarea infrastructurii. Se estimeaza ca turismul
reprezintd 10% din produsul intern brut al lumii si unul din zece
locuri de munca la nivel global. De asemenea, in economia UE,
turismul este un motor economic crucial si un creator de locuri de
muncd. UE are un sector turistic bine dezvoltat, care raspunde unei
cereri substantiale, atat interne, cat si internationale, aceasta din
urmd reprezentdnd aproape jumatate din sosirile de turisti
internationali din lume s1 31% din incasdrile internationale.
Intreprinderile din industriile cu activititi legate de turism au
angajat aproximativ milioane de oameni in Uniunea Europeani. in
plus, turismul contribuie in mod semnificativ la balanta de plati.
Turismul este un sector intensiv in munca, care a devenit o sursa
majora de creare de locuri de munca la toate nivelurile de calificare.
La nivel mondial, se estimeaza ca turismul reprezintd unul din zece
locuri de munca, inclusiv locuri de munca directe, indirecte si
induse, asa cum este mentionat la inceputul acestui capitol.
Turismul are un efect multiplicator semnificativ, creand locuri de
muncd In sectoare conexe precum agricultura, constructii,

intretinere, comert cu amanuntul, mestesuguri sau servicii
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financiare. Potrivit UNWTO si Organizatia Internationala a Muncii,
un loc de munca in industria de baza a turismului de cazare creeaza
aproximativ o jumatate de locuri de munca (indirecte) suplimentare
in economia legatd de turism. In Uniunea Europeani, industriile
turismului sustin, de asemenea, un numar substantial de locuri de
muncd si oferda o multime de oportunitati pentru antreprenori.
Turismul este unul dintre sectoarele economice cele mai dinamice
si mai rezistente $i are o capacitate puternicd de a genera locuri de
munca, n special pentru femei si tineri, si pentru a spori rolul IMM-
urilor in lantul valoric al turismului. Este important ca turismul are
o pondere mai mare de femei angajate si antreprenori decat
economia in ansamblu si creeaza oportunitati semnificative de
angajare pentru tineri, contribuind astfel ferm la reducerea
somajului in randul tinerilor. In vremuri de dificultiti economice,
ocuparea fortei de munca in turism tinde sa fie mai putin afectata si
sa se redreseze mai rapid decat alte sectoare economice.

In capitolul 3, Cadrul conceptual, epistemologic si
metodologic al demersului stiintific, s-a relatat despre conceptele
Cu care s-a operat, respectiv, motivarea, leadershipul si dezvoltarea
profesioanald, concepte de baza care s-au evidentiat prin abordarea
literaturii de specialitate. Totodata, s-a ales pozitionarea in cadrul
paradigmei epistemologice constructiviste pragmatice, deoarece
postura agnosticd pusa de aceastd paradigma corespunde
convingerilor noastre personale in ceea ce priveste fenomenele

organizationale. =~ Paradigma  epistemologicd  constructivista

7



pragmatica in care se subscrie, se bazeaza pe o ipotezad ontologica
care nu se pronuntd asupra existentei unui real in sine.

Capitolul 4, Cercetarea empirica, s-a realizat prin
intermediul unui chestinar, ca modalitate de colectare a datelor, care
a avut la baza trei teme fundamentale: motivarea, leadershipul si
dezvoltarea profesionala. Pentru concretizarea acesteia, s-a efectuat
un studiu pe teren, respectiv la unititile de cazare din zona Valea
Teleajenului. Deoarece studiul s-a efectuat in perioada pandemiei,
acesta a scos in evidenta dificultatile prin care au trecut angajatii in
aceasta perioada, in exercitarea sarcinilor de munca.

Capitolul 5, Modelul MOTIVARE - LEADERSHIP -
DEZVOLTARE PROFESIONALA - model de management
colaborativ care contribuie la cresterea satisfactiei angajatilor
din turism, a fost realizat de autor ca sprijin pentru companiile din
sectorul ospitalitatii, pentru utilizarea de instrumente si strategii de
motivare a angajatilor, adecvate. Acesta propune si un ghid de bune
practici, ca modalitate de implementare a actiunilor propuse.
Managementul colaborativ utilizat pentru realizarea modelului
MLDP, are la bazad specificatia lui Coates, care subliniaza rolul
determinant al managerului in crearea de actiuni specifice, pentru
indeplinirea obiectivelor organizationale. Dintre aceste actiuni, se
remarca grija pentu client, care presupune satisfacerea nevoilor si
asteptarilor acestuia, cunoasterea profundad a clientului si obsesia

satisfacerii lui.



Teza de doctorat se incheie cu concluziile finale, contributii
personale cdi viitoare de cercetare, limitele cercetarii si bibliografia,

ca parte fundamentala de documentare si redactare.

OBIECTIVUL GENERAL AL TEZEI DE DOCTORAT

Obiectivul general al prezentei teze de doctorat il
reprezinta investigarea modalitatilor prin care implicarea si
factorii motivationali in randul angajatilor hotelurilor se
potrivesc cu nevoile acestora si ale organizatiei si determinarea
factorilor de motivare, satisfactie si implicare in randul

angajatilor.

OBIECTIVE SPECIFICE

OS1 Determinarea managerilor sid fie constienti de
satisfactia profesionala a angajatilor lor, de nivelul de implicare
al acestora si de ceea ce 1i motiveaza pe angajati la locurile lor
de munca.

OS2 Evaluarea manierei prin care motivarea angajatilor
este un instrument important pentru succesul organizatiilor.

OS3 Oferirea de sugestii si recomandari managerilor de
hoteluri din Valea Teleajenului pentru a imbunétati nivelul de

satisfactie a angajatilor lor.



OS4 Stabilirea utilizarii recompensei si a recunoasterii,
precum si a altor metode, cum ar fi stimulentele, ca moduri

diferite de motivare a angajatilor.

IPOTEZA CENTRALA SI IPOTEZELE DE LUCRU

Ipoteza centrala

Dacd un angajat este motivat, va exista o crestere a
performantei la locul de munca si, in cele din urma, acesta poate
experimenta o crestere a satisfactiei iIn munca deci, se poate spune
ca existd o relatie intre motivare si satisfactia Tn munca, deoarece
sunt factorii determinanti ai succesului oricdrei companii si, de
asemenea, permit o perspectiva asupra masurilor corective care ar
putea fi implementate pentru a creste satisfactia In muncd in
organizatii.

Ipotezele de lucru de la care a pornit acest demers stiintific
sunt urmatoarele:

11: Existd o asociere intre nivelul dezvoltarii personale si
satisfactia in muncd a angajatilor din domeniul turismului.

12: Provocarile si sarcinile dificile de la locul de munca ii
determind pe angajati sa performeze la locul de muncad.

I3: Exista o asociere intre feedback-ul din partea

managerului si o buna motivare a angajatilor.
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14: Exista o relatie de interdependentd intre contextul
pandemic actual, care a influentat bundstarea angatilor si
satisfactia generala la locul de munca.

15: Exista o diferentd in functie de vdrtsa in ceea ce
priveste motivarea angajatilor.

16: Implicarea liderilor in organizatii modereaza relatia
dintre dezvoltarea personalid si motivarea angajatilor din

domeniul turismului.

CONCLUZzII

Scopul acestei teze de doctorat este de a ilustra modul in care
utilizarea de metode de motivare adecvate ale angajatilor ar putea
aduce valoare industriei hoteliere, prin imbundtatirea proceselor
care ajutd managerii sd motiveze angajatii, care ar putea deveni
viitorii lideri ai organizatiei lor si de a contribui la practica de
afaceri, ajutand managerii sa inteleagd necesitatea dezvoltarii
ulterioare a cunostintelor si abilitdtilor pentru a atrage si pastra
angajati valorosi.

Aceasta teza de doctorat si-a propus:

e si puna accent pe resursele umane, comportamentul
organizational si studii privind motivarea, mediul de lucru si
echilibrul dintre viata profesionala si cea privata,

e sd contribuie la evaluarea criticd a perceptiilor angajatilor in
ceea ce priveste recompensele la locul de munci;

11



e sa ofere exemple despre factorii de motivare intrinseci si
extrinseci ai angajatilor;

e sa discute provocarile viitoare ale asteptdrilor angajatilor
fatd de mediul de lucru.

Liderii din organizatiile care au participat la studiu considera
cd o motivare pozitivd poate conduce la rezultate eficiente ale
performantei, care ajuta la dezvoltarea organizatiilor. Liderii pot
invata cum sa-si retind angajatii pentru a satisface nevoile unei lumi
in schimbare. Atunci cand managerii raspund nevoilor angajatilor
lor, angajatii ar putea aduce clienti numerosi, care ar putea influenta
indirect si alte companii si ar putea ajuta comunitatile sd prospere
odata cu afluxul de venituri din turism. Motivarea poate sta la baza
acestui impact social.

Acest studiu ofera informatii care ar putea aduce beneficii

departamentului de resurse umane in intelegerea mai buna a
nevoilor angajatilor.
Acest studiu aratd ca fiecare persoand din industria hoteliera poate
contribui la sistemele de sprijin social. Pe masurd ce angajatii isi
construiesc increderea in sine ca rezultat al metodelor de motivare
ale managerului, angajatii pot imbundtati performanta, ceea ce
poate, la randul sdu, sa construiasca relatii de durata atat in cadrul
organizatiel, cat si in cadrul comunitatii.

Industria turismului este solicitantd, iar angajatii si
managerii trebuie sd urmeze programe viguroase pentru a satisface

asteptarile organizationale si ale oaspetilor. Industria turismului va

12



trebui sa atragd noii lideri emergenti si angajatii motivati pentru
cresterea sustenabilitatii.

Turismul este o sursa vitala de venituri si locuri de munca,
este fundamental pentru multe parti ale Europei si pentru unele

dintre ele chiar indispensabile, deoarece este un factor important

......

faptul ca competitivitatea pe termen lung este strans legata de
initiativa emblematicd ,,O politicd industriala pentru era
globalizarii”, care, pentru rezultate bune, este necesar sa se sprijine
initiativele statelor membre sau ale regiunilor europene prin actiuni
comunitare.

Scopul general al coordondrii eforturilor si initiativelor in
turism, in vederea obtinerii unui sector turistic competitiv, modern,
durabil si responsabil este viabil daca turismul este dezvoltat pe baza

e sustenabilitate economica, asigurarea dezvoltarii economice
corecte si eficiente, permitdnd avansarea generatiilor
viitoare;

e durabilitate socio-culturala, in concordantd cu cultura,
valorile si identitatea regiunilor europene;

e durabilitatea mediului, asigurandu-se ca dezvoltarea este

compatibild cu conservarea proceselor esentiale, a

diversitdtii biologice si a resurselor biologice.
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Romania trebuie sa Intreprindd o campanie de imagine
pentru a spori informarea factorilor publici si privati privind
contributia industriei turismului si potentialul de dezvoltare. In
majoritatea tarilor lumii, locurile de munca incluse in domeniile
turistice sunt impartite in asociatii profesionale nationale, fara scop
lucrativ si fard scopuri politice, urmarind apararea intereselor
muncii si favorizarea dezvoltarii actiunilor lor profesionale de
specialitate. In aceastd calitate, ele participd la procesul de
fundamentare a politicilor, in special in domeniul competentelor
personalului. Asociatiile profesionale sunt cele care propun cursuri
si programe de formare agentilor economici si unitatilor de
invatdmant din domeniul public si privat pentru locurile de munca
din turism. De asemenea, ele participa la pregdatirea si punerea in
aplicare a deciziilor legate de dezvoltarea turistica prin propunerile
lor. Turismul este o industrie cu o piata a muncii intensiva, bazata
pe oameni. Cand turistii viziteazd Romania, ei ,,cumpdra” nu doar
farmecul si atractiile, ci si abilitatile si serviciile angajatilor din
turism. De aceea, dezvoltarea resurselor umane ar trebui sa fie
principala preocupare a expertilor in turism. In ultimul timp,
Romania a raspuns cresterii industriei turismului, concentrandu-se
pe dezvoltarea de produse si marketing.

In general, piata muncii din turism este caracterizati de un
nivel scazut de educatie. Turismul este o industrie traditionala,
fragmentara, dominata de intreprinderi mici si condusa de manageri

care nu au de fapt educatie sau pregatire formala in turism.
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Datorita schimbarii rapide a naturii turistice, exista pericolul
provenit din lipsa motivarii adecvate a angajatilor, care sunt
suprainstruiti in cunostinte si abilitdti detaliate. Programele de
dezvoltare si formare a resurselor umane sunt adesea implementate
ad-hoc, cu programe specifice pentru diferite activitati pentru a
preveni cele mai presante nevoi din industria de teren. Exista
tendinta de a dezvolta initiativele de remediere a cursurilor de
formare care sa respecte ceea ce se intampla de obicei, mai degraba
decat initiativele de formare proactive, care anticipeaza nevoile
viitoare ale industriei.

Industria turismului si dezvoltarea profesionald trebuie sa
lucreze impreund pentru a promova accesibilitatea turismului ca
activitate. Nivelurile de educatie in scoli — si in general — legate de
turism, au fost scdzute In trecut si au contribuit la imaginea proasta
a turismului si la acceptarea lui ca activitate in general. Daca
educatia si formarea in turism sustin o industrie a turismului
profitabila, unde pozitia cheie a dezvoltarii resurselor umane este
bine cunoscutd, se vor realiza parteneriate mai puternice, precum si
0 mai bund motivare si comunicare si o directie comuna pentru
educatie, formare si produse de calitate in turism.

Relansarea rapidd a turismului romanesc trebuie sustinuta
prin facilitati: cresterea motivarii angajatilor, reinvestirea profitului,
stimularea investitiilor noi, in special in zonele turistice ,,speciale”,
in statiunile turistice de sezon, precum si pentru anumite forme de

turism si categorii de turisti.
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CONTRIBUTII PERSONALE

Contributiile acestui studiu se referd atat la motivare, aspect
determinant pentru cresterea satisfactiei angajatilor, cat si la
actiunile de leadership si dezvoltare profesionald, care vizeaza atat
aspectele teoretice, cat si cele practice.

Contributii cu caracter de sinteza:

e realizarea stadiului cunoasterii In domeniul managementului
motivarii;

e abordarea multidisciplinara a tematicii tezei de doctorat din
perspectiva sociologica, psihologica, statistica, economica,
de marketing, etc;

e prezentarea conceptelor fundamentale cu care s-a operat in
realizarea demersului stiintific (motivarea, leadership-ul si
dezvoltarea profesionald);

e 1insdsi cercetarea realizata.

Contributii cu caracter teoretic si experimental:

o utilizarea literaturii de specialitate, formularea de opinii
personale la wunele probleme privind managementul
motivarii in sectorul turismului. Astfel, s-a realizat un proces

de identificare si studiere a celor mai reprezentative surse
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bibliografice cu privire la managementul motivarii,
leadershipului si dezvoltarii profesionale;

performantele resursei umane din perspectiva motivarii,
leadershipului si dezvoltarii profesionale;

stabilirea metodologiei de cercetare in ceea ce priveste
identificarea diferitelor disfunctionalitati 1n activitatea
companiilor din sectorul turismului, referitoare la motivarea
resursei umane si impactul pe care-l au o serie de factori,
precum leadershipul si dezvoltarea profesional;
conceperea si aplicarea chestionarului ca instrument
principal de colectare a informatiilor;

analiza si validarea ipotezelor legate de motivarea
angajatilor din turism,;

introducerea unor noi concepte in teoria managementului,
cum ar fi modelul MLDP, model de management
colaborativ, care poate fi abordat ca si concept nou, avand in
vedere viziunea sistemica care a stat la baza fundamentarii
sale in relatiile cauzale dintre componente;

identificarea relatiilor intre motivare si factorii care o
influenteaza (leadership-ul si dezvoltarea profesionald) din
perspectiva cresterii satisfactiei angajatilor si, totodatd, a
cresterii calitatii serviciilor oferite. In acest scop s-au folosit
metode statistice pentru identificarea si explicarea cauzelor

fenomenelor constatate si precizarea consecintelor acestora;
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realizarea cercetarii empirice prin dezvoltarea celor trei teme
majore care au stat la baza demersului stiintific: motivarea,

leadershipul si dezvoltarea profesionala.

Contributii cu caracter practic:

proiectarea modelului integrat al motivarii stabilind
obiective: crearea si utilizarea unor instrumente manageriale
pentru asigurarea gestiunii eficiente a motivarii si
modificarea progresiva a culturii organizationale favorabila
credrii unui climat de muncd motivator si instaurdrii unor
relatii salariat — manager de tip win-win;

conceperea modelului integrat al motivarii ca un ghid de
bune practici In care se pot regasi trei tipuri de strategii
(strategii de motivare, leadership si dezvoltare profesionala)
si propuneri de utilizare a unor instrumente manageriale
utile s1 complexe. Modelul integrat al motivarii a fost
conceput avand marea paradigmd a motivarii in societatea
contemporand in care leadership-ul si dezvoltarea
profesionald pot fi considerate factorii modelatori ai
comportamentului uman. Aceastd paradigma presupune
abordarea motivarii din perspectiva a mai multor aspecte:
egalitatea de sanse, respectarea diversitdtii, promovarea
managementului colaborativ, munca 1in echipd, spirit

intreprinzator, dialog social etc;
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e identificarea unor instrumente manageriale (metode si
tehnici) indispensabile pentru dezvoltarea competentelor de
motivare.

e aceasta cercetare face posibild, pe de o parte, formularea de
recomandari 1n definirea strategiilor de management al
resurselor umane 1in cadrul industriei hoteliere si in
imbundtatirea formarii in profesiile ospitalitatii In Romania,
prin realizarea un studiu privind strategiile de motivare,
leadership si dezvoltare profesionala. Pe de alta parte, ofera
investitorilor informatii care le permit sa aprecieze mai bine

piata muncii din industria turismului.

CAI VIITOARE DE CERCETARE

Cunostintele obtinute in urma acestui studiu pot ajuta alti
manageri sa creeze constientizare cu privire la modul si ce Inseamna
motivarea pentru angajatii lor si modul in care acestia ar putea
obtine performante sporite prin crearea de strategii de motivare,
leadership si  dezvoltare profesionald, pentru mentinerea
obiectivelor.

In recrutarea personalului, managerii de resurse umane ar
trebui sa pund un accent deosebit pe cele trei abilitati cheie care sunt
comunicarea orald, marketingul si ingrijirea clientilor.

Trebuie analizate cerintele managerilor pe baza modelelor

adecvate de competente existente, apoi trebuie evaluate
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competentele liderilor actuali si comparate cu cele necesare pentru
viitor. Acest lucru le permite sd efectueze evaluari anuale in cele
mai bune conditii posibile si sd stabileascd o structurd reald de
carierd in cadrul grupului, evitind astfel perturbarile si costul
inlocuirii personalului de conducere. Introducerea de practici de
resurse umane prin care fiecare angajat sd fie eligibil sd devina
manager, printr-un program de formare pe niveluri, ajutdnd la
satisfacerea nevoii de manageri calificati.

Rezultatele acestei cercetari au fost obtinute din declaratiile
actorilor fara a tine cont de caracteristicile individuale ale acestora,
dar eficacitatea practicilor profesionale se bazeaza si pe ergonomie,
adicd pe echilibrul dintre caracteristicile angajatului si factorii
socio-tehnici ai postului pe care il ocupa. Ergonomia buna la locul
de munca duce la mai putin absenteism si la o productivitate mai
buna. Prin urmare, pentru a-si face angajatii mai eficienti, managerii
ar trebui sa ia in considerare si importanta ergonomiei.

O cercetare viitoare asupra perspectivei incrucisate a
hotelurilor s1 institutiilor de formare ar imbogati rezultatele acestui
studiu, iar aceastd cercetare ar putea fi efectuata si cu alte hoteluri
din diferite tari europene.

O altd componenta cheie a oricarei strategii turistice trebuie
sa fie marketingul si promovarea atat a proiectelor turistice, cat si a
destinatiei in ansamblu. Chiar si cea mai impresionantd atractie
poate esua fard o promovare adecvata. Deoarece marketingul este

un subiect atat de complex, este necesar sd se dezvolte o strategie
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personald pentru a ajuta la planificarea, coordonarea si investitia in
diferite actiuni necesare, facilitati turistice individuale si la nivel de
destinatie. Strategia de marketing ar trebui sa se concentreze si pe
anumite tipuri de turisti.

Se recomanda o dimensiune mai mare a esantionului pentru
studii ulterioare pentru a promova validitatea si a realiza

generalizarea eficientd a rezultatelor.

LIMITELE CERCETARII

Studiul a fost limitat la hotelurile selectate din zona Valea
Teleajenului. Disponibilitatea managerilor a impiedicat un interviu
amplu necesar pentru a obtine date suplimentare pentru acest studiu.
O alta limitare luata in considerare a fost onestitatea participantilor
in timpul interviurilor fatd in fata.

Domeniul de aplicare: a fost limitat la numarul de
participanti care se aflau in diferite functii. Am limitat domeniul de
aplicare managerii care au folosit strategii motivationale pentru a
spori performanta angajatilor pentru a obtine perspectiva asupra
opiniilor, strategiilor si diferentelor lor in ceea ce priveste
motivarea.

Formarea continud neconstanta in industria turismului: joaca
un rol foarte important Tn masura in care este orientata catre noi
competente si, prin urmare, are avantajul de a fi folositd pentru a

reactiona rapid la circumstante in schimbare.
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Utilizarea limbilor strdine: sunt foarte putini angajati care
vorbesc fluent doua limbi straine 1n acelasi timp. Pe termen lung, ar
fi de preferat ca acesti angajati sa stdpaneascd mai multe limbi
strdine pentru a raspunde clientelei diverse a destinatiei romanesti,
care va continua sa creasca in anii urmatori, iar limbile strdine sunt
unul dintre factorii cheie de succes 1n industria hoteliera.

Planurile de cariera: o parte destul de mare a respondentilor
nu este stabild la locul de munca actual. Acest lucru se datoreaza
perspectivei slabe si invizibile de promovare. Se pare cd unii dintre
ei planuiesc sa mearga sa lucreze intr-un alt hotel sau intr-o alta
industrie. Prin urmare, stabilirea unui plan transparent de formare si
dezvoltare profesionald devine vitala pentru fiecare unitate hoteliera
pentru a-si dezvolta si pastra personalul. Astfel, este necesar sa se
clarifice personalului propriile perspective de promovare si
planurile de dezvoltare pe termen lung. Rezultatul unui adevarat
sistem de dezvoltare profesionala va permite angajatilor sa fie mai
optimisti $i mai Increzatori in carierd. De exemplu, o serie de lanturi
hoteliere au introdus planuri de imbunatatire a carierei in cadrul
structurilor lor, in vederea reducerii fluctuatiei personalului.

Initial, cercetatorul a planuit sa efectueze un sondaj si a bazat
cercetarea pe datele primare, totusi, din cauza focarului de Covid-
19 si a majoritatii angajatilor din sectorul ospitalitatii fiind in
concediu, cercetatorul nu a avut altd optiune decat sa continue cu
descoperirile de date secundare. Un alt motiv pentru care nu se

efectueaza sondaj s-a datorat impactului psihologic temporar al
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Covid-19 asupra angajatilor din sectorul ospitalitatii, unde
raspunsurile lor la intrebarile sondajului pot varia in functie de
circumstantele actuale.

Constatarile pot contribui, de asemenea, la continuarea
strategiilor de motivare care functioneazd si la Tmbunatatirea
strategiilor de motivare care ar putea avea un impact suplimentar
pentru a Tmbundtati performanta angajatilor. Managerii trebuie sa
ofere noi cunostinte despre strategiile motivationale care
functioneazd pentru angajatii lor si posibilitatea de a ajusta
strategiile motivationale dupa cum este necesar pentru a obtine cele
mai bune rezultate pentru performanta angajatilor. Aceste
cunostinte partajate pot incuraja managerii din industria turismului
sa dezvolte noi strategii pentru motivarea angajatilor pentru a
imbunadtdti performanta. Prin impartasirea raspunsurilor angajatilor,
acest studiu poate influenta schimbarea in comunitdtile existente,
prin dezvoltarea companiilor care dau Tnapoi comunitdtii acte
caritabile si mijloace banesti si prin imbunatatirea relatiei angajat-
manager In care managerii vor continua sa gaseasca noi moduri

pentru a motiva angajatii.
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INTRODUCTION
Motivation and job satisfaction are the key factor for

achieving performance for all types of organizations. Motivation
and job satisfaction influence workers to ensure the maximum use
of their efforts to achieve organizational goals. Job satisfaction and
motivation at work create a pleasant working environment that helps
ensure performance efficiency. Motivation is a psychological trait
that influences a person to act towards a desired goal. Efforts to
create a motivated and satisfied workforce in order to improve
productivity remain the crucial factor in recent times.

This PhD thesis considers motivation and job satisfaction as
key factors for organizational success.

Job satisfaction has significance for human health both
physical and mental and is positively or negatively correlated.
Workplace satisfaction is a combination of cognitive and affective
reactions to differentiated perceptions about what an employee
wants to receive compared to what they actually receive. Job
satisfaction was the most frequently investigated variable in
organizational behavior.

The doctoral thesis provides an overview of the different
methods of motivating employees to increase the economic
importance of tourism and summarizes the factors that influence the
economic contribution of tourism wusing a self-developed

framework.
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The usefulness of the scientific approach

Conducting this study increases the understanding of the
diverse workforce and provides resources for cutting-edge
management to better manage its human capital. This research will
also provide practical implications to hotel managers to develop
better policies and practices and increase employee satisfaction,
morale, resulting in excellent customer service and strong customer
loyalty. There are also additional reasons why the topic of the
implications of motivation on employee satisfaction in the tourism
sector is very relevant for both academic research and practitioner-
oriented advice: firstly, and unlike other sectors whose economic
relevance is not disputed, i.e. widely recognised (such as car
manufacturing), tourism stakeholders must emphasise the economic
relevance of tourism in order to highlight lobbying efforts in terms
of financial resources, laws, planning, regulation, taxation and
subsidies. Secondly, due to the complex structure of the different
branches that make up the tourism sector, huge empirical efforts are
required to measure the economic relevance of tourism for these
subsectors and branches, as well as for the national / regional
economy in total. This complexity has paved the way for its own
field of research dealing with the motivation of employees in
tourism, which has made considerable progress over the years.
Thirdly, studies assessing the economic effects of tourism provide

the only quantifiable results of tourism impact in monetary terms

50



compared to the image, infrastructure or competence effects of

tourism, where several other variables occur.

THE STRUCTURE OF THE DOCTORAL THESIS
This PhD thesis is structured in five chapters, as follows:

Chapter 1, The state of knowledge in the field, describes
the diversity of motivation theories, which represents the basis of
this research: theories of the content of motivation, theories of the
motivation process, interaction theories, theories of personal
development. Motivated employees have a sense of belonging and
loyalty to the organization and always work hard to be associated
with the results of their work. Motivation has an effect on employees
as individuals to achieve and as well as on the ability to be
innovators because they believe in themselves, which will benefit
the organization to succeed. A motivated worker is easy to keep, so
saving the finances of the organization for the replacement of
workers also encourages workers to always achieve more in daily
productions, since they have a sense of security in their work. The
management team will have time to deal with other important
issues, as the motivated workforce can form teams that can help
oversee and produce work.

Motivation is extremely necessary for employees in an
organization to be productive, and the leadership style has an
important role to play. Motivation is not always based on financial
rewards; non-financial reward methods can also be used to get the

best out of employees. Although individuals have their
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expectations, it is the responsibility of management to develop and
align with theories that are appropriate to bring satisfaction to their
employees. However, there is not a single reliable theory to use; a
mixture of them can be used. As regards workforce empowerment,
employees should be encouraged and given a platform to voice their
concerns about how they can be motivated. Rewards and
promotions from performance reviews can be used to boost
employee morale as well as feedback. All employees should
understand the vision and goals of the company and work together
to achieve them. In some organizations, workers perform their tasks
in a team through which, if a certain section of employees is
affected, it will affect the entire factory. Employees perform their
tasks diligently if they are inspired and motivated, because the
results will always be positive and the production effective.
Organizations that are result-oriented will motivate employees to
achieve their goals.

Chapter 2, Particularities of tourism in the EU and
Romania, describes aspects of tourism, which has seen a
continuous expansion and diversification to become one of the
largest and fastest growing economic sectors in the world. The
tourism sector is a key driver of socio-economic progress through
the creation of jobs and enterprises, export revenues and
infrastructure development. Tourism is estimated to account for
10% of the world's gross domestic product and one in ten jobs

globally. Also, in the EU economy, tourism is a crucial economic
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engine and a job creator. The EU has a well-developed tourism
sector that responds to substantial demand, both domestic and
international, the latter accounting for almost half of international
tourist arrivals in the world and 31% of international revenues.
Businesses in tourism-related industries have employed about
millions of people in the European Union. In addition, tourism
contributes significantly to the balance of payments. Tourism is a
labour-intensive sector that has become a major source of job
creation at all skill levels. Globally, tourism is estimated to represent
one in ten jobs, including direct, indirect and induced jobs, as
mentioned at the beginning of this chapter. Tourism has a significant
multiplier effect, creating jobs in related sectors such as agriculture,
construction, maintenance, retail, crafts or financial services.
According to UNWTO and the International Labour Organization, a job
in the basic industry of tourism accommodation creates about half of the
additional (indirect) jobs in the tourism-related economy. In the European
Union, tourism industries also support a substantial number of jobs and
offer a lot of opportunities for entrepreneurs. Tourism is one of the most
dynamic and resilient economic sectors and has a strong capacity to
generate jobs, especially for women and young people, and to
increase the role of SMEs in the tourism value chain. It is important
that tourism has a higher share of employed women and
entrepreneurs than the economy as a whole and creates significant
employment opportunities for young people, thus making a strong

contribution to reducing youth unemployment. In times of
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economic hardship, employment in tourism tends to be less affected
and to recover more quickly than other economic sectors.

Chapter 3, The conceptual, epistemological and
methodological framework of the scientific approach, focuses on
the concepts with which this approach operated, namely,
motivation, leadership and professional development, basic
concepts that were highlighted by the approach of the specialized
literature. At the same time, the positioning within the pragmatic
constructivist epistemological paradigm was chosen, because the
agnostic posture put by this paradigm corresponds to our personal
beliefs regarding organizational phenomena. The pragmatic
constructivist epistemological paradigm in which it subscribes, is
based on an ontological hypothesis that does not pronounce on the
existence of a real in itself.

Chapter 4, Empirical research, was conducted through a
questionnaire as a way of collecting data, which was based on three
fundamental themes: motivation, leadership and professional
development. In order to concretize it, a field study was carried out,
respectively at the accommodation units in the Valea Teleajenului
area. As the study was conducted during the pandemic, it
highlighted the difficulties that employees went through during this
period, in exercising their work tasks.

Chapter 5, The Model MOTIVATION - LEADERSHIP -
PROFESSIONAL DEVELOPMENT - a collaborative

management model that contributes to increasing the
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satisfaction of tourism employees, was developed by the author as
a support for companies in the hospitality sector, for the use of
appropriate tools and strategies to motivate employees. It also
proposes a good practice guide as a way of implementing the
proposed actions. The collaborative management used to achieve
the MLDP model is based on Coates' specification, which
emphasizes the determining role of the manager in creating specific
actions to achieve organizational objectives. Among these actions,
one can notice the care for the clients, which implies meeting their
needs and expectations, the deep knowledge of the clients and the
obsession with satisfying them.

The doctoral thesis ends with final conclusions, personal
contributions to future research paths, research limits and

bibliography, as a fundamental part of documentation and writing.

THE GENERAL OBJECTIVE OF THE DOCTORAL
THESIS

The general objective of this doctoral thesis is to
investigate the ways in which the involvement and motivational
factors among the hotel employees match their needs and those
of the organization and to determine the factors of motivation,

satisfaction and involvement among the employees.
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SPECIFIC OBJECTIVES

SOl To determine managers to be aware of the
professional satisfaction of their employees, their level of
involvement and the factors that motivate employees at their
workplaces.

SO2 To assess the manner in which motivating
employees is an important tool for the success of organizations.

SO3 To provide suggestions and recommendations to
hotel managers in Valea Teleajenului to improve the level of
satisfaction of their employees.

SO4 To determine the use of reward and recognition, as
well as other methods such as incentives, as different ways of

motivating employees.

THE MAIN HYPOTHESIS AND WORK
HYPOTHESES

The main hypothesis

If an employee is motivated, there will be an increase in his
or her performance at work, and in the end, he or she may experience
an increase in job satisfaction so it can be said that there is a
relationship between motivation and job satisfaction since they are

the determining factors of the success of any company, and also
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allow an insight into the corrective measures that could be
implemented to increase job satisfaction in organizations.

The work hypotheses from which this scientific approach
started are the following:

H1: There is a correlation between the level of personal
development and the work satisfaction of employees in the field of
tourism.

H2: The challenges and difficult tasks in the workplace
cause employees to perform well in the workplace.

H3: There is a correlation between the feedback received
from the manager and good employee motivation.

H4: There is a relationship of interdependence between the
current pandemic context, which has influenced the well-being of
employees, and overall job satisfaction.

H5: There is a difference depending on the age in terms of
employee motivation.

H6: The involvement of leaders in organizations
moderates the relationship between personal development and
motivating employees in the field of tourism.

CONCLUSIONS

The purpose of this doctoral thesis is to illustrate how the use
of appropriate employee motivation methods could bring value to

the hotel industry, by improving the processes that help managers
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motivate employees, who could become the future leaders of their
organization, and to contribute to business practice, helping
managers understand the need for further development of
knowledge and skills to attract and retain valuable employees.

This doctoral thesis aimed at:

e focusing on human resources, organisational behaviour and
studies on motivation, the working environment and work-
private life balance;

e contributing to the critical assessment of employee
perceptions regarding workplace rewards;

e providing examples of intrinsic and extrinsic motivating
factors of employees;

e discussing the future challenges of employees' expectations
towards the work environment.

The leaders of the organizations that participated in the study
believe that positive motivation can lead to effective performance
outcomes that help develop organizations. Leaders can learn how to
retain their employees to meet the needs of a changing world. When
managers meet the needs of their employees, employees could bring
in numerous customers who could indirectly influence other
companies and help communities thrive with the influx of tourism
revenues. Motivation can be the basis of this social impact.

This study provides information that could benefit the HR

department in better understanding employee needs.
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This study shows that every person in the hotel industry can
contribute to social support systems. As employees build their self-
confidence as a result of the manager's motivation methods,
employees can improve performance, which in turn can build lasting
relationships both within the organization and within the
community.

The tourism industry is demanding, and employees and
managers must follow rigorous programs to meet organizational and
guest expectations. The tourism industry will need to attract new
emerging leaders and motivated employees to increase
sustainability.

Tourism is a vital source of income and jobs, it is
fundamental for many parts of Europe and for some of them even
indispensable, because it is an important factor in improving
competitiveness. According to the Treaty of Lisbon, the main
objective of European tourism policy is to boost sectoral
competitiveness, while bearing in mind that long-term
competitiveness is closely linked to the flagship initiative 'An
industrial policy for the age of globalisation’, which, for good
results, is necessary to support initiatives of the Member States or
of the European regions through Community action.

The general aim of coordinating tourism efforts and
initiatives in order to achieve a competitive, modern, sustainable

and responsible tourism sector is viable if tourism is developed on
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the basis of competitiveness and sustainability, a concept with triple
significance:

e economic sustainability, ensuring fair and efficient
economic development, enabling the advancement of future
generations;

e socio-cultural sustainability, in line with the culture, values
and identity of European regions;

e environmental sustainability, ensuring that development is
compatible with the conservation of essential processes,
biological diversity and biological resources.

Romania must undertake an image campaign to increase
public and private information on the contribution of the tourism
industry and the potential for development. In most countries of the
world, jobs included in the tourism fields are divided into national
professional associations, without a profit and without political
purposes, aiming at defending the interests of work and favoring the
development of their specialized professional actions. In this
capacity, they participate in the policy-making process, in particular
in the area of staff competences. Professional associations are those
that propose courses and training programs to economic agents and
educational establishments in the public and private sector for
tourism jobs. They also participate in the preparation and
implementation of decisions related to tourism development
through their proposals. Tourism is an industry with an intensive,

people-based labor market. When tourists visit Romania, they "buy"
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not only the charm and attractions, but also the skills and services
of tourism employees. That is why the development of human
resources should be the main concern of tourism experts. Lately,
Romania has responded to the growth of the tourism industry,
focusing on product development and marketing.

In general, the labour market in tourism is characterized by
a low level of education. Tourism is a traditional, fragmentary
industry dominated by small businesses and run by managers who
do not actually have formal education or training in tourism.

Due to the rapid change in the tourist nature, there is the
danger arising from the lack of proper motivation of employees,
who are overtrained in detailed knowledge and skills. Human
resource development and training programs are often implemented
ad hoc, with specific programs for different activities to prevent the
most pressing needs in the field industry. There is a tendency to
develop remedial training initiatives that respect what usually
happens, rather than proactive training initiatives that anticipate the
future needs of the industry.

The tourism industry and professional development must
work together to promote the accessibility of tourism as an activity.
Levels of education in schools — and in general — related to tourism,
were low in the past and have contributed to the poor image of
tourism and its acceptance as an activity in general. If education and
training in tourism support a profitable tourism industry, where the

key position of human resource development is well known,
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stronger partnerships will be achieved, as well as better motivation
and communication and a common direction for education, training
and quality products in tourism.

The rapid relaunch of the Romanian tourism must be
supported by facilities: increasing the motivation of the employees,
reinvesting the profit, stimulating new investments, especially in the
"special™ tourist areas, in the seasonal tourist resorts, as well as for

certain forms of tourism and categories of tourists.

PERSONAL CONTRIBUTIONS

The contributions of this study refer both to motivation,
which is decisive for increasing employee satisfaction, and to
leadership and professional development actions, which concern
both theoretical and practical aspects.

Contributions of a synthetic nature:

e the achievement of the knowledge stage in the field of
motivation management;

e the multidisciplinary approach of the doctoral thesis topics
from a sociological, psychological, statistical, economic,
marketing perspective, etc.;

e the presentation of the fundamental concepts with which the
scientific approach operated (motivation, leadership and
professional development);

e the research itself.
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Theoretical and experimental contributions:

the use of literature, the formulation of personal opinions on
some issues regarding the management of motivation in the
tourism sector. Thus, a process of identifying and studying
the most representative bibliographic sources regarding the
management of motivation, leadership and professional
development was carried out;

human resource performance in terms of motivation,
leadership and professional development;

the establishing of the research methodology in terms of
identifying various malfunctions in the activity of
companies in the tourism sector, regarding the motivation of
the human resource and the impact of a number of factors,
such as leadership and professional development;

the design and application of the questionnaire as the main
tool for collecting information;

the analysis and validation of hypotheses related to the
motivation of tourism employees;

the introduction of new concepts in management theory,
such as the MLDP model, a collaborative management
model, which can be approached as a new concept, given the
systemic vision that was the basis of its foundation in the

causal relationships between the components;
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the identification of the relationships between motivation
and the factors that influence it (leadership and professional
development) from the perspective of increasing employee
satisfaction and, at the same time, increasing the quality of
the services offered. For this purpose, statistical methods
were used to identify and explain the causes of the
phenomena found and to specify their consequences;

the carrying out of the empirical research by developing the
three major themes that formed the basis of the scientific
approach: motivation, leadership and professional

development.

Contributions of a practical nature:

designing the integrated model of motivation by setting
objectives: creating and using managerial tools to ensure the
efficient management of motivation and progressive
modification of the organizational culture favorable to the
creation of a motivating work climate and the establishment
of employee-manager relationships of the win-win type;
designing the integrated model of motivation as a guide of
good practices in which you can find three types of strategies
(motivation strategies, leadership and professional
development) and proposals for the use of useful and
complex managerial tools. The integrated model of

motivation was conceived having the great paradigm of
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motivation in the contemporary society where leadership
and professional development can be considered the
modeling factors of human behavior. This paradigm
involves approaching motivation from the perspective of
several aspects: equal opportunities, respecting diversity,
promotion of collaborative management, teamwork,
entrepreneurial spirit, social dialogue, etc.;

identifying the managerial tools (methods and techniques)
indispensable for the development of motivation skills;

this research makes it possible, on the one hand, to formulate
recommendations in defining human resources management
strategies within the hotel industry and in improving training
in hospitality professions in Romania, by conducting a study
on motivation, leadership and professional development
strategies. On the other hand, it provides investors with
information that allows them to better appreciate the labor

market in the tourism industry.

FUTURE RESESARCH PATHWAY'S

The knowledge gained from this study can help other

managers create awareness about how and what motivation means
for their employees and how they could achieve increased
performance by creating motivation, leadership and professional

development strategies to maintain their goals.
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In recruiting staff, HR managers should place particular
emphasis on the three key skills that are oral communication,
marketing, and customer care.

Managers' requirements must be analysed based on the
appropriate models of existing competencies, then the skills of
current leaders must be assessed and compared to those needed for
the future. This allows them to carry out annual evaluations under
the best possible conditions and to establish a real career structure
within the group, thus avoiding disruptions and the cost of replacing
management. Introducing human resources practices through which
each employee is eligible to become a manager, through a leveled
training program, helping to meet the need for qualified managers.

The results of this research were obtained from the
statements of the actors without taking into account their individual
characteristics, but the effectiveness of professional practices is also
based on ergonomics, that is, on the balance between the
characteristics of the employee and the socio-technical factors of the
job they have. Good ergonomics in the workplace leads to less
absenteeism and better productivity. Therefore, in order to make
their employees more efficient, managers should also consider the
importance of ergonomics.

Future research on the cross-perspective of hotels and
training institutions would enrich the results of this study, and this
research could also be carried out with other hotels in different

European countries.
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Another key component of any tourism strategy must be the
marketing and promotion of both tourism projects and the
destination as a whole. Even the most impressive tourist attraction
can fail without proper promotion. Since marketing is such a
complex topic, it is necessary to develop a personal strategy to help
plan, coordinate and invest in various necessary actions, individual
and destination-level tourist facilities. The marketing strategy
should also focus on certain types of tourists.

A larger sample size is recommended for further studies in
order to promote validity and achieve effective generalisation of

results.

RESEARCH LIMITS

The study was limited to selected hotels in Valea
Teleajenului area. The availability of managers prevented an
extensive interview needed to obtain additional data for this study.
Another limitation considered was the honesty of the participants
during the face-to-face interviews.

The scope was limited to the number of participants in
different positions. We have limited the scope of application to
managers who have used motivational strategies to enhance the
performance of employees to gain insight into their opinions,
strategies, and differences in motivation.

Continuous non-steadfast training in the tourism industry: it

plays a very important role insofar as it is geared towards new skills
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and therefore has the advantage of being used to react quickly to
changing circumstances.

The use of foreign languages: there are very few employees
who are fluent in two foreign languages at the same time. In the long
run, it would be preferable for these employees to master several
foreign languages in order to respond to the diverse clients of the
Romanian destinations, which will continue to grow in the years to
come, and foreign languages are one of the key success factors in
the hotel industry.

Career plans: a fairly large part of respondents is not stable
at the current workplace. This is due to the weak and invisible
prospect of promotion. It seems that some of them are planning to
go to work in another hotel or in another industry. Therefore, the
establishment of a transparent training and professional
development plan becomes vital for each hotel unit in order to
develop and retain its staff. Thus, it is necessary to clarify the staff's
own prospects for promotion and long-term development plans. The
result of a true system of professional development will allow
employees to be more optimistic and confident in their careers. For
example, a number of hotel chains have introduced career
improvement plans within their structures to reduce staff turnover.

Initially, the researcher planned to conduct a survey and
based the research on the primary data, however, due to the outbreak
of Covid-19 and the majority of employees in the hospitality sector

being on leave, the researcher had no other option but to continue
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with the discoveries of secondary data. Another reason why the
survey is not conducted was due to the temporary psychological
impact of Covid-19 on employees in the hospitality sector, where
their answers to the survey questions may vary depending on the
current circumstances.

The findings can also help to continue the motivation
strategies that work and to improve motivation strategies that could
have an additional impact to improve employee performance.
Managers need to provide new knowledge about the motivational
strategies that work for their employees and the ability to adjust
motivational strategies as needed to achieve the best results for
employee performance. This shared knowledge can encourage
managers in the tourism industry to develop new strategies to
motivate employees to improve performance. By sharing employee
responses, this study can influence change in existing communities,
by developing companies that give back to the community
charitable acts and funds, and by improving the employee-manager
relationship in which managers will continue to find new ways to

motivate employees.
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