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Abstract:

Employee productivity is a critical determinant of operational performance in hospitality establishments, particularly in
casual dining restaurants where service speed, service quality, and teamwork depend on frontline employees. This
quantitative descriptive-comparative study examined the motivator and hygiene factors influencing the productivity of novice
and experienced employees in a selected casual dining restaurant in the Philippines. Anchored on Herzberg’s Two-Factor
Theory, the study assessed motivator factors, hygiene factors, and productivity indicators using a structured survey
questionnaire administered to 44 employees and managers of Max’s Restaurant, a well known fine dining restaurant in the
Philippines. The respondents consisted of 25 employees with one to three years of tenure and 19 employees with four or more
years of tenure. Weighted mean and independent samples t-test were used to analyze the data. Results showed that
advancement was the strongest motivator, while working conditions emerged as the most influential hygiene factor.
Productivity was highest in work efficiency, particularly in speed, accuracy, and timely task accomplishment, while teamwork
and cooperation received the lowest productivity rating. Although motivator and hygiene influences varied between novice
and experienced employees, the t-test result indicated no statistically significant difference in their overall productivity levels.
The findings suggest that productivity in casual dining restaurants is shaped less by tenure alone and more by growth
pathways, supportive work conditions, standardized operations, and experience-sensitive management practices

Keywords: Employee Productivity, Herzberg’s Two-Factor Theory, Motivator Factors, Hygiene Factors, Novice
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1. Introduction

In a highly competitive foodservice and hospitality environment, productivity has become a major indicator of
organizational efficiency, service consistency, and customer satisfaction (Rodriguez-Lopez et al., 2020; Savellano,
2023). In the Philippines, restaurants continue to adapt to digital ordering systems, integrated point-of-sale
technologies, cloud kitchens, and changing customer expectations, making employee productivity increasingly
important in sustaining service quality and operational performance (McCarthy, 2025).

Casual dining restaurants also face recurring concerns such as employee turnover, inconsistent service quality, and
the challenge of managing both experienced and novice employees (Adorna et al., 2025; Peralta et al., 2025).
Novice employees may bring adaptability and willingness to learn, but they often require additional training,
supervision, and adjustment time. Experienced employees, on the other hand, contribute operational familiarity,
task efficiency, and mentoring capacity, although their productivity may be influenced by different workplace
expectations (Aquino & Galvez, 2024; Alrawabhi et al., 2020).

A related study by Patropis and Arispe (2025) situated restaurant performance within a competitive service
environment and emphasized that restaurant businesses must continuously improve product and service delivery
to sustain customer experience. Although their study focused on customers of a quick-service restaurant, its
emphasis on service speed, order efficiency, accessibility, transparency, and value is relevant to the present study
because these customer-facing outcomes depend strongly on employee productivity.
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This study was anchored on Herzberg’s Two-Factor Theory, which distinguishes between motivator factors that
contribute to satisfaction and performance and hygiene factors that prevent dissatisfaction (Herzberg et al., 2011;
Mitsakis & Galanakis, 2022). By comparing novice and experienced employees, the study aimed to determine
whether productivity differed by tenure and what workplace factors supported employee performance in a casual
dining restaurant.

Although employee motivation and productivity have been extensively examined in organizational research,
limited hospitality studies have simultaneously investigated Herzberg’s motivator and hygiene factors among
novice and experienced employees in casual dining restaurants. Existing studies frequently evaluate productivity
as a general workforce outcome without considering differences in employee tenure and workplace experience.
This gap limits the ability of restaurant managers to design experience-sensitive interventions that enhance
employee productivity. The present study addresses this gap by examining the influence of motivator and hygiene
factors on the productivity of novice and experienced employees within a casual dining restaurant setting.

1.1 Research Problem

This study aimed to investigate the key factors influencing the productivity of employees in casual dining
restaurants, comparing how these factors vary between experienced and novice employees. Specifically, the study
sought to answer the following questions: (1) To what extent do motivator factors influence the productivity of
experienced and novice employees in terms of advancement, recognition, achievement, growth, responsibility, job
challenge, work itself, and promotion? (2) To what extent do hygiene factors influence the productivity of
experienced and novice employees in terms of work conditions, policies and administrative practices, salary and
benefits, supervision, status, job security, personal life, and co-workers? (3) What is the level of productivity
among experienced and novice employees in terms of work efficiency, quality of service delivered, customer
satisfaction or feedback, teamwork and cooperation, and punctuality and attendance? (4) Is there a significant
difference in productivity between experienced and novice employees in selected casual dining restaurants?

1.2 Theoretical Framework

The study was anchored on Herzberg’s Two-Factor Theory, which explains workplace motivation through two
categories of factors: motivators and hygiene factors. Motivator factors are intrinsic aspects of work that may
enhance satisfaction and performance, such as achievement, advancement, recognition, growth, responsibility,
work itself, job challenge, and promotion. Hygiene factors are workplace conditions that prevent dissatisfaction,
including salary and benefits, supervision, job security, policies, work conditions, status, personal life, and co-
worker relationships.

In this study, motivator and hygiene factors were examined in relation to employee productivity. The framework
assumes that employees may perform better when growth opportunities, recognition, achievement, and meaningful
work are present. At the same time, productivity may be sustained when employees experience safe working
conditions, fair policies, adequate supervision, stable employment, and supportive interpersonal relationships. The
framework further recognizes that novice and experienced employees may not respond to these factors in the same
way because their developmental needs, role familiarity, and workplace expectations differ.

2. Related Work

Experienced employees generally possess stronger familiarity with organizational procedures, job responsibilities,
and operational routines. Their productivity is often supported by accumulated skills, tacit knowledge, confidence
in decision-making, and the ability to mentor newer employees (Subagyo et al., 2023; Zhenjing et al., 2022). Work
experience has also been associated with job satisfaction, organizational commitment, and higher productivity,
particularly when employees are given opportunities for achievement, responsibility, and recognition (Alghaithi
et al., 2022; Metz, 2018).
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Novice employees, meanwhile, are often in the early stage of role adjustment and may experience role ambiguity,
low task confidence, and the need to internalize organizational culture. Supportive work environments,
onboarding, mentoring, and structured training are important in helping new employees adjust and perform
effectively (Najafi et al., 2023; Frogéli et al., 2023; Yang et al., 2024). In hospitality settings, novice employees
often require close supervision and developmental support because they must adapt to fast-paced service
environments and customer expectations (Heimerl et al., 2020; Varga et al., 2021).

Herzberg’s Two-Factor Theory explains workplace motivation through two groups of factors: motivators and
hygiene factors. Motivators such as advancement, recognition, achievement, growth, responsibility, job challenge,
work itself, and promotion contribute to satisfaction, engagement, and improved performance (Herzberg et al.,
2011; Mitsakis & Galanakis, 2022). Advancement and career growth are particularly important because employees
who see clear career pathways are more likely to remain engaged and productive (Sun & Zhang, 2021; Zhang,
2024; Zhu & Song, 2022).

Recognition and achievement also contribute to productivity by validating employees’ efforts and strengthening
their sense of accomplishment. Recognition programs have been linked to morale, job satisfaction, retention, and
employee engagement (Gallup, 2024; Jo & Shin, 2025; Ndiango et al., 2024). Similarly, responsibility and
meaningful work can improve motivation because they allow employees to experience autonomy, accountability,
and personal value in their roles (Manzoor et al., 2021; Ahmad et al., 2024).

Hygiene factors, on the other hand, include work conditions, salary and benefits, supervision, policies, job security,
status, personal life, and co-worker relationships. These factors may not directly create motivation, but they help
prevent dissatisfaction and support stable work performance (Herzberg et al., 2011; Alrawahi et al., 2020).
Favorable working conditions, safe environments, adequate tools, and supportive supervision have been associated
with improved employee performance and job satisfaction (Gu et al., 2022; Herawati et al., 2023; Lee & Shin,
2023).

Compensation, job security, and co-worker relationships are also important in maintaining morale and reducing
dissatisfaction. Fair compensation structures may support employee engagement and retention, while teamwork
and positive workplace relationships contribute to cooperation and service effectiveness (Liu et al., 2024; Jung et
al., 2023; Utama et al., 2024). In restaurant operations, teamwork is especially important because service delivery
requires coordination between front-of-house and back-of-house personnel.

Employee productivity in hospitality may be observed through work efficiency, quality of service delivered,
customer satisfaction, teamwork, and punctuality. Work efficiency reflects speed and accuracy in completing
tasks, while service quality and customer satisfaction depend on employees’ ability to deliver accurate, timely,
and courteous service (Lazaro et al., 2024; Kim et al., 2022). These productivity indicators are important in casual
dining restaurants because operational performance depends not only on individual skills but also on coordination,
communication, and consistency across employees.

3. Methodology

This study used a descriptive-comparative research design to examine the relationship between Herzberg’s Two-
Factor Theory and employee productivity in a casual dining restaurant. The descriptive component documented
the extent to which motivator and hygiene factors influenced productivity, while the comparative component
determined whether productivity significantly differed between novice and experienced employees.

The participants consisted of all 44 employees and managers of Max’s Restaurant, Petron NLEX Marilao. The
population included 19 Front of the House staff, 18 Back of the House staff, six supervisors, and one branch
manager. Based on tenure, 25 respondents, or 56.8 percent, had one to three years of work experience and were
treated as novice employees, while 19 respondents, or 43.2 percent, had four or more years of tenure and were
treated as experienced employees.
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For purposes of analysis, employees with one to three years of tenure were operationally classified as novice
employees, while employees with four or more years of tenure were classified as experienced employees. This
classification was adopted to distinguish employees according to workplace exposure, familiarity with
organizational procedures, and accumulated work experience within the restaurant setting.

The study employed purposive quota sampling to ensure the inclusion of both novice and experienced employees.
Data were collected using a structured questionnaire developed by the researchers and anchored on Herzberg’s
Two-Factor Theory. The questionnaire included items on demographic profile, motivator factors, hygiene factors,
and productivity indicators. Items were rated using a four-point Likert scale. For motivator and hygiene factors,
the verbal interpretations were Great Extent, Moderate Extent, Small Extent, and No Extent at All. For productivity
level, the interpretations were Very High, High, Low, and Very Low.

The instrument underwent content validation by the research adviser and panel members to ensure clarity,
relevance, and alignment with the study objectives. A reliability test was conducted after pilot testing, and the
computed Cronbach’s Alpha was 0.848, indicating good internal consistency. Data were gathered through Google
Forms after permission was sought from the restaurant management. Participation was voluntary, and responses
were treated with confidentiality.

Weighted mean was used to determine the extent of influence of motivator and hygiene factors and the level of
productivity. An independent samples t-test was used to determine whether there was a significant difference
between the productivity levels of novice and experienced employees.

4. Results and Discussion

Table 1. Motivator Factors Influencing Employee Productivity

Motivator Factors WM Novice WM Experienced Average WM Verbal .
Interpretation

Advancement 3.29 3.26 3.04 Moderate Extent
Recognition 2.96 2.88 2.92 Moderate Extent
Achievement 2.92 2.66 2.79 Moderate Extent
Growth 2.96 2.75 2.85 Moderate Extent
Responsibility 3.03 2.21 2.62 Moderate Extent
Job Challenge 3.11 1.97 2.53 Moderate Extent
Work Itself 3.07 2.10 2.58 Moderate Extent
Promotion 2.95 2.16 2.55 Moderate Extent
Overall - Weighted 5 2.50 2.74 Moderate Extent

Mean

Table 1 shows that motivator factors exerted a moderate influence on productivity, with an overall weighted mean
of 2.74. Novice employees obtained a higher overall motivator rating of 3.04 compared with 2.50 among
experienced employees. Advancement emerged as the strongest motivator factor, with novice employees rating it
3.29 and experienced employees rating it 3.26. This finding indicates that career growth, promotion pathways, and
professional development opportunities encouraged productivity across both groups. The strongest individual
indicator under Advancement was clear communication of career advancement opportunities, which obtained an
overall weighted mean of 3.77 and was interpreted as Great Extent in the original thesis.

The least influential motivator factor differed by tenure. Among novice employees, Promotion received the lowest
average rating at 2.95, while among experienced employees, Job Challenge received the lowest rating at 1.97.
These results suggest that novice employees were generally responsive to growth-oriented motivators, while
experienced employees may have required more meaningful, autonomy-driven, or leadership-related forms of
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motivation. The result supports Herzberg’s view that motivator factors contribute to employee engagement, but
their influence may differ according to employee experience and role expectations.

Table 2. Hygiene Factors Influencing Employee Productivity

Hygiene Factors WM Novice WM Experienced  Average WM Verbal .
Interpretation

Work Conditions 3.17 345 341 Moderate Extent
Policies and

Administrative Practices 3.20 2.99 3.09 Moderate Extent
Salary and Benefits 3.05 2.86 2.95 Moderate Extent
Supervision 2.89 3.14 2.99 Moderate Extent
Status 3.00 2.95 2.97 Moderate Extent
Job Security 3.00 2.93 2.96 Moderate Extent
Personal Life 3.03 2.89 2.96 Moderate Extent
Co-workers 3.13 2.80 3.00 Moderate Extent
Overall Weighted Mean  3.06 3.00 3.04 Moderate Extent

Table 2 reveals that hygiene factors also moderately influenced productivity, with an overall weighted mean of
3.04. Work Conditions obtained the highest average weighted mean of 3.41, indicating that a safe, comfortable,
and well-equipped workplace supported productivity across both novice and experienced employees. The
availability of tools, organized workstations, and supportive physical conditions helped reduce operational barriers
and enabled employees to perform tasks efficiently.

Salary and Benefits obtained the lowest overall average weighted mean of 2.95, although it remained within the
Moderate Extent category. Novice employees rated salary and benefits higher than experienced employees,
suggesting that early-career employees may rely more on financial stability and tangible rewards. Co-worker
relationships and status-related indicators also showed areas for improvement, particularly because teamwork and
camaraderie were later reflected as weaker productivity indicators. These results support the interpretation that
hygiene factors may not strongly increase productivity by themselves, but they help prevent dissatisfaction that
can disrupt performance.

Table 3. Productivity Levels of Novice and Experienced Employees

Productivity Indicators WM Novice WM . Average WM Verbal .
Experienced Interpretation

Work Efficiency .
(Speed/Accuracy) 3.38 3.07 3.29 High

Quality of Service Delivered 3.05 3.02 3.03 High
Customer .
Satisfaction/Feedback 2.94 2.98 2.96 High
Teamwork and Cooperation 2.65 2.89 2.77 High
Punctuality and Attendance 3.09 2.86 2.97 High

Overall Weighted Mean 3.02 2.96 2.98 High

Table 3 indicates that both novice and experienced employees demonstrated a high level of productivity. The
overall productivity weighted mean was 2.98, with novice employees obtaining 3.02 and experienced employees
obtaining 2.96. Work Efficiency received the highest average weighted mean of 3.29, suggesting that employees
were generally able to complete tasks quickly and accurately. In a casual dining context, this may include timely
order taking, accurate service delivery, efficient table preparation, and completion of assigned duties within
expected timeframes.
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Teamwork and Cooperation obtained the lowest average weighted mean of 2.77, although it was still interpreted
as High. This result suggests that while employees were productive in individual and efficiency-related tasks,
communication and coordination among team members remained areas for improvement. This finding is important
because restaurant operations require synchronized work among front-of-house staff, back-of-house staff,
supervisors, and managers, especially during peak service periods.

Table 4. Independent Samples t-Test of Productivity Levels by Employee Experience

Variables df t-value t-critical Decision Interpretation

Productivity Level of

Novice Employees and Fail to Reject .

Productivity Level of 42 0.92 +2.02 the Null No Significant
" . Difference

Experienced Hypothesis

Employees

Table 4 presents the independent samples t-test result comparing the productivity levels of novice and experienced
employees. The computed t-value was 0.92, while the critical value at the 0.05 level of significance was +2.02.
Since the absolute computed value was lower than the critical value, the null hypothesis was not rejected.
Therefore, there was no statistically significant difference between the productivity levels of novice and
experienced employees.

This finding suggests that productivity was not determined by tenure alone. Instead, consistent motivator and
hygiene influences helped stabilize performance across both employee groups. Advancement encouraged both
novice and experienced employees to perform productively, while Work Conditions provided the resources, safety,
and physical support necessary for efficient work. Standardized casual dining operations may also have contributed
to similar productivity outcomes because tasks, expectations, and procedures were relatively consistent across
employee groups.

5. Conclusion

The study concludes that employee productivity in the selected casual dining restaurant was influenced by both
motivator and hygiene factors. Advancement emerged as the strongest motivator factor, indicating that clearly
communicated opportunities for career growth and progression encouraged employees to perform productively.
Work Conditions served as the strongest hygiene factor, showing that safe, comfortable, organized, and well-
equipped work environments supported productivity regardless of tenure.

Although novice and experienced employees differed in some motivational preferences, their overall productivity
levels did not significantly differ. Novice employees appeared more responsive to growth-oriented motivators and
supportive hygiene factors, while experienced employees were influenced by consistent workplace systems and
role-related expectations. The findings confirm that productivity was shaped more by organizational structures,
workplace conditions, growth opportunities, and standardized operations than by experience level alone.

The study further concludes that teamwork and cooperation require improvement. While both groups performed
well in efficiency-related tasks, the relatively lower rating for teamwork indicates the need for stronger
communication, coordination, and collaborative routines within restaurant operations.

Managerial Implications

The findings of this study provide several implications for restaurant managers and hospitality practitioners.
Advancement emerged as the strongest motivator factor influencing employee productivity, indicating the
importance of establishing clear career pathways, promotion opportunities, and employee development programs.
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Managers should communicate advancement opportunities effectively and provide continuous learning
experiences that support professional growth.

Work conditions emerged as the most influential hygiene factor, emphasizing the importance of maintaining safe,
organized, and supportive work environments. Restaurant organizations should continue investing in workplace
facilities, equipment, and operational systems that enable employees to perform efficiently and effectively.

The finding that productivity did not significantly differ between novice and experienced employees suggests that
employee performance is influenced more by organizational support systems than by tenure alone. Managers
should therefore implement mentoring programs, coaching initiatives, and team-building activities that benefit
both novice and experienced employees. Strengthening teamwork and cooperation may further improve
organizational performance and service quality.

6. Recommendations

Management may design experience-sensitive development pathways for novice and experienced employees.
Novice employees may be provided with guided task progressions, micro-skill checklists, and structured learning
cycles. Experienced employees may be assigned higher-order responsibilities such as shift-level decision-making,
mentoring, process improvement, and service innovation tasks.

Management may also strengthen hygiene factors by improving workplace stability, role clarity, and interpersonal
relations. Since work conditions strongly support productivity, restaurant managers should maintain safe, clean,
organized, and well-equipped workstations. Salary, benefits, job security, status, and co-worker relationships may
also be reviewed to prevent dissatisfaction and strengthen employee morale.

Supervisors may implement pre-shift huddles, task-switching exercises, standardized communication cues, and
novice-experienced buddy systems to improve teamwork and coordination. These practices may help employees
anticipate peak-hour challenges, clarify responsibilities, and support one another during service operations.

Hospitality programs and academic institutions may integrate simulation-based restaurant service drills, teamwork
exercises, and communication-based performance assessments into student training. Future researchers may
conduct similar studies across multiple branches, restaurant types, or geographic locations to determine whether
the same patterns apply in broader hospitality contexts.

7. Limitations and Future Research

The study was limited to one casual dining restaurant, Max’s Restaurant, Petron NLEX Marilao, and involved 44
respondents. Because the study used a descriptive-comparative design and self-reported survey responses, the
results should be interpreted within the specific organizational context of the participating restaurant. Future
studies may include larger samples, multiple branches, observational productivity measures, or qualitative
interviews to deepen understanding of how motivator and hygiene factors influence restaurant employees across
different service settings.
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