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Abstract

This thesis investigates the intricate interplay between intrinsic and extrinsic motivational

factors among cabin crew members at Norwegian Airlines. Drawing upon Self-Determination

Theory (SDT) and other motivational frameworks, the study explores how demographic

variables and situational factors influence motivational regulation in the aviation industry.

Through a quantitative survey-based approach, significant correlations were identified

between cultural background, organizational support, commute conditions, and social

extrinsic motivation (ER-S), as well as gender and organizational hierarchy with introjected

regulation (IjR). Gender differences were observed in amotivation (AM), and leadership

positions were associated with higher levels of identified regulation (IdR). Additionally, job

position predicted intrinsic motivation (IM), while AD-Hoc analyses highlighted the impact

of cultural background on amotivation scores. These findings contribute to a deeper

understanding of motivational dynamics within the cabin crew workforce and offer insights

for organizational practices aimed at enhancing employee motivation, job satisfaction, and

performance in the aviation industry.
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1.0 Introduction

Within the dynamic airline industry, where organizational structures undergo continual

adaptation, understanding employee motivation becomes paramount for organizational

performance and employee well-being. This thesis will focus on exploring intrinsic and

extrinsic motivational factors influencing cabin crew members at Norwegian Airlines. I was

inspired to write this thesis from my own personal experiences working for Norwegian,

starting off as an apprentice in 2019, to now working as a Senior Cabin Crew Member

(SCCM), the company has changed immensely and that only serves as a testimony to the

ever-changing industry. Through my years with the company, we have faced a pandemic,

leaving the company on the brink of bankruptcy, new competitors have come and gone

(Mikalsen, 2021) (Nrk, 2021), and now with the acquisition of Widerøe we have now merged

our companies together, leaving the Norwegian group with well over 7000 employees,

making it both the biggest nordic and regional airline.

1.1 Establishing the Research Topic

Within this dynamic landscape of the airline industry, full of constant changes, the motivation

of cabin crew members plays a pivotal role in organizational performance and employee

satisfaction. Against the backdrop of all of these significant organizational changes, this

research seeks to shed light on the intricate interplay between intrinsic and extrinsic

motivational factors within Norwegian Airlines' cabin crew.
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1.2 Narrowing Down the Focus

Through employing the Multidimensional Work Motivation Scale (MWMS), which is rooted

in Self-Determination Theory (SDT), this study narrows its focus to map out motivational

factors among cabin crew members. By delving into the nuances of intrinsic motivation,

extrinsic regulations, and amotivation, this research aims to contribute to a deeper

understanding of motivational dynamics in the airline industry, by looking at what

demographic variables that might be influencing these motivational factors.

1.3 Discussing Existing Research

While extensive research has been conducted on motivation in various work settings such as

schools, offices, and hospitals, the unique organizational structure of airlines presents

distinctive challenges and opportunities in understanding motivational dynamics. Existing

literature provides a solid foundation for exploring this topic, yet there remains a significant

gap in the understanding of motivation within the airline industry. Traditional theories and

surveys often overlook the specific nuances of airline work environments, which can result in

a disparity of standard motivational sources.

For instance, as a Senior Cabin Crew Member, I have rarely, if ever, received feedback on my

performance from my supervisor. Feedback, a fundamental component of workplace

motivation, may not be as readily available or emphasized within the airline industry

compared to other sectors. This discrepancy sparked my curiosity and motivated me to delve

deeper into the motivational factors unique to airline employees.
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This study aims to address this gap in the literature by mapping out the motivational factors

within Norwegian Airlines. By examining the distinct motivational sources and challenges

faced by cabin crew members, this research seeks to contribute fresh insights to the discourse

on employee motivation within the airline industry. Through a comprehensive exploration of

these factors, we aim to provide valuable insights that can inform organizational practices and

strategies to enhance employee motivation, satisfaction, and performance within the airline

industry.

1.4 Research Questions and Objectives

By constructing and exploring hypotheses through robust methodology, this study endeavors

to explore the intricate relationships between motivational factors and demographic variables

within the unique context of Norwegian Airlines. By exploring these correlations and

constructing predictive models, the research objectives are twofold: to offer actionable

insights for organizational management and to contribute to theoretical advancements in the

field of organizational behavior.

The study aims to investigate both intrinsic and extrinsic motivational factors influencing

cabin crew at Norwegian Airlines. Specifically, it seeks to quantitatively analyze the

relationship between various demographic variables (such as age, education level, gender,

cultural background, tenure at the company, position, employment status, and base location)

and cabin crew members' perceptions of motivational factors. By exploring these

relationships, the research aims to provide insights into the key drivers of motivation among

cabin crew, thereby contributing to a better understanding of factors that impact employee

satisfaction and performance in the airline industry.
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1.5 Overview

This thesis employs a systematic approach to explore motivational factors within Norwegian

Airlines' cabin crew. Through demographic insights, correlation analyses, regression models,

ANOVA examinations, and ad-hoc explorations, the study aims to offer a comprehensive

understanding of motivational dynamics. Utilizing a quantitative methodical approach rooted

in Self-Determination Theory, the study delves into the intricate interplay between various

demographic variables and motivational factors. The aim is to provide a thorough

understanding of motivational dynamics within Norwegian Airlines' cabin crew.

2.0 Theory

2.1 Literature Review

Before we start our exploration of intrinsic and extrinsic motivational factors in the cabin, I

find it essential to establish a clear understanding of the key terms and concepts that will be

discussed throughout this thesis. Motivation is the core of this research project, and is defined

by Kaufmann and Kaufmann (2015) as the biological, psychological and social factors that

activate, give direction to and maintain behavior in varying degrees of intensity to achieve a

goal. One could say motivation is the driving force behind our actions. Kaufmann and

Kaufmann (2015) further elaborate on how modern organizational psychology utilizes a

number of motivational theories to explain motivated behavior in the workplace, these

theories are categorized as need theory, cognitive theory, social theory and situational theory.
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2.1.1 Need theory

Need theory, rooted in the work of Abraham Maslow (1943), suggests that individuals are

motivated by a hierarchy of needs, starting from the fundamental physiological needs for

survival, followed by the need for safety, social belongingness, esteem, and ultimately

self-actualization. Maslow’s theory serves as a cornerstone in organizational motivation

theory and can be applied, for instance, to elucidate why an individual chooses one job offer

over another. For example, if a person with strong financial security is presented with a job

opportunity offering high esteem but lower pay, they might be more inclined to accept the

offer compared to someone facing financial instability. While Maslow's theory suggests that

human behavior is influenced by the satisfaction of needs, it does not account for the full

complexity of human decision-making processes. Kaufmann and Kaufmann (2015) highlight

one of the main critiques of need theory: its failure to acknowledge humans as conscious,

rational decision-makers and agents of action.

2.1.2 Cognitive theory

In light of the critique of need theory’s limitations in understanding human decision-making

processes, cognitive theory emerged to offer a more nuanced perspective on motivated

behavior. Unlike need theories, which focus primarily on unmet needs, cognitive theories

offer insights into the cognitive aspects of motivation. As described by Kaufmann and

Kaufmann (2015), these theories posit that motivated behavior is triggered by expectations of

goal attainment and rational choices. Cognitive theory provides insights into how individuals

perceive and pursue goals. Additionally, it introduces us to the concept of intrinsic and

extrinsic motivational factors through Ryan and Deci’s (1985) self-determination theory.

Einarsen and Skogstad (2016) explain how extrinsic motivation is primarily rooted in
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conditions that lie outside the activity itself, such as the hopes of rewards or positions and

promotions. Einarsen and Skogstad (2016) goes on to explain how, in contradiction, intrinsic

motivation is rooted in characteristics of the activity itself because it appeals to curiosity and

creates joy or challenges us. Einarsen and Skogstad (2016) then further discuss that the

distinction between intrinsic and extrinsic motivation is not absolute, as intrinsic motivation

often arises from previous experiences of extrinsic motivation. Ryan and Deci (2009) support

this argument by suggesting that an excessive focus on extrinsic rewards can also be

detrimental, as it detracts from the inherent enjoyment of the work itself.

2.1.3 Social theory

In contrast to cognitive theories, social theories highlight the impact of others. Kaufmann and

Kaufmann (2015) explain that social theories emphasize the individual's relationships with

colleagues, parents, peers etc. as sources of motivation or demotivation. Within the social

motivation theories, we find equality theory and justice theory. Kaufmann and Kaufmann

(2015) describes equality theory as theories that suggest motivation is the result of an

experience of fairness based on comparisons of one self with what others receive and give.

Furthermore, Kaufmann and Kaufmann (2015) explain how justice theory introduces us to

procedural justice, which deals with the experience of justice and injustice in the methods

used to distribute benefits among employees. Greenberg (1990) claims, in his research, that

when an individual perceives procedures as unfair because, for example, there is not given

any consideration into factors such as willingness to take on extra work or overtime, it will

cause the individual's job motivation to decrease.
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2.1.4 Situational theory

The final theory used to explain motivated behavior in the workplace is situational theory,

which are theories focusing on motivational elements within the work environment itself.

Herzberg's two-factor theory is a prominent example of situational theory. This theory

distinguishes between motivators, which contribute to job satisfaction, and hygiene factors,

which lead to dissatisfaction in the workplace. Herzberg (1959) lists achievements,

recognition, responsibility, the nature of the work itself and opportunities for personal growth

as motivators, whilst working conditions, salary, job security, company policies, management

style and interpersonal relations are listed as hygiene factors. According to Herzberg (1959)

the absence of hygiene factors can cause dissatisfaction among employees, but their presence

alone does not guarantee satisfaction. Herzberg (1959) argues that higher performance by

employees can only be achieved by improving motivational factors within the workplace.

Sharma (2021) uses Herzberg's theory to describe four organizational states. In the first state,

characterized by high hygiene and high motivation, employees are highly motivated and have

few complaints. The second state, marked by high hygiene and low motivation, sees

employees with few complaints but little motivation, viewing the job merely as a source of

income. In the third state, with low hygiene but high motivation, employees are motivated

despite numerous complaints, as the job offers excitement and challenges despite inadequate

salaries and working conditions. Finally, in the fourth state, where both hygiene and

motivation are low, employees are unmotivated and discontented, representing the worst-case

scenario for organizational performance. However, a critique of Herzberg's two-factor theory

is that it does not provide an objective way to measure employee satisfaction. To address this,

researchers such as Thorsrud and later Hackman and Oldham (1980) expanded on Herzberg's

ideas to develop models that could objectively measure a job's motivating potential.

Thorsrud's work on the industrial democracy program (IDP) outlined six psychological job
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needs, which were further developed into a model by Hackman and Oldham. They created

the Job Diagnostic Survey, which systematically maps out the organization's status on five

different dimensions: variation in skills, task identity, task meaning, autonomy, and, lastly,

feedback. Kaufmann and Kaufmann (2015, p. 141-142) discuss these dimensions in their

work.

2.2 Theoretical framework

Building upon the insights from existing research, the theoretical framework of this study will

focus on explaining the intrinsic and extrinsic motivational factors that influence cabin crew

members' job satisfaction and performance at Norwegian Airlines. Central to this framework

is the application of Self-Determination Theory (SDT), which posits that individuals are

inherently motivated to satisfy their psychological needs for autonomy, competence, and

relatedness. The Multidimensional Work Motivation Scale, rooted in SDT principles, will

serve as the primary tool for assessing and mapping out the diverse array of motivational

factors experienced by cabin crew members. By leveraging both theoretical and empirical

foundations, this study aims to provide a nuanced understanding of the complex interplay

between intrinsic and extrinsic motivations in shaping the work experiences of cabin crew

members within the specific organizational context of Norwegian Airlines.
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2.2.1 Self-Determination Theory (SDT)

Building upon the cognitive motivation theory previously discussed, Self-Determination

Theory (SDT) emerges as a seminal framework for understanding human motivation.

Developed by psychologists Edward L. Deci and Richard M. Ryan in the 1970s, SDT initially

delved into intrinsic motivation before expanding its scope to encompass broader

motivational phenomena, including extrinsic motivation and the social context of behavior.

This expansion was influenced by insights from various disciplines such as developmental

psychology, cognitive psychology, and organizational behavior. Ryan and Deci's foundational

work emphasized the significance of psychological needs, intrinsic motivation, and

self-regulation in human behavior. They identified autonomy, competence, and relatedness as

pivotal for nurturing intrinsic motivation and optimal functioning, echoing the cognitive

perspective on goal pursuit and rational choices.

SDT posits that humans inherently possess psychological needs for autonomy, competence,

and relatedness, which are fundamental for well-being and optimal functioning. These needs

serve as the bedrock for self-determination, propelling individuals towards meaningful

activities and experiences that align with their personal values and interests. The theory

discerns between intrinsic motivation, propelled by internal factors like curiosity and interest,

and extrinsic motivation, driven by external rewards or incentives.

In organizational settings, SDT provides invaluable insights for fostering employee

motivation, engagement, and well-being. By nurturing autonomy, competence, and

relatedness in the workplace, organizations can cultivate environments that nurture intrinsic

motivation, creativity, and job satisfaction. This strategic alignment with SDT principles finds

14/63



expression in tools like the Multidimensional Work Motivation Scale (MWMS). MWMS

serves as a psychometric instrument designed to gauge various dimensions of work

motivation grounded in SDT principles. It offers a structured framework for quantifying

motivation in real-world contexts, enhancing our comprehension of how autonomy,

competence, and relatedness influence employee behavior and well-being. Consequently,

MWMS facilitates the implementation of targeted interventions and organizational strategies

to enhance employee engagement and performance.

2.2.2 Hypotheses

Building upon the theoretical foundations of SDT and existing research in organizational

psychology, this study proposes the following hypotheses:

H1: There will be a negative correlation between Amotivation (AM) and other motivational

factors, reflecting the inverse relationship between the absence of motivation and intrinsic or

extrinsic motivational factors.

H2: Intrinsic Motivation (IM) positively correlates with higher levels of education and longer

seniority within the company, indicating that individuals with greater education and

experience exhibit higher levels of intrinsic motivation.
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H3: Extrinsic Regulation-Social (ER-S) is expected to decrease as individuals age and

advance to higher positions within the company, reflecting a shift from externally regulated

behavior to more internalized forms of motivation.

H4: Extrinsic Regulation-Material (ER-M) is anticipated to decrease as individuals age and

have shorter commutes to the workplace, suggesting that factors such as convenience and

proximity influence the extrinsic regulation of behavior.

H5: Identified Regulation (IdR) will positively correlate with individuals in leadership

positions and those with a higher level of education, indicating that individuals with greater

autonomy and responsibility exhibit higher levels of identified regulation.

H6: Females will show higher levels of Identified Regulation (IdR), while males will show

higher levels of Extrinsic Regulation-Material (ER-M), reflecting potential gender differences

in motivational orientation.

H7: Employees from individualistic cultures may exhibit higher levels of Extrinsic

Regulation - Materialistic (ER-M), while those from collectivistic cultures may show higher

levels of Extrinsic Regulation - Social (ER-S) due to societal expectations regarding

individual autonomy and group harmony.
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H8: Full-time employees will exhibit higher levels of IM compared to part-time employees,

as they may feel more invested in their work due to their greater commitment and

involvement.

H9: Employees based in certain locations may exhibit differences in motivational factors,

reflecting the influence of environmental and cultural factors on individual motivation.

Figure 1: Model of Hypothesis
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2.2.3 The Multidimensional Work Motivation Scale (MWMS)

To test these hypotheses, I will use the Multidimensional Work Motivation Scale (MWMS), a

psychometric tool designed to assess various dimensions of work motivation based on SDT

principles. Developed by Gagné et al. (2015), the MWMS offers a comprehensive framework

for assessing various dimensions of work motivation, encompassing both intrinsic and

extrinsic motivational factors. Comprising 19 questions tailored to probe distinct facets of

work motivation, the MWMS facilitated a nuanced examination of cabin crew motivations.

Its primary purpose is to provide a comprehensive understanding of the factors that drive

employee motivation in the workplace. MWMS measures intrinsic and extrinsic motivational

factors across dimensions such as autonomy, competence, relatedness, intrinsic motivation,

and extrinsic motivation.

MWMS complements SDT by providing a structured framework for operationalizing and

measuring its key concepts in a real-world context. By quantifying the various dimensions of

motivation, MWMS enhances our understanding of how autonomy, competence, and

relatedness influence employee behavior and well-being, thereby facilitating more targeted

interventions and organizational strategies.

The scale's application in research informs organizations in managing their workforce,

evaluates motivational interventions, and enhances employee engagement and performance.

For example, MWMS has been instrumental in studying the impact of leadership styles on

employee motivation and in identifying factors contributing to job satisfaction and turnover

intentions. However, limitations may arise from its reliance on self-report measures and

potential response biases. Despite these limitations, MWMS offers a comprehensive and
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versatile approach to understanding and promoting employee motivation in organizational

settings.

3.0 Methodology

At first, I intended to conduct a study based on existing data. However, it soon became

apparent that there was limited research specifically on Cabin Crew motivational factors.

Therefore, I opted to conduct this quantitative study, with the possibility of supplementing the

data with qualitative responses.

3.1 Justification for Employing the MWMS

The decision to utilize the MWMS over similar instruments such as the Work Extrinsic and

Intrinsic Motivation Scale (WEIMS) and its shorter form (SWEIMS) was deliberate and

rooted in several considerations. While the WEIMS and its derivative scales are widely used,

the MWMS offers distinct advantages. The MWMS provides a multidimensional perspective

on work motivation, capturing a broader spectrum of motivational factors beyond the

intrinsic-extrinsic distinction. This aligns well with the research aim of exploring diverse

motivational factors relevant to cabin crew within Norwegian Airlines. The theoretical

grounding of the scale enhances the comprehensiveness and depth of the instrument, ensuring

a robust examination of motivational dynamics among cabin crew members.
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3.2 Modification of the MWMS Survey Structure

Under the guidance of my academic counselor, a few adjustments were made to the structure

of the MWMS survey. Specifically, questions relating to amotivation were relocated to the

end of the survey. The rationale behind this modification was the recognition that asking

participants to assess their level of motivation prior to exploring the factors influencing their

motivation might lead to cognitive dissonance or confusion. Participants were now first

prompted to reflect on the specific motivational factors that drive their behavior and attitudes

in the workplace, this adjustment minimizes potential biases or inconsistencies in

participants' self-reported data, and ensures a better flow in the sequence of questioning.

Additionally, I made the decision to delete question 13 from the original MWMS

questionnaire. This question, "Why do you or would you put effort into your job? Because

otherwise, I will feel ashamed of myself," was removed to maintain consistency in the

number of questions per motivational factor. Given that question 12, "Why do you or would

you put effort into your job? Because it makes me feel proud of myself," indirectly addressed

the absence of shame associated with job performance, thus maintaining coverage of the

motivational aspect related to self-evaluation and personal pride.
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3.3 Survey Development and Testing

Before starting the data collection phase, the survey was tested and refined to ensure its

clarity, relevance, and efficiency. Initial development involved a review of relevant literature,

mostly consisting of the syllabus for service leadership (BRH100), which provided insights

into the key constructs and dimensions of work motivation. After deciding on what theory I

wanted to explore, I used oria.no to search for a well-established and tested questionnaire

based on Ryan and Deci's self-determination theory. After considering various options,

including the Work Extrinsic and Intrinsic Motivation Scale (WEIMS) and its shorter version

(SWEIMS), I decided to use the MWMS by Gagné et al. (2015) because of its comprehensive

framework and its alignment with my research objectives. However, as mentioned above,

modifications were made to ensure uniformity in the number of questions per motivational

factor, as well as the removal of question 13 from the original MWMS questionnaire.

I used nettskjema.no to conduct the survey, which made for efficient data collection and

management, ensuring seamless administration of the survey to participants while

safeguarding the confidentiality and protection of their personal information in accordance

with University of Stavanger’s guidelines. Detailed information about the survey, including

its structure and contents, can be found in Appendix 1.

3.3.1 Pilot Testing and Feedback

Following the adaptation of the MWMS questionnaire, a pilot test was conducted to assess

the survey's clarity, comprehensibility, and time efficiency. Feedback was solicited from

several sources, including my academic counselor, friends, and family members. Their input

helped identify areas for improvement, particularly in refining the phrasing of survey
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questions and reducing the overall time required for completion. Notably, every one of the

pilot participants reported spending less than 10 minutes to complete the survey, indicating its

feasibility and user-friendly nature. This was a positive outcome, as it aligned with the

objective of minimizing the survey's time burden on participants, as I know flight attendants

highly value their time off and are very aware of on-time-performance.

3.3.2 Survey Distribution

After finalizing the survey, I discussed distribution methods with my supervisor. She

recommended utilizing a private Facebook group for employees of Norwegian Airlines to

reach a broader audience and enhance engagement. This approach was chosen over

distributing the survey through company email, which often faces challenges in receiving

responses. With her approval I posted a brief introduction to the survey in the designated

Facebook group, outlining its purpose, expected completion time, and encouraging

participation through a giveaway of 500NOK. The introduction post instructed participants to

comment 'done' once they completed the survey, thereby boosting the post's visibility and

engagement within the group. The survey remained open for a duration of two weeks to allow

for substantial time for participation. During this period, all participants' details were

meticulously documented in an Excel spreadsheet to ensure transparency and accountability

in the giveaway process. Once the survey period concluded, a random winner was selected

from the pool of participants. The selection process was conducted using a random name

generator, ensuring fairness and impartiality in the selection. The chosen winner was

promptly contacted, and the reward of 500NOK was transferred to them via VIPPS, a secure

payment platform. During the data-collection period I worked on outlining hypotheses of my

research.
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3.4 Data Summarization in Excel

Nettskjema.no allowed me to assign a value to each question/answer pair, enabling the

possibility to download the raw survey data into an Excel document. This document

contained submission IDs, dates of participation, answers to each question, and completion

times. To manage the data efficiently for analysis in SPSS, each participant's

motivational-factor-score, including ER-S, ER-M, IjR, IdR, IM, and AM, was each

summarized into one single value instead of three separate values in Excel. By summarizing

the motivational-factor-scores in Excel and removing submission ID, date of participation,

and completion time from the document, redundant data points were minimized, resulting in

a more concise dataset without compromising the integrity or validity of the information.

Please see Appendix 2 for an overview of the raw data collected.

3.5 AI-Assisted Data Analysis

After organizing the data, I began working on interpreting the data. IBM SPSS Statistics

served as the primary tool, and was supplemented with step-by-step guides generated by

ChatGPT on how to utilize SPSS for various analyses. The use of ChatGPT made it easier to

carry out the analyzes and aided in highlighting and interpreting the results. It's essential to

note that while AI contributed to the analysis, all generated outputs were processed and

primarily used as a discussion tool, complimenting my interpretation of the findings. This

approach to analysis resulted in enhanced accuracy and speed in conducting these complex

statistical procedures.
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The data analysis process commenced with the generation of frequency tables to comprehend

the distribution of responses for each survey item. These tables provided a summary of

response frequencies and percentages for categorical variables, illustrating the prevalence of

various motivational factors among cabin crew at Norwegian Airlines. Following that a

correlation matrix was created to explore the relationships among the diverse motivational

factors assessed in the survey. The matrix revealed potential patterns between variables, and

provided valuable insight into the intricate interaction between different motivational factors,

as well as their relationship with different demographic variables. Next, regression analysis

was conducted to investigate the predictive relationships between independent variables

(demographic variables) and a dependent variable (motivational factor). By examining the

strength and direction of these relationships, the regression analysis provided valuable

insights into how different demographic variables influence the outcomes of motivational

factors. Thereafter, ANOVA analyses were performed to assess whether statistically

significant differences existed in motivational factors across various demographic groups.

The ANOVA analyses facilitated the comparison of means between multiple groups and

provided evidence of systematic variations in motivational factors based on demographic

variables. To enhance clarity, the results from the ANOVA analyses were organized into a

table using Excel. In instances where ANOVA signaled significant differences between

groups, Tukey's HSD (Honestly Significant Difference) test was employed to determine

which specific group means differed significantly from each other, thereby providing

additional insights into the variations in motivational factors among different subgroups.
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3.6 AI-Powered Writing Assistance

In addition to aiding in data analysis, AI technology was employed to improve the writing

quality of the thesis. ChatGPT was utilized to review and refine the clarity, coherence, and

grammar of written content. AI-generated suggestions were processed, critically evaluated

and rephrased before being incorporated. Similar to the data analysis phase, ChatGPT was

used primarily as a discussion tool.

4.0 Results

4.1 Frequency Analysis

The survey received a total of 117 responses. The majority of respondents are within the age

range of 30-49 years old, comprising nearly 60% of the sample. Most respondents have

higher education (university/college), with 46.2% falling into this category. The sample is

predominantly female (82.1%) and comes from Northern European backgrounds (80.3%).

There is a relatively even distribution across different seniority levels, with the highest

proportion in the 0-4 years and 5-9 years categories. The majority of respondents are Cabin

Crew Members (CCM), with 56.4% in this position, and most respondents work full-time

(80.3%).

Responses regarding extrinsic regulations (social and material) are distributed across different

levels, suggesting a diverse range of perceptions regarding their influence on motivation.

Introjected regulation, identified regulation, and intrinsic motivation show varied responses,

with high and very high levels being most prevalent. Respondents generally show a high

level of intrinsic motivation, indicating a strong sense of ownership and enjoyment in their
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roles. The majority of respondents (76.1%) exhibited high motivation, while only 1.7%

showed no motivation. This supports the hypothesis (H1) predicting a negative correlation

between Amotivation (AM) and other motivational factors, indicating an inverse relationship

between the absence of motivation and intrinsic or extrinsic motivational factors.
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Table 1: Frequency Table of Demographic Variables
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4.2 Correlation Analysis

Statistical significance of correlation are marked with ** indicating highly significant

correlations at the 0.01 level and * indicating significant correlations at the 0.05 level.

Interpreting Pearson's r, which ranges from -1 to 1, is pivotal. Positive correlations signify a

direct relationship, while negative correlations imply an inverse relationship. Stronger

correlations approach the extremes of -1 or 1, while weaker correlations approach 0.

Analyzing specific correlations reveals intriguing patterns. For example, a strong positive

correlation (r = 0.556, p < 0.01) between Age and Seniority suggests that older cabin crew

members tend to have more experience. Additionally, moderate positive correlations (r =

0.246 to 0.281, p < 0.01) exist between various factors, such as Gender and Identified

Regulation, and Current Position and Identified Regulation, indicating potential relationships

between these variables and partially confirming H6, which claims that females will show

higher levels of Identified Regulation (IdR), and H5, which claims Identified Regulation

(IdR) will positively correlate with individuals in leadership positions.

Of particular interest are the strong negative correlations between Amotivation and both

Identified Regulation (r = -0.578) and Intrinsic Motivation (r = -0.609), suggesting that

higher levels of motivation are associated with higher levels of identified and intrinsic

motivation, again supporting hypothesis H1.

Weak correlations are also scattered across the matrix, indicating minimal or no linear

relationships between certain variables. This highlights the complexity of motivational

dynamics and challenges hypothesis H2, by showing that there were no significant

correlations found between Intrinsic Motivation (IM) and education level or seniority, and

H8, which suggested there is significant correlation between employment status and Intrinsic

Motivation (IM).
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Table 2: Correlation Matrix
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4.3 Regression Analysis

The regression analysis results indicate that several demographic variables significantly

predict motivational factors, while others do not reach statistical significance. For the

Extrinsic Regulation - Social (ER-S) domain, age, education level, gender, cultural

background, seniority, current position, and commute all contribute to predicting ER-S,

although none of the coefficients are significant at the 0.05 level. Notably, commute emerges

as the most influential variable, with a substantial negative coefficient of -0.764 and a

significant p-value of 0.019. In contrast, for Extrinsic Regulation - Materialistic (ER-M),

none of the independent variables significantly predict ER-M at the 0.05 level, although the

base variable exhibits a potential relationship with a coefficient of 0.222 and a p-value of

0.062. Moving to Introjected Regulation, gender, current position, and commute significantly

predict introjected regulation at the 0.05 level, with gender and commute having the most

substantial impact, with coefficients of 0.715 and -0.655, respectively. Identified Regulation

(IdR) is significantly predicted by current position (b = 0.358, p = 0.003), supporting

hypothesis H5, that individuals in leadership positions exhibit higher levels of IdR. Intrinsic

Motivation (IM) is only significantly predicted by current position (b = 0.343, p = 0.011),

while amotivation is significantly predicted by gender and current position at the 0.05 level,

with gender having the most substantial impact (b = -0.762). Overall, while some

demographic variables show significant associations with motivational factors, others do not

reach statistical significance. Factors such as current position and commute appear to have

relatively stronger relationships with motivational factors compared to others. Gender

consistently emerges as a significant predictor across multiple motivational factors. The

regression analysis partially supports H1, H5, and H6, while not directly addressing H2, H3,

H4, H7, H8, and H9.
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Table 3: Regression Analysis Summarization
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4.4 Analysis of Variance (ANOVA)

Table 4 illustrates significant differences among various variables, with correlations marked

by a p-value of <0.05, highlighted in bold and denoted by *. Cultural Background emerged as

a significant determinant of Extrinsic Regulation - Social (ER-S) scores, suggesting that

cultural diversity influences levels of social extrinsic motivation (p = 0.021). Similarly, the

organizational base significantly impacted ER-S scores, implying that foundational support

affects social extrinsic motivation (p = 0.034). This finding supports hypothesis H9, which

suggests that Employees based in certain locations may exhibit differences in motivational

factors, reflecting the influence of environmental and cultural factors on individual

motivation. Furthermore, Commute conditions were found to significantly influence ER-S

scores, highlighting the impact of commute circumstances on social extrinsic motivation (p =

0.041). Gender significantly influenced Introjected Regulation (IjR) scores, indicating

potential gender differences in introjected regulation levels (p = 0.008). Gender also

significantly influenced Amotivation (AM) scores, suggesting gender differences in

motivation levels (p = 0.009). Both findings support hypothesis 6, which suggests potential

gender differences in motivational levels and factors. Current Position significantly affected

IjR scores, reflecting the impact of organizational hierarchy on introjected regulation (p =

0.014). Notably, significant relationships were observed between ER-S, IjR, IdR, IM, and

AM, confirming Hypothesis H1, which claims a negative correlation between AM and other

motivational factors.
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Table 4: ANOVA Analysis Summarization Table
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4.5 AD-Hoc Analysis

Table 5 reveals significant differences in Extrinsic Regulation - Social (ER-S) scores among

participants from different cultural backgrounds. Individuals from Southern European

backgrounds exhibit notably higher ER-S scores compared to those from other backgrounds.

This distinction is further highlighted by homogeneous subsets, where participants from

Southern European backgrounds form a subset with significantly elevated ER-S scores

compared to other subsets. Conversely, participants from Eastern European, Other, and

Northern European backgrounds do not exhibit significant differences in ER-S scores among

themselves. Looking at Amotivation (AM), there are noteworthy variations based on the level

of agreement with ER-S. Participants who strongly disagree with ER-S demonstrate

significantly lower AM scores (indicating higher motivation), forming a subset distinct from

others. Conversely, subsets comprising individuals who somewhat disagree, neither agree nor

disagree, and somewhat agree with ER-S show progressively higher AM scores (lower

motivational level). Participants who agree and strongly agree with ER-S form a subset with

the highest AM scores (lowest motivational levels). These findings underscore the influence

of cultural background on ER-S, particularly with Southern European participants displaying

the highest scores.
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Table 5: Ad-Hoc Analysis

4.6 Summary of Findings

F1: Cultural Background and Extrinsic Regulation - Social (ER-S): The study found a

significant difference in ER-S scores among individuals from different cultural backgrounds

(p = 0.021). This indicates that cultural diversity may influence the level of social extrinsic

motivation observed among employees.

F2: Base and Extrinsic Regulation - Social (ER-S): Significant differences in ER-S scores

were noted based on the individuals' base (p = 0.034). This suggests that organizational or

foundational support may impact social extrinsic motivation levels.
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F3: Commute and Extrinsic Regulation - Social (ER-S): The length or nature of the commute

significantly affected ER-S scores (p = 0.041). This implies that commute conditions may

influence the level of social extrinsic motivation experienced by individuals.

F4: Gender and Introjected Regulation (IjR): Gender was found to significantly influence IjR

scores (p = 0.008), indicating potential differences in introjected regulation levels between

males and females.

F5: Current Position and Introjected Regulation (IjR): Significant differences in IjR scores

were observed based on individuals' current positions within the organization (p = 0.014).

This suggests that organizational hierarchy may impact introjected regulation levels.

F6: Gender and Amotivation (AM): Gender was found to significantly influence AM scores

(p = 0.009), suggesting that males and females may exhibit different levels of amotivation.

F7: Significant correlations between Extrinsic Regulation - Social (p = 0.026), Introjected

Regulation (p = 0.007), Identified Regulation (p < 0.001), Intrinsic Motivation (p < 0.001)

and Amotivation (AM), confirming hypothesis H1.

F8: Identified Regulation (IdR) is significantly predicted by current position (b = 0.358, p =

0.003), supporting hypothesis H5, that individuals in leadership positions exhibit higher

levels of IdR.
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F9: Intrinsic Motivation (IM) is only significantly predicted by current position (b = 0.343, p

= 0.011)

F10: Findings in the AD-Hoc analyses showed that Cultural background had impact on

amotivation scores.

Figure 2: Conceptual Model
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5.0 Discussion

5.1 Interpretation of Results

The interpretation of the survey findings is contextualized within the theoretical framework

of Self-Determination Theory (SDT), providing insights into the underlying mechanisms

driving motivational orientations among cabin crew members at Norwegian Airlines.

Self-Determination Theory explains how individuals are inherently motivated to satisfy their

psychological needs for autonomy, competence, and relatedness. The observed correlations

between demographic variables and motivational factors in our study resonate with SDT's

emphasis on these fundamental psychological needs. For instance, the strong positive

correlations between age and seniority suggest that as individuals accumulate experience over

time, they tend to exhibit higher levels of identified regulation and intrinsic motivation while

experiencing lower levels of amotivation. This aligns with SDT's proposition that autonomy

and competence are essential components of intrinsic motivation, which flourishes as

individuals develop mastery and autonomy in their roles.

Furthermore, the findings support the key tenets of SDT by highlighting the role of intrinsic

motivation in fostering job satisfaction among cabin crew members. The moderate positive

correlations between gender, current position, and motivational factors underscore the

nuanced interplay between intrinsic and extrinsic motivational factors, as individuals'

perceptions of autonomy, competence, and relatedness vary based on their demographic

characteristics. These findings echo SDT's emphasis on the importance of intrinsic

motivation in promoting optimal functioning and well-being in the workplace.
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In addition to SDT, the interpretation of the results is enriched by insights from other

motivational theories discussed in the literature review. Maslow's hierarchy of needs provides

a valuable framework for understanding how individuals prioritize different motivational

factors based on their stage of personal development and the satisfaction of basic needs.

Cognitive theories offer complementary perspectives on how individuals perceive and pursue

goals, shedding light on the cognitive processes underlying motivated behavior. Social

theories highlight the influence of interpersonal relationships and societal norms on

motivational orientations, emphasizing the role of relatedness in shaping employee

motivation. Situational theories, such as Herzberg's two-factor theory, further elucidate the

impact of organizational factors on job satisfaction and performance, highlighting the

importance of both intrinsic and extrinsic motivational factors in the work environment.

By integrating insights from multiple motivational theories, our interpretation of the results

provides a comprehensive understanding of the complex interplay between intrinsic and

extrinsic motivational factors in shaping the work experiences of cabin crew members at

Norwegian Airlines. These findings have implications for theory and practice, informing the

development of targeted interventions and organizational strategies to enhance employee

motivation, satisfaction, and performance within the aviation industry.
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5.2 Discussion of Implications

The findings of this study have profound implications for organizational practices and

interventions aimed at enhancing cabin crew members' motivation, job satisfaction, and

performance within Norwegian Airlines. By translating the research insights into actionable

recommendations, the organization can cultivate a work environment that fosters autonomy,

competence, and relatedness, thereby promoting employee well-being and organizational

success.

The observed relationships between demographic variables and motivational factors

underscore the importance of tailoring organizational policies and initiatives to meet the

diverse needs and preferences of cabin crew members. For instance, the positive correlation

between age and seniority suggests that as individuals progress in their careers, they may

benefit from opportunities for increased autonomy and responsibility. Therefore, Norwegian

could consider implementing career development programs that provide avenues for

professional growth and advancement, thereby enhancing intrinsic motivation and job

satisfaction among senior employees.

The moderate positive correlations between gender, current position, and motivational factors

highlight the need for gender-sensitive approaches to leadership and management practices

within the organization. Recognizing the unique challenges and preferences of male and

female cabin crew members, Norwegian Airlines could implement training programs and

mentorship initiatives that promote gender diversity and inclusivity in decision-making

processes, fostering a sense of belonging and relatedness among all employees.
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By incorporating insights from Self-Determination Theory (SDT) and other motivational

theories, Norwegian Airlines can develop targeted training programs, performance

management strategies, and leadership practices tailored to the unique needs and preferences

of cabin crew members. SDT emphasizes the importance of autonomy, competence, and

relatedness in fostering intrinsic motivation and optimal functioning. Therefore, the

organization could design training modules that empower employees to take ownership of

their work processes, develop new skills, and build meaningful relationships with colleagues

and supervisors. It is only in recent years the company has opened for performance reviews

with a supervisor, upon request. More funding has also gone into fostering the community,

via company parties, upgrades of employees' electronic tools etc.

By using insights from Maslow's hierarchy of needs, cognitive theories, social theories, and

situational theories, Norwegian Airlines can implement holistic approaches to employee

development and engagement. For example, the organization could establish feedback

mechanisms that allow cabin crew members to provide input on organizational policies and

practices, thereby enhancing their sense of autonomy and involvement in decision-making

processes. This is a huge issue for airlines as there are so many flight attendants it is hard to

develop a system where every suggestion is heard, evaluated and responded to.

5.2.1 Contradictions in Participant Responses and Theoretical Grounding in SDT

Despite the anticipated correlations outlined in the theoretical framework, it's noteworthy to

address the absence of a significant correlation between Extrinsic Regulation-Material

(ER-M) and amotivation among participants. This contradiction challenges both the

participants' responses and the theoretical grounding in SDT. Furthermore, Appendix 2
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reveals that several participants expressed desires for material rewards, such as increased pay,

in the text box responses, yet this sentiment was not reflected in their survey answers. This

discrepancy raises questions about the underlying factors influencing motivational

orientations among cabin crew members and warrants further investigation.

The findings of this study provide valuable insights for Norwegian Airlines to enhance cabin

crew members' motivation, job satisfaction, and performance. By aligning organizational

practices and interventions with the principles of SDT and other motivational theories, the

organization can create a supportive and empowering work environment that promotes

employee well-being and organizational success.

It's noteworthy to consider the organizational context of Norwegian Airlines within the

framework of Herzberg's two-factor theory. As explained earlier in the thesis this theory

distinguishes between motivators, which contribute to job satisfaction, and hygiene factors,

which can lead to dissatisfaction if lacking but do not necessarily contribute to satisfaction

when present. From my perspective, Norwegian as an organization might find itself in a

situation where it's low on hygiene factors and high on motivational factors.

Herzberg's theory suggests that the absence of hygiene factors, such as working conditions,

salary, and job security, can lead to dissatisfaction among employees. However, their

presence alone does not guarantee satisfaction. On the other hand, motivators, such as

recognition, responsibility, and opportunities for personal growth, contribute to job

satisfaction and can lead to higher levels of motivation and engagement among employees.
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Considering this perspective, Norwegian Airlines may need to pay attention to improving

hygiene factors to mitigate potential sources of dissatisfaction among cabin crew members.

Based on my earlier distinctions, it seems the company is working on raising its hygiene

factors, through improving employees electronic tools, conducting performance reviews, and

working on ways to improve work/life balance among crew-members through action groups.

While the findings of this study emphasize the importance of intrinsic motivation and

autonomy in driving job satisfaction and performance, neglecting hygiene factors could

undermine the overall well-being and morale of employees. During the pandemic a lot of

employees were laid-off, working for less pay to ensure the company’s survival. Many

employees feel as though this effort has not been recognised enough. Therefore,

organizational initiatives aimed at enhancing working conditions, addressing salary concerns,

and providing job security may be necessary to create a supportive and conducive work

environment for cabin crew members.

The organization can make use of insights from Self-Determination Theory and other

motivational theories to complement efforts aimed at improving hygiene factors. By fostering

autonomy, competence, and relatedness in the workplace, Norwegian Airlines can enhance

intrinsic motivation and job satisfaction among cabin crew members, thereby promoting

overall organizational performance and success.

While Norwegian Airlines may excel in providing motivational factors conducive to job

satisfaction and performance, attention to hygiene factors is crucial for maintaining employee

well-being and organizational effectiveness. By addressing both motivators and hygiene
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factors, the organization can create a balanced and fulfilling work environment that meets the

diverse needs and preferences of cabin crew members, ultimately contributing to the

achievement of organizational goals and objectives.

5.3 Acknowledgement of Limitations

While this study sought to shed light on the complex dynamics of motivational factors among

cabin crew members at Norwegian Airlines through the lens of Self-Determination Theory

(SDT) and other motivational theories, several limitations warrant acknowledgment.

Reflecting on these limitations is crucial for interpreting the findings accurately and

identifying avenues for future research to address these gaps.

Firstly, while the theoretical framework of SDT provided valuable insights into the

underlying mechanisms driving motivational orientations among cabin crew members, its

application in the context of this study may have been constrained by certain factors. For

instance, the reliance on self-report measures to assess motivational factors may introduce

response bias and social desirability effects, potentially influencing the validity of the results.

Additionally, the inherent complexity of human motivation suggests that other theoretical

perspectives, such as cognitive theories or social theories, could offer complementary insights

that were not fully explored in this study.

Furthermore, the limitations of the research design may have implications for the

generalizability of the findings and the validity of the conclusions drawn. The survey-based
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methodology employed in this study relied on a convenience sample of cabin crew members

at Norwegian Airlines, which may not be fully representative of the broader population. As

such, caution should be exercised when extrapolating the results to other airline companies or

cultural contexts. The cross-sectional nature of the study precludes causal inferences about

the relationships between demographic variables and motivational factors, highlighting the

need for longitudinal research designs to capture the dynamic nature of motivation over time.

In acknowledging these limitations, it's essential to recognize how Gagné, et al. (2015)

incorporated a multitude of other surveys to include crucial variables that affect motivation in

his original article introducing the Multidimensional Work Motivation Scale (MWMS). It

could be beneficial for future research to include surveys measuring autonomy, competence,

and relatedness, to gain an even more comprehensive framework for assessing motivational

factors in the workplace. Additionally, one could integrate measures of different types of

leadership and job design, providing a holistic view of the organizational factors that

influence employee motivation.

In light of these limitations, several avenues for future research can be proposed to further

explore the complex dynamics of motivation among cabin crew members in the aviation

industry. Firstly, longitudinal studies could track changes in motivational factors and job

satisfaction over time, allowing for a more nuanced understanding of the factors influencing

employee motivation. Additionally, qualitative research methods, such as interviews or focus

groups, could provide deeper insights into the subjective experiences and perceptions of

cabin crew members, complementing the quantitative findings obtained in this study.

Comparative studies across different airline companies and cultural contexts could shed light
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on the contextual factors shaping motivational orientations and organizational practices

within the aviation industry.

In conclusion, while this study contributes valuable insights into the motivational factors

influencing cabin crew members at Norwegian Airlines, it is essential to acknowledge the

limitations inherent in the research design and theoretical framework. By addressing these

limitations and proposing avenues for future research, we can advance our understanding of

motivation in the aviation industry and inform evidence-based practices to enhance employee

well-being and organizational performance.

5.4 Integration of Theoretical Framework

The theoretical framework outlined in the literature review, particularly Self-Determination

Theory (SDT), serves as a guiding lens through which to interpret the findings of this study

and explore the underlying mechanisms driving motivational orientations among cabin crew

members at Norwegian Airlines.

Self-Determination Theory explains that individuals are inherently motivated to satisfy their

psychological needs for autonomy, competence, and relatedness. In the context of this study,

SDT provides a conceptual framework for understanding how these fundamental

psychological needs manifest in the workplace and influence employee motivation, job

satisfaction, and performance.
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By integrating insights from SDT into the discussion of our findings, we can discern patterns

and relationships that align with the theory's propositions. For example, the observed

correlations between age and seniority and motivational factors resonate with SDT's

emphasis on autonomy and competence as drivers of intrinsic motivation. As cabin crew

members accumulate experience and develop mastery in their roles, they may experience

higher levels of intrinsic motivation and lower levels of amotivation, reflecting the fulfillment

of their psychological needs within the organizational context.

The Multidimensional Work Motivation Scale (MWMS), grounded in SDT principles,

enhances our understanding of the diverse array of motivational factors experienced by cabin

crew members and facilitates the development of targeted interventions to optimize employee

motivation and well-being. By assessing multiple dimensions of motivation, including

intrinsic and extrinsic factors, the MWMS offers a comprehensive framework for identifying

areas of strength and areas for improvement within the organization. For instance, the scale

may reveal specific areas where cabin crew members lack autonomy or perceive a lack of

relatedness with colleagues and supervisors, signaling opportunities for organizational

interventions to enhance these aspects of the work environment.

Overall, the integration of the theoretical framework outlined in the literature review,

particularly Self-Determination Theory, into the discussion of our findings enriches our

understanding of the complex dynamics of motivation among cabin crew members at

Norwegian Airlines. By leveraging insights from SDT and utilizing tools such as the

MWMS, the organization can develop targeted interventions and organizational strategies to
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optimize employee motivation, job satisfaction, and performance, ultimately contributing to

the achievement of organizational goals and objectives.

6.0 Conclusion

In conclusion, this thesis aimed to explore the motivational factors influencing cabin crew

members at Norwegian Airlines through the lens of Self-Determination Theory (SDT) and

other motivational theories. The research process involved a comprehensive methodology,

including the utilization of the Multidimensional Work Motivation Scale (MWMS),

AI-assisted data analysis, and advanced writing assistance tools. By integrating insights from

both quantitative survey data and theoretical frameworks, this study has provided valuable

insights into the complex dynamics of motivation within the aviation industry.

The study examined the relationship between various demographic and situational factors and

motivational regulation among cabin crew members at Norwegian Airlines. Significant

findings revealed that cultural background, organizational support, and commute conditions

influenced social extrinsic motivation (ER-S), while gender and organizational hierarchy

impacted introjected regulation (IjR). Additionally, gender differences were observed in

amotivation (AM), and correlations were found between different motivational factors.

Leadership positions were associated with higher levels of identified regulation (IdR), and

job position predicted intrinsic motivation (IM). AD-Hoc analyses highlighted the impact of

cultural background on amotivation scores. These findings underscore the multifaceted nature

of motivation among cabin crew members and provide valuable insights for understanding

and addressing motivational dynamics within the airline industry.
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The discussion of implications outlined actionable recommendations for Norwegian Airlines

and other organizations within the aviation industry. By aligning organizational practices with

the principles of SDT and other motivational theories, organizations can create a supportive

and empowering work environment that promotes employee well-being and organizational

success. Moreover, attention to both motivators and hygiene factors is crucial for maintaining

employee satisfaction and performance.

Acknowledging the limitations of the research process, including the reliance on self-report

measures and the cross-sectional nature of the study, future research endeavors should

consider longitudinal designs and qualitative methodologies to further elucidate the complex

dynamics of motivation in the aviation industry.

Overall, this thesis contributes to the existing body of knowledge on work motivation by

providing insights into the motivational factors influencing cabin crew members at

Norwegian Airlines. By integrating theoretical frameworks with empirical evidence, this

study informs evidence-based practices to enhance employee well-being, job satisfaction, and

organizational performance within the aviation industry.
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