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The one island-one resort concept of the Maldives features a distinct upscale tourism expe-
rience for visitors that offers seclusion, remoteness, and privacy. In view of each island 
as its own resort, the isolation among the islands poses unique challenges for workforce 
development as employees live on the same island where they work to serve the tourists. In 
an increasingly competitive tourism market, the resilience of the Maldives as a tourism des-
tination stands on the inclusion of its local residents in the workforce. Largely dependent on 
tourism to sustain the economy, the Maldives persists with environmental concerns, polit-
ical strife, and rapid socio-cultural changes along with other unprecedented challenges 
of an island destination. To understand the experiences of the local employees working in 
remote upscale resorts, the transcendental phenomenology approach was used to capture 
the essences of the employees’ lived experiences. Essences are the building blocks of expe-
riences with narratives filtered into specific essences and sub-essences derived from the 
one island-one resort model. The examined essences including serenity, solidarity, self-de-
velopment, discontentment, antagonism, and workplace alienation can advance under-
standing to promote inclusive tourism policies for transitioning remote island destinations.

Keywords: one island-one resort, tourism workforce development, lived experiences,  
phenomenology

1  INTRODUCTION

The Maldives is one of the leading upscale tourism destinations in the world and is 
located in the Indian Ocean southwest of Sri Lanka. An archipelago consisting of 26 
natural atolls, the Maldives is composed of 1190 islands with 200 inhabited islands 
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and another 115 islands developed as tourist resorts themed under the “one island-one 
resort” concept (Ministry of Tourism Statistics, 2024). During the early years, fishing 
was the leading industry contributing to the economy; however, since the develop-
ment of tourism in the late 1960s, hospitality and tourism in the Maldives continues 
to evolve within the economy (Najeeb, 2013). The majority of the estimated 515,132 
residents live on the main capital island of Male, which geographically consists of two-
square miles (5.8 km2) of land that is positioned only four-feet (2.4 meters) higher than 
the sea level (Maldives Bureau of Statistics, 2022). In 2023, the Maldives hosted 1.8 
million tourists with an average stay of 7.6 nights and a total contribution to GDP of 
22.5% (Statistical Yearbook of Maldives, 2023).

The one island-one resort concept is a promotional initiative by the Maldivian 
tourism promotion board due to the geographically dispersed nature of the islands 
while also being used as a positioning strategy to promote the destination to a wider 
tourist market. Similar to enclave tourism, the one island-one resort concept is where 
one resort is located on just one island that has self-sustaining facilities and resources 
(Healy and Jamal, 2017; Sathiendrakumar and Tisdell, 1989). In the one island-one 
resort concept of the Maldives, both the tourists and the employees of the resort remain 
on the resort’s island (Auvray, 2010). The tourism industry businesses are the major 
private sector employers. In 2023, there were 176 resorts in operation with 47% of the 
resorts operated by local companies, 19% by foreign companies, and 34% operated 
through joint ventures by both locals and foreign companies (Ministry of Tourism, 
2023). Nearly all of the resorts in the Maldives are controlled by either a local hotel 
group or an international hotel chain and operated through an independent manage-
ment team (Ministry of Tourism, 2023).

The tourism workforce despite being the highest contributor to the Maldivian econ-
omy has fewer locals working in the industry than expatriates. By government regu-
lation, the composition of national to expatriate workers is stipulated at a 50:50 ratio 
(Ministry of Tourism Arts and Culture, 2011). The total percentage of local Maldivians 
working in the resorts accounts for 43% of the workforce in the resorts, with 40% 
males and only 3% female. Expatriates account for 57% of the workforce in the 
resorts, with 88% males and 12% females (Ministry of Tourism, 2023). Females who 
comprise approximately half of the population have evaded employment in the resorts 
predominantly due to the social values of the Maldives, misconceptions of employ-
ment in resorts, and the pressures of having to living away from family while working 
in the island enclaves (Ministry of Tourism Arts and Culture, 2011). Inclusion of local 
employment in the tourism sector has been critical for the resilience of the destination 
and society. In their study supporting resilience theory, Hamzah and Hampton (2013) 
recognize the complex and distinct non-linear nature of island destination resort devel-
opment over conventional resorts. Part of the competitiveness of tourism destinations 
have emerged from the representative diversity of the talents among the greater society 
including the local workforce. Tacit knowledge in tourism businesses for example is 
required for innovation (McLeod, Vaughan and Edwards, 2010), which can also pro-
vide inclusive strategies to engage under-represented residents in the workforce with 
unique opportunities in sharing deeper aspects of the local culture while providing 
opportunities for advancement in society. For example, through the engagement of 
underrepresented residents such as female participation, workforce productivity and 
competitiveness as a nation increases. Advancing opportunities to underrepresented 
groups additionally provides upward mobility and equity within hospitality organiza-
tions (and society) with less dependence on importing transient labor, particularly at 
the supervisory level and above (Baum et al., 2020).



Island destination workforce development and inclusion    111

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

As Domroes (2001) noted that although the Maldives is widely acknowledged to 
be an example of sustainable tourism development, there is a significant disconnect 
between the aspirations of locals for tourism employment and the demand for skilled 
and educated labor. One of the causes for this gap in the Maldives may be due to poor 
policy direction and ad hoc government rules. The human resource dimension is one 
of the most important elements of any industry sector and is particularly significant 
in service sectors such as tourism, which is characterized by high levels of human 
involvement in the development and delivery of services or tourist experiences (Baum, 
2006a). Working in Maldivian resorts is different from other conventional places of 
employment with resorts being their own self-contained islands and disconnected from 
other inhabited islands. Maldivian resorts require that their staff live on the resorts 
while they are employed, which often means employees sharing accommodation with 
co-workers, eating cafeteria food, and having to live a restricted life away from their 
families and homes. Furthermore, building upon the distance of decay effect, phenom-
ena proposed by McKercher and Lew (2003) identified the frictional effect of distance 
and demand in their study of international tourism flows. Within the Maldives, the 
majority of tourists upon arrival at the main international airport near the capital island 
of Male are then transported by sea or seaplane to one of the individual remote island 
resort locations within the country. Islands closer to the capital island benefit from 
a demand-side perspective, while from the supply-side, benefits also exist from the 
closer proximity of the local workforce.

To understand the essence of the experience among local employees working in 
the one island-one resort concept of the Maldives, transcendental phenomenology is 
used as both the philosophical paradigm and research approach. While most phenom-
enology approaches in tourism have focused on the lived experiences of the tourist 
(e.g. Cohen, 1979), there has been a minimal inquiry into the workforce development 
perspective (Pernecky and Jamal, 2010). Examining the workforce yields insights into 
government policy directions toward maintaining competitiveness and resilience as a 
tourism destination. As the majority of employees are required to live away from their 
families to work at these self-contained islands due to the geographical nature of the 
island resorts, socio-cultural considerations are important for sustaining the quality 
of life of its residents/employees, along with inclusive approaches for development. 
Considering the perceptions of the local resident employees, overall employee sat-
isfaction, as well as value to the destination and society, is critical to the success of 
tourism in an increasingly competitive operating environment.

The purpose of this study is to understand the lived experience of local resident 
employees working in a one island-one resort concept. The objectives of the study 
were to:

1.	 Assess the essence of the experience from a workforce development perspective;
2.	 Examine competitive human resource development policies;
3.	 Evaluate human resource challenges within the one island-one resort environ-

ment that informs competitive and inclusive workforce development practices.

2  LITERATURE REVIEW

Despite the limited existing literature on the Maldives in terms of the tourism industry, 
the most researched area is on tourism and sustainability of the Maldivian environment 
due to the fragile ecosystem (Moritz et al., 2017; Purandare, 2009). More recently, 
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studies have emerged including the nature and challenges of entrepreneurship as Chia 
and Muiz (2021) highlighted in their research findings within the context of ongo-
ing challenges facing guest house operators in the Maldives. Their exploratory study 
emphasized the need for more intensified knowledge among six themes within the 
guest house sector in terms of strategic operational management and policymaking for 
the Maldives and wider international markets. Furthermore, with the COVID-19 pan-
demic affecting travel and tourism destinations across the globe, Chia and Anas (2022) 
research additionally underscored the continuous need for adapting in times of crisis 
for guest house operators and entrepreneurs during the pandemic and post-pandemic 
eras.

Butler (1999) debated whether sustainability is regarded by the same measures 
between applications of the social (human) society and that of an environmental 
approach. More recently, Moosa and He (2023) investigated a number of dimensions 
impacting environmental management practices on corporate responsibility with 
establishing that the social sustainability dimension demonstrates the highest impact 
while economic and environmental sustainability impacts followed accordingly. Their 
research, in the context of small island developing states, further reaffirmed the need 
for comprehensive regulatory and transparent environmental reporting approaches that 
lead to advancements in overall sustainability among the dimensions of social, eco-
nomic, and environmental aspects. In terms of employment regulation, for example, 
Najeeb (2014) revealed that the unique workforce development needs in the Maldives 
do not fit a one-size-fits-all approach of a typical destination that is heavily reliant on 
tourism as a nation. Employment regulation among the private sector has been kept 
minimal with enforcement a challenge among the geographically disparate islands 
within the island archipelago of the Maldives (Najeeb, 2014).

Although there exists a number of scholarly works on the human resource devel-
opment and on the Maldives tourism industry in general, the literature is wide ranging 
within the context of taxonomies and emotions of employees working in the tour-
ism industry that relate to workforce development as an approach for the resilience of 
tourism and society. Further inquiry is needed to address the experiences and mind-
sets of employees to gain a better understanding of the workforce development needs 
in the island resorts within the Maldives (Shakeela and Weaver, 2012) and tourism 
in general (Baum, 2006b, 2012; Baum, Kralj, Robinson and Solnet, 2016; Robinson 
and MacDonald, 2018). Moreover, greater stakeholder involvement of employees and 
employers will help strengthen employment regulatory compliance while avoiding 
ambiguous provisions that affect the quality of guest service, employment satisfaction, 
operational competitiveness and functionality, as well as the overall image of the tour-
ism sector (Najeeb, 2014).

2.1  One island-one resort concept

The one island-one resort concept is developed in such a way that it is self-sustained 
within the island itself inclusive of its own infrastructure with its own power, sew-
age, water treatment, and accommodation with all the necessary basic requirements 
for a resort (Carlsen and Hughes, 2008; Jamal and Lagiewski, 2006). Baldacchino 
(2010) interestingly points out that the isolated island’s resorts with their almost per-
fect portrayals of tropical paradise and seclusion are what is often disconnected from 
the Maldivian culture. The tropical façade serves to hide the essence of local culture 
including the sentiments of the residents (Baldacchino, 2010). This is further sup-
ported by Moles and Rohmer’s (1982) criticism that the Maldives is conceived and 
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staged as an idyllic place that has no bearing on reality. Auvray (2010) further argues 
that the Maldivian islands are very much like a theatre with local staff belonging in the 
backstage that remains hidden from the tourists.

The Maldivian tourism industry, similar to other small island destinations, faces 
a number of human resource related challenges such as limited career progression, 
low rates of pay, minimal training and development, unsocial working hours, and 
poor work conditions (Baum, 2006b). Kusluvan, Ilhan and Buyruk (2010) argue that 
in order to achieve quality service delivery, customer satisfaction, industry perfor-
mance, and destination success, the proper management of human resources is crucial. 
Furthermore, Purandare (2009) advocates that social sustainability in terms of human 
equity and health is vital to the success in providing hospitality services. Zimmerman 
(2006) maintains that for the tourism industry to be well maintained in the long run, 
the involvement of local employees is important and human resource policy should 
be approached holistically in the context of enclave tourism. Colin and Baum (2003) 
claim that in a majority of countries, employment in tourism is often regarded as the 
second choice of career priorities resulting in a high percentage of expatriate labor.

Through the early years of the Maldivian tourism industry, the workforce was 
mostly composed of local employees working in the areas of design and construction 
of the resort itself. The resort employees during this era of construction and devel-
opment were only introduced to basic facilities such that they lived in basic living 
quarters with palm thatching and shared among a number of staff that provided limited 
basic necessities such as dining and restroom facilities. In some of the resorts, only the 
senior staff members had these basic facilities while the other entry-level employees 
simply had a folding bed positioned in a lone distant place on the island for them to 
retire after their work (Shakeela and Cooper, 2009).

At the beginning of the 1980s, the Maldivian tourism industry corresponds to a 
period of involvement in Butler’s (1980) destination lifecycle model. During this 
period, the necessary policies and regulations were formulated addressing the basic 
rights of employees, requiring adequate sleeping space with proper beds, toilet facili-
ties, and recreational facilities while addressing the total welfare of employees work-
ing in the resort. With the implementation of these regulations, resort owners were 
compelled to comply with the basic requirements of employees’ welfare. By the mid-
1980s, the accommodation requirements were met by the resort operators; however, 
the facilities and services available for the workers in these enclaves had widely varied 
from one island resort to another. Despite the improved facilities, Shakeela and Cooper 
(2009) maintain that it is still challenging for the majority of Maldivians to work in the 
resorts due to living away and being segregated from their families.

The result of these socio-cultural factors has led to the increased employment 
of expatriate employees at the resorts. Another factor in the high rate of expatriate 
employment is due to the population limitations of workforce availability and the tech-
nical skills required to be employed at the resorts. Furthermore, Shakeela and Cooper 
(2009) specify that in order to increase and retain the local employees in the tourism 
industry, adequate wages need to be introduced to compensate living away from their 
community. In the majority of the resorts, expatriate workers in particular, and those 
working in skill shortage areas where Maldivians are not trained, these employees are 
paid higher wages and inclusive of health insurance however, this is not the case for the 
majority of local employees which adds to their discontent in the enclave environment 
(Shakeela and Cooper, 2009).

The percentage of women working on the isolated island resorts in the tourism 
industry in the Maldives is also very low due to the nature and negative perception 
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of the tourism industry. Traditionally, women were expected to manage their house-
holds and those who commenced working in the tourism industry were stereotyped 
and considered holding a job that was not dignified. Furthermore, given the male 
dominant nature of the tourism industry since its beginning, there was little consid-
eration for female employees in terms of the living conditions on the one island-one 
resort enclaves. The perception by the majority of the Maldivian population when the 
local tourism industry began was that resorts were not a safe environment for the local 
Muslim female to work.

Local employees also experience a great deal of human resource related issues such 
as the absence of a contract between the employer and the employee when locals are 
hired, leading to unfair dismissals of employees. A good example of this was the dis-
missal of three local employees working at a Maldivian resort due to submission of a 
petition to the Ministry of Tourism, Maldives as a result of being treated unfairly and 
demanding better care for employees by their management (Jameel, 2008). Shakeela 
and Cooper (2009) assert that despite the proposed employment ratio being at 50:50, 
operators are frequently not in compliance with the established rules by the respective 
authorities. Furthermore, Shakeela and Cooper (2009) report that due to the lack of an 
adequate labor act dating back to 2009, the monitoring mechanism remains a challeng-
ing process for the regulatory bodies to ensure that all resort operators adhere to the 
government policies and regulations.

There is a perception that many locals are also discouraged by unfair practices 
aimed at them while working in the resorts. Scholars (Jamal and Lagiewski, 2006; 
Shakeela, Ruhanen and Breakey, 2012) point out that due to the close relationship 
between the government and the tourism elites, regulatory oversight is occasionally 
withheld resulting in minimum wage and living condition disputes. Although there are 
regulations that exist, they are selectively enforced and while changes were brought for 
the employment of local Maldivians, it was not consistent and resulted in the employer 
exerting undue power over employees through different means, such as withholding 
wages and benefits, and termination of employees if they protest (Niyaza, 2011). 
The United States Department of State raised concerns of the unethical treatment of 
employees including expatriate labor who were working in unfavorable conditions 
resembling forced labor (Shakeela et al., 2012). As Lockhart (1993) points out that for 
tourism to be successful on small islands states, the benefits that locals receive should 
not be equivalent to that of leftover crumbs from the table of the wealthy.

2.2  Employment implications

Factors hindering people from working in the Maldivian resorts can be examined 
among social, human resource, economic, institutional, and religious factors (Shakeela, 
Ruhanen and Breakey, 2011). Further revealed by Shakeela et al. (2011) is how each 
factor individually contributed to dissuading locals from seeking employment in the 
tourism industry. These include negative perceptions of the industry, isolation from 
family, being confined to work in the resort islands, and parental influence. One factor 
also revealed that the perception held toward the tourism industry as being a place 
where alcohol and nudity are the norm, goes against the religious values and beliefs of 
the Maldivian nation and hence labelled as an immoral industry that is especially not 
suitable for female employees.

The other key social factor was living away from family where employees indicated 
that the distance away from family is one of the major challenges preventing them 
from enjoying the work environment on the island resorts because unlike other jobs, 
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they do not get to see their family or friends after the end of the workday (Shakeela 
et al., 2011). Social isolation is also a factor as some Maldivian residents feel that the 
resorts have no social life for the employees, as there is little to do other than interact-
ing with the same people on a daily basis. The human resource factors were associ-
ated with poor employee facilities, discrimination, lack of employee commitment to 
work, and disinterest in certain jobs. Lastly, the institutional factors including lack of 
employment contracts, absence of labor market supply, and insufficient taxation sys-
tems also fuel further challenges.

The experience of workers in the Maldivian tourism industry points out that even 
though tourism is considered a good income earner, most stay on for just a few years, 
earn enough money and return to their families or go abroad for further studies (Auvray, 
2010). Female employment is an example of the slow changes in the Maldivian society 
due to conservatism and the way gender is considered from a societal standpoint with 
men far outnumbering women in the tourism industry even though the rate of working 
women away from the home is slowly increasing. Jamal et al. (2007) report that the 
state has an important role to play in ensuring that the best interests in the welfare of 
the employee care be of high priority so that expected services provided for the tourists 
visiting the Maldives are of the highest quality in standards of luxury. Furthermore, 
inclusive workforce development practices help to support the economy and positively 
impact social issues where the government and regulatory policy have not been suc-
cessful (de Lange and Dodds, 2017). Similar to the nature of tourism, workforce devel-
opment does not exist with clear boundaries as the wider interrelated interests among 
social, cultural, political, and economic dimensions increase complexities (Cooper, 
1995; Dodds and Butler, 2009; Solnet et al., 2014). Although numerous challenges per-
sist, there have also been positive improvements especially with regard to the dynamic 
issues of human resource development in the tourism industry in the Maldivian islands.

2.3  Phenomenology

Although not a typical research approach from a conventional perspective, phenome-
nology is both a philosophy and a method that has been widely exploited by qualitative 
researchers in an attempt to comprehend the experience of individuals in different 
contexts (Savin-Baden and Major, 2013). Phenomenology was initiated by Edmund 
Husserl (1931) who explored the way people live in the world in addition to views of 
the world and the person as one and the same rather than the world being as a sepa-
rate entity. According to Giorgi (2009) at the commencement of his research, Husserl 
thoughts on phenomenology was also supported by Martin Heidegger, though later the 
two philosophers went their different ways due to disagreements on comprehending 
the viewpoint of phenomenology. Therefore, to understand subjects, researchers must 
understand their contexts in the way the subjects live (Hegel, 1949; Moran, 2002; 
Schmidt, 2005). An epistemological approach informed by phenomenological ontol-
ogy would seek to understand the structures and types of a given experience (Burrell 
and Morgan, 1979).

Phenomenology as a distinct research approach has been gaining momentum with 
beneficial insights related to the tourist experiences (Hayllar and Griffin, 2005; Ingram, 
2002; Li, 2000; Wassler and Schuckert, 2017; Willson, McIntosh and Zahra, 2013). 
However, Savin-Baden and Major (2013) argue that phenomenology is not limited 
alone to a philosophy or paradigm but rather can be used as both a method and a phi-
losophy. Aligned with Arani’s (2016) position that phenomenology affords research-
ers an up-close portrayal of the lived experiences of those in the tourism industry, 
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transcendental phenomenology seeks to find bases of knowledge that are doubt-free. It 
is constitutional in the sense that it ignores abstract claims other than what makes up 
the world. In phenomenology, philosophy and method have significant overlap (Savin-
Baden and Major, 2013); however, transcendental phenomenology by Husserl, sup-
ports the identification and understanding of the essence in regard to the meaning of 
the lived experiences of employees working in confined areas such as the Maldivian 
island resort enclaves.

Transcendental phenomenology seeks to uncover the underlying essence of the 
conditions and qualities that make up an experience (Cilesiz, 2011). A starting point 
in the phenomenological approach would be to describe a typical situation (Giorgi, 
1985). The idea is for the researcher to hold that a phenomenological stance enables 
the focus for the participant to live the experience as a “Gestalt” that is, in its whole-
ness, by attempting to prevent any judgement one may have about the phenomenon 
“epoche” (Sadala and Ferreira, 2002). The word epoche was used in Greek philosophy 
to mean the suspension of judgement, for Husserl it meant setting aside assumptions 
and describing what appears to pure psyche (Moerer-Urdahl and Creswell, 2004).

Although research exists in terms of the emotions and taxonomies of employees 
working in hospitality and tourism (Kim and Agrusa, 2011), there is minimal research 
focused on the experience of tourism employees within the context of phenomenol-
ogy. Pernecky and Jamal (2010) accentuated phenomenology as being a lucrative 
means of research adding value to a variety of stakeholder perspectives while com-
prising potential tourism research subjects including workers, hosts, tourists, students, 
local business, and members of the community. Tourism employment has a long-held 
assumption that the creation of jobs equates to good tourism development; however, 
to support inclusive tourism, a greater depth of inquiry and analysis is needed on these 
isolated communities (Biddulph and Scheyvens, 2018; Li, 2000; Riley and Szivas, 
2009). In reference to the review of literature both on the local employees working 
in the one island-one resort concept of the Maldives and from the phenomenological 
approach, the focus of this research is to provide a more vivid concept of what are the 
true essences from these phenomena that employees experience as an integral com-
munity stakeholder on these secluded enclaves for the resilience of tourism. The pre-
vailing context regarding the resilience of tourism is rooted in communities (Butler, 
2018).

3  METHODOLOGY

3.1  Tourism industry in the Maldives

The researcher’s “wheel of choices” conceptual exploration model by Savin-Baden 
and Major (2013) delineate how the significant choice moments of qualitative research 
interrelate. Based on the researchers’ wheel, the qualitative research lens focuses on 
phenomenology from a philosophical position as well as an approach to explore indi-
vidual experiences of employees working in the island resorts of the Maldives. The data 
were collected through written narratives and analyzed using the QSR International’s 
NVivo 10 qualitative data analysis software (NVivo) while adapting the process flow 
based upon a study by Wassler and Schuckert (2017) on the lived travel experience to 
North Korea. In order to collect the data, the local employees were asked the narrative 
question to describe their feelings and experience of working in an island environment 
in the Maldives. Local employees working in the resorts were emailed the narrative 
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questions and asked to share their experiences to find out the essences of working 
while confined to a one island-one resort concept.

Narratives argued by Giorgi (2009) are far better than traditional interviews for tran-
scendental phenomenology analysis to extract in-depth information on the actual feel-
ings of respondents. Wassler and Schuckert (2017), propose that respondents normally 
write narratives using their true feelings similar to actual experiences in their normal 
attitude. Hence, it is at the discretion of the researcher how the data are presented in 
the context of transcendental phenomenology. In phenomenology particularly while 
collecting data, the person that the researcher is interviewing, regardless of gender, 
personality, race, or nationality is of minimal consequence but rather the experience 
of the person central importance to the outcomes of the investigation (Wassler and 
Schuckert, 2017).

3.2  Participants of the lived experiences

To comprehend the experience of the local employees, respondents were required to 
work on the resort islands of the Maldives. The sampling for the study included the 
local employees in the Maldivian tourism industry. A total of 65 narrative interview 
questions were sent via professional contacts to the employees working in different 
resorts of the Maldives with 54 narratives returned back to the researcher via email 
and after eliminating narratives that replicated each other 46 respondents were used 
for comparison in this study.

The respondents consisted of 46 Maldivian resident employees from 28 different 
island resorts in the Maldives with a description of the demographic variables in pre-
sented in Table 1.

The 46 narrative interview responses reached an identifiable level of saturation to 
come to an understanding of the employee’s experiences while working in these resorts. 

Table 1  Profile of respondents

Variable n (%)

Gender
  Female 17 (36.96)
  Male 29 (63.04)
Age
  18–30 years 18 (39.13)
  31–40 years 17 (36.96)
  41–50 years 9 (19.57)
  51–60 years 2 (4.34)
Marital status
  Single 22 (47.83)
  Married/partnered 16 (34.78)
  Divorced/widowed 8 (17.39)
Education
  High school 7 (15.21)
  Some college 9 (19.57)
  College degree 30 (65.22)
Occupation
  Non-supervisory 28 (60.87)
  Supervisory 18 (39.13)
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Furthermore, the focus was mainly on the depth of information shared by the respon-
dents as part of identifying the essences of the experience. A context-specific sam-
pling approach (Andriotis, 2023) was administered based on the nature of the research 
objectives and scope of the study. In phenomenology, according to Englander (2012), 
what really matters is the quality of information received rather than the number of 
total sample population. Recently emerging as a philosophical approach to inform 
study of the lived experience, phenomenology can produce diverse and wide-ranging 
theoretical perspectives (Pernecky and Jamal, 2010).

3.3  Data collection from narrative interviews

To ensure reliability and validity, as highlighted by Wassler and Schuckert (2017), the 
phenomenological technique of bracketing out previous experience and self-awareness 
was adopted. Bracketing or epoche refers to keeping aside personal perspectives. A 
concern by Spiegelberg (1960) is with prior held views, assumptions, and theoretical 
leanings that asks the researcher to be open-minded and judgement free in describing 
the subjective experiences of others with no hypothesis or prior expectations. Savin-
Baden and Major (2013) similarly clarify that bracketing is not necessarily ridding 
oneself of one’s prior thoughts and viewpoints, but ideally putting aside ideas, knowl-
edge, and thought related to the phenomenon under study. The concept of reflexivity 
can also however, open the potential for the co-production of knowledge in tourism 
leading to critical engagement among complex and fuzzy entanglements that are often 
characteristic of the nature within qualitative research (Ateljevic et al., 2005).

Three steps recommended by Spiegelberg (1960) as a guide to understanding tran-
scendental phenomenology include: intuiting, analyzing, and describing. For Savin-
Baden and Major (2013) phenomenology is about appreciating what the phenomenon 
means to the person’s actual experience. This is a useful technique to understand a 
subject’s experience, understand consciousness, and to identify the essential features 
of what constitutes a phenomenon. Taking the lead from Spiegelberg, the Savin-Baden 
and Major’s (2013) approach builds upon the principles including: phenomenological 
reduction, description, and the search of essence, that serves as the theoretical model 
used to identify essences (Giorgi, 2009; Moustakas, 1994).

The first step involves bracketing, which is a fresh view of the research matter. 
It means setting aside any previous held beliefs, assumptions, and even prejudices 
about a subject and understand it only from the experience of the subject (Savin-Baden 
and Major, 2013). This stage accounts for the practical aspects of the research with 
the compilation of narratives using the NVivo qualitative data analyzing software. 
Narratives that replicated each other were eliminated resulting in a total of 46 contrib-
utor narratives. The second step is to describe the way language is used to communi-
cate an experience or group of experiences to others. This idea of construction means 
a departure from the present and delving deep into the phenomenon. The last step 
in this approach is ascribing meaning and context of a phenomenon and it is where 
the essence is determined. Husserl recommends a technique called free imaginative 
variation to identify essences (Moran, 2002). This means that the researcher makes 
some alterations to the essence being studied and evaluates what changes have taken 
place (Savin-Baden and Major, 2013). The result at this stage leads to the essence of 
the experience (Moerer-Urdahl and Creswell, 2004). Identifying an essence is similar 
to the process of naming where you tend to use a word or phrase that best describes 
the nature of the object (Owen, 1994). Once the data are imported, the coding process 
commenced with the themes and essences being generated.
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4  RESULTS

The findings from the narratives developed the key words to identify the result-
ing essences from the experiences shared by local resort employees. The narrative 
responses were imported to NVivo as sources while classifying along the categories 
of gender and the various island resorts that the employees were currently employed. 
From the description of the experience, coding was done based on the identified 
essences or themes with related content gathered through the nodes. There was no 
limitation in terms of the word length of the narratives completed by the respondents 
resulting in variations in terms of the themes identified from the descriptions. The 
following is an example of the extracted meaning of one of the respondents shared 
experience:

Working in a resort gives me lots of pleasure as it gives a good source of income to build my 
own world with my family. On the other hand, it is a very tough life as it is difficult to balance 
personal life. Most of the time family needs to be skipped due to the work. The number of 
hours or leisure time with family is almost not there. Living or working in the resorts makes 
you more educated than working anywhere else in the country. Have an ultimate chance 
to meet people from different parts of the world and it makes us to realize what life is and 
what we [Maldivians] are lacking in our life. Simply it’s a pleasure to work in a resort in the 
Maldives and with modern technology it makes life too easy to balance with work. Family is 
just always with us. (Male, Resort Room Attendant, 2020)

The obtained meaning from NVivo was converted to phenomenological expressions as the 
lived experiences of the employees working in the island resorts of the Maldives. According 
to Wassler and Schuckert (2017), a second tier understanding of the narrative and mean-
ing units can be derived from the transformation. It is important that multiple respondents 
be differentiated, and common structural description essences be independently observed 
(Moerer-Urdahl and Creswell, 2004). Moran (2002) also suggests that researchers should 
refrain from explanations until the phenomenon have been understood within, which is a key 
point highlighted and similarly emphasized by Husserl in transcendental phenomenology. 
Crowell (2001) maintains that analyzing meaning from transcendental phenomenological 
experiences could be a subjective process that is a potential limitation. The following are 
examples of the key dimensions identified from the experiences.

4.1  The dimension of serenity

The serenity dimension presented in Table 2 is associated with the natural beauty of the work 
environment based on the island resort. Essences identified from this dimension are har-
mony, tranquility, blissful, seclusion, and splendor. Respondents (n = 26) related the peace-
fulness of working in such an environment away from the hustle and bustle of city life work 
environments.

4.2  The dimension of solidarity

The solidarity dimension exhibited in Table 3 is mainly composed of essences such as unity, 
cohesion, camaraderie, humbleness, comfort, and enjoyment. This dimension was agreed 
upon by most of the respondents (n = 32) as they enjoy making friends with people from 
diverse cultural backgrounds.



120    Journal of Qualitative Research in Tourism, Vol. 5 No. 2

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

4.3  The dimension of self-development

The self-development dimension illustrated in Table 4 is linked to essences such as amazing, 
success, excitement, dynamic, patience, and euphoria. Respondents consider that living in 
the resort islands provided them with opportunities to professionally develop themselves 
from this learning environment. Furthermore, working in these enclaves requires a lot of 
patience and the challenging environment allows staff to develop themselves in a number of 
aspects to progress in their career ladder. As they are based in the resorts, they are able to save 
their wages with minimum expenses, as the basic facilities such as food, accommodation, 
and laundry are free services. Most of the respondents (n = 34) agreed with the above-men-
tioned essences.

4.4  The dimension of discontentment

The discontentment dimension represented in Table 5 is associated with essences such as 
stress, unhappiness, depression, distress, annoyance, and displeasure. The result of these 
essences from this dimension followed with nearly all the respondents (n = 45), due to shar-
ing accommodation and consequent social issues. Other concerns raised were the unsuitabil-
ity of the food available to local employees, prolonged working hours without days off, and 
the limited recreational facilities during the employee’s free time.

Table 2  Serenity examples

Meaning
Maldives is a group of islands, we spend days surrounded by nature in the secluded resort life, 
if a resort is built on a private island away from the local life, it is easy to work and it’s easy to 
manage. There won’t be any influence of local citizens or the central government in a private 
island, there will be no vehicles, no crowds, no political strikes and also pollution free environ-
ments. (Male, Resort Human Resources Manager, 2020)

Transformed meaning
States how the surroundings with nature in the private and secluded island resort and away 
from all pollution

Phenomenological expression
Reports the natural work environment in a secluded resort island free from pollution

Table 3  Solidarity examples

Meaning
The best part of my experience in working in the resort is I’ve learned to live among people of 
different cultures, making close friendship with them. These colleagues are there for you when 
you are in need. The team spirit is great with good team synergy. (Female, Resort Front Desk 
Agent, 2020)

Transformed meaning
States that the team spirit is high in the workplace helping one another when in need, friend-
ships among people from different cultures are maintained

Phenomenological expression
Reports on the team spirit of the people working in the organization. Unity and harmony exist 
in their relationship.
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4.5  The dimension of antagonism

Exhibited in Table 6 is the antagonism dimension that resulted in essences such as rigid, resent-
ment, bitterness, hostility, rivalry, and aggression. This is mostly due to the power exercised 
by the top management or the operators in regard to unfair rules and regulations imposed on 
employees. Furthermore, due to the nature of the small employee community, there are rival-
ries among colleagues including the management as well as discrimination among employees. 
The negative essence from this dimension is considered to be at a lower level (n = 6).

4.6  The dimension of workplace alienation

In this dimension, displayed in Table 7 is the essences identified as pressure, separa-
tion, isolation, cruelty, and harassment. The issues mostly being confined to an island 
and staying away from their community, family, and friends. They do not get off days 
as often as they want due to the pressure of working and living away in the resort for 
long periods of time that leads to isolation. Similarly, essences such as harassment and 
tarnished reputations was particularly experienced by female respondents, as some-
times they feel that the work environment in which they work is not safe and secure. 
Furthermore, due to the male dominated culture, female respondents are primarily 
exposed to harassment resulting in the tarnishing of their image or dignity due to the 

Table 4  Self-development examples

Meaning
I am pleased to work and live in an upscale environment with the top-class facilities, there is 
a lot of scope for career advancement. Earning a good salary and visiting family weekly or 
monthly is one of the most important things for an employee, which most of the resorts are 
committed. It is quite easy to save money when working at a resort, because most of your time 
is spent working at the resort, so there is little chance of going out and spending it all. (Male, 
Resort Assistant Front Office Manager, 2020)

Transformed meaning
States how the work environment helps for professionalism along with personal development 
and financial security

Phenomenological expression
Reports on the personal and professional development opportunities while working in the 
resort and at the same time the financial benefits of living in this environment

Table 5  Discontentment examples

Meaning
The food is of a multinational flavor. There are times that one will not get all the delicacies 
required however, the canteen food is not of a good quality and a disappointment. In my 
experience, some have moved resorts just because the food was not up to one’s expectations. 
(Female, Resort Human Resources Coordinator, 2020)

Transformed meaning
States how disappointed with the available food for staff and impact of the experiences of other 
staff moving to another workplace due to this fact

Phenomenological expression
Reports on the disappointment with the food available for employees working at the resort
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spreading of rumors and slander from one employee to another. The essences identi-
fied in this dimension is relatively high among the respondents (n = 31).

The following subthemes of serenity, solidarity, self-development, discontentment, 
antagonism, and workplace alienation are identified in further detail.

4.6.1  Serenity

The majority of tourists visiting the Maldives consider the destination as a paradise on 
earth (Auvray, 2010). As pointed out by a respondent however: “Remote location is 
one, space is another, probably seclusion away from city life” (Male, Resort Assistant 
Restaurant Manager, 2020). Some of the respondents were very content in working 
in such a natural and peaceful environment while avoiding the pollution of the urban 
environment as stated in the following:

“There is no doubt about the harmony and tranquility that we get to experience while work-
ing in a remote location. For many it could be a second home, but for me it is my first home. 
I take my leaves and off days in the resort and I have never felt bored” (Female, Resort Yoga 
Instructor, 2020). Furthermore, similar positive responses were reflected as stated: “Good 
fresh air, no pollution, easy slow life, great beach to enjoy swimming or snorkeling. Great 
place to save money” (Male, Resort Director of Engineering, 2020).

The serenity of the natural environment aligns with Woosnam’s (2011) framework 
of emotional distance that is also similarly connected to the dimension of solidarity 
within the varying levels of closeness. Within the remote distance of the islands in the 
Maldives, there can paradoxically exist a shared experience of closeness through the 
natural environment. With a high level of emotional connection, opportunities exist 
to nurture the positive relationships among employees through the natural elements; 
however, if low levels of emotional connections exist then organizational events may 
be needed to create team-oriented activities for shared experiences among employees 
that can help to realize commonalities among each other amid the various other differ-
ences that may exist.

4.6.2  Solidarity

Woosnam’s (2011) exploration of the role played by emotional solidarity resulted 
in shared beliefs and interactions fostering general positivity and improved ser-
vice for tourists. As reflected in a respondent’s statement: “Accepting the fact that 

Table 6  Antagonism example

Meaning
Working in the Kitchen team comprised mostly all male, expat workers. Though some of them 
were professional there was a lot of discrimination. I enjoyed being financially independent but 
did not enjoy the kitchen due to ongoing bickering on my back simply because I was a woman. 
(Female, Resort Line Cook, 2020)

Transformed meaning
States on the status of the work environment in reference to gender and subjected to discrimi-
nation along with bickering because of being a female employee

Phenomenological expression
Reports on the male dominated work environment and experiencing discrimination along with 
bickering simply for being female
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living and working in the resort is unique … enrichment of one’s life … meeting 
new people from different countries. Share the culture and respect the differences” 
(Female, Resort Front Office Attendant, 2020). Solidarity is associated mostly with 
positive essences among the employees and the organizational culture. Employee 
expressions highlighted that: “Working at this resort feeling happy never felt alone, 
friendly nature and working with many nationals knowing their culture, in one word 
this is a mini world. Not only making friendship with other nationals also become 
friends with me enjoying work with pleasure not with pressure. With available net-
works able to keep in touch with family” (Female, Resort Human Resource Trainor, 
2020). Furthermore, the solidary dimension builds camaraderie and good team 
effort as stated: “… coming to experience of working in a resort, it’s blissful I have 
put up 24 + years’ of experience … personally I am not feeling any difference in 
working in island in terms work, happy with my supportive friends” (Female, Resort 
Auditor, 2020).

The dimension of solidarity builds upon Woosnam’s (2011) notion of the levels 
of interaction which can bond residents with tourists that can be embraced through 
shared behaviors over beliefs. This similarly extends Durkham’s (1995 [1915]) origi-
nal theoretical framework based upon the shared behavior and activities of tourists that 
helped advance an understanding of emotional solidarity through common activities. 
Improved relationships among team-based functional orientation may help to support 
greater interactions with other employees and possibly extending to improved perfor-
mance and a positive guest service culture.

4.6.3  Self-development

For a tourism experience to be memorable, it requires positive essences (Tung and 
Ritchie, 2011). As demonstrated by a respondent: “Overall, working in a resort is 
hard… staying away from family is hard but it’s all worth it … rewarding experience 
and a great career … enjoyable experience … new adventures … career an added 
value … the flexibility to work” (Female, Resort Assistant Sales Manager, 2020). The 
self-development dimension is one of the most positive aspect of the essences among 
most of the employees. Hence, it was expressed from employee’s that: “we are always 

Table 7  Workplace alienation examples

Meaning
For not, having settled with family and children I felt something was lacking, which was 
imbalance of work life. Sometimes I felt it was rather boring very isolated from close friends, 
relatives and parents. Finally, I have decided to quit. My conclusion was it was good to work 
in such kind of environment at certain limitation, not the rest of your life. Parental responsi-
bility is invaluable and important for both parents. Raising a child was not a responsibility of 
only one parent. (Male, Resort Rooms Manager, 2020)

Transformed meaning
States on the lonely status away from family realizing how lacking life was without them, 
leading to leaving the job

Phenomenological expression
Reports on the lonely status one experiences while working away from family in the resorts 
and experiencing the emptiness causing job abandonment as it was believed that both parents 
should equally bring up the children
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in a race against time. We deal with some esteemed hotel brands and deal with highly 
professional individuals all the time, from which we constantly learn a great deal. 
Living on an island can be very challenging as it is extremely congested with multi 
personality and people from different cultures, but a willingness to adapt and be flex-
ible in every situation gets you through every day. I highly recommend it as the most 
enjoyable workplace to be and a company which invest in their people with training 
opportunities to boost morale and career advancement” (Male, Resort Food Service 
Manager, 2020).

The self-development dimension facilitated through learning and training opportu-
nities may support positive morale that leads to a positive emotional essence through 
participative and interactive learning activities. The essence of the memorable expe-
rience proposed by Tung and Ritchie (2011) examined the conceptual underpinnings 
of self-development in creating memorable experiences existing within a facilitated 
and highly interactive environment. The positive essence of the memorable experience 
was enabled through some level of self-development to realize a cherished experience. 
Between higher levels of solidarity and self-development a reciprocal relationship may 
exist to support both dimensions.

4.6.4  Discontentment

Essences such as sadness, lack of joy, anger, and fear led to emotional exhaustion along 
with levels of deviant behavior (Grandey and Goldberg, 2007; Oatley et al., 2006). As 
conveyed by a respondent: “I didn’t plan to come to the resort industry, normally no 
Maldivian ever comes to resort by their heart, but to earn money, same as living on 
an oil rig or an anchored ship … there are no official working hours … personal life 
is also more exposed” (Male, Resort Sous Chef, 2020). Discontentment is associated 
with essences leading to distress in the work life of employees as indicated: “Due to 
no off days means not being able to see my family as often as I want. This means that 
the quality of time, which can be spent with the family, is very limited. Moving up in 
the career ladder, the jobs in this industry becomes a 24-hour job, which is very time 
consuming and highly demanding. It also leaves very limited time for socializing at 
the resort. Living in a resort, most of my friends have drifted away due to limited time 
spent with them” (Female, Resort Sales Manager, 2020).

A cause for disappointment by most of the respondents was the accommodation 
and food on the resorts for the employees. Hence, respondents expressed that: “…not 
much option of foods (especially line staff who cannot dine at the guest restaurant). 
Staff accommodations is not up to standard (Maldivian government should have set 
minimum standard of accommodation built by the company)” (Male, Resort Food & 
Beverage Server, 2020).

Discontentment may result from the display effect between the service provider 
(employee) and guest in a closely lived environment where employees share a highly 
intimate living proximity to guests staying at the resort in the one island-one resort con-
cept. The display effect originally proposed by Hochschild (1983) and later extended 
through the research of Grandey and Goldberg (2007) occurs when human feelings are 
commercialized as display rules through service interactions where the employee is 
expected to suppress their personal feelings to display feelings related to more positive 
essences such as solidarity and serenity effects. According to Hochschild (1983), the 
display effect has high personal costs which often result in elevated levels of social dis-
tress, unhappiness, displeasure, and disappointment among employees in a prescribed 
service environment.
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4.6.5  Antagonism

Anxiety, discrimination, unfairness, and feelings of threat are caused by the undue 
influence of superiors. As revealed by a respondent: “More rigid rules are made with-
out consent from all members … feels like a work camp … as a female employee living 
and working in a limited space with limited freedom of movement - island problems 
like jealousy, gossip, unproductive clique groups misunderstanding, and miscommu-
nication occur … stay to myself and minimize interaction with resort staff other than 
during work hours” (Female, Resort Reservation Agent, 2020). This type of essence 
usually results in fight or flight responses (Turner and Stets, 2006) as many respon-
dents felt they were discriminated against while being ferried back to the island or the 
city and raised concern that: “… the transport system and management is sometimes 
unfair. The seaplane seats are not guaranteed as one can be bumped due to many rea-
sons. Because the staff are given the lowest priority.” Furthermore, as expressed by a 
respondent: “… the manager and above are provided with medical insurance from all 
over the world. However, the assistant manager and below are getting medical cover-
age from the local hospital. I believe that this resort should provide medical insurance 
for all colleagues” (Female, Resort Assistant Manager of Food & Beverage, 2020).

The leadership influence on the antagonism dimension can be through the essence 
of resentment, rigidness, bitterness, rivalry, aggression, and hostility which may be 
evident in the organizational culture. Stets (2010) contends that social structures often 
regulated by organizational culture, for instance, can accelerate the negative essence 
of pressure with an overwhelming sense of oppression leading to the alienation of a 
group from the larger social or organizational structure. This resulting alienated social 
culture highlighted by Turner and Stets (2006) and Stets (2010), advanced the popu-
larized analysis of Hochschild’s (1983) research on emotions and socialization among 
the lived experiences of shared norms within sub-cultures.

4.6.6  Workplace alienation

Working in a hotel resort can be stressful with prolonged hours that could lead to alien-
ation and sabotage (DiPietro and Pizam, 2008; Kim and Agrusa, 2011). As expressed 
by a respondent: “With time I found it too boring in the island … limited social interac-
tions away from the normal community and claustrophobic … don’t see that I would be 
able to stay in a resort for my whole life” (Female, Resort Guest Relations Host, 2020). 
Workplace alienation was identified as isolation being the most concerning essence due 
to separation from family and friends while working in the resorts. However, female 
respondents also raised concerns about workplace harassment from male colleagues as 
conveyed in the following sentiment: “My initial experience at the resort was really not 
good, the management at the resort was not at all considerate and supportive of female 
staff. About eight people were asked to share one room with bunk beds. The isolated 
nature of the island was really lonely sometimes for a female to work, not everyone was 
understanding as there are very few females working in the resorts. Sometimes you do 
not know whom to trust as the next day the perception of others working in the depart-
ment is changed, tarnishing your dignity” (Female, Resort Club Assistant, 2020).

As reported by DiPietro and Pizam (2008), workplace alienation is more likely to 
occur due to managerial styles in a hospitality setting rather than the physical nature of 
a remote environment. Similarly, Kim and Agrusa (2011) stressed the need for organi-
zational coping intervention and particularly among female employees in the unique 
and highly interactive social setting of hospitality. The workplace alienation dimension 
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may be accelerated due to a lack of nurturing leadership that positively contributes to 
the essence of self-development (success), serenity (harmony), and solidarity (unity) 
with the opportunity to minimize discontentment (boring) and antagonism (hostility) 
dimensions through more supportive leadership styles.

5  DISCUSSION

In phenomenology, essences are emotions derived from individual experience that 
form a phenomenon with emotions and examined as lived experiences (Denzi, 1990). 
Essences or emotions are complex and difficult to define, however, their validity and 
significance are seldom suspect (Izard, 2010). Hence, the results have revealed the 
essences of Maldivian employees working in the one island-one resort model as illus-
trated in Figure 1.

The key dimensions arise from the work environment of employees being confined 
to the island resorts with the essences related to each dimension. The essences that 
emerged in the findings suggest that most of the dimensions identified are mixed with 
both negative and positive essences. The one island-one resort model of the Maldives 
is considered to be a microcosm with a large number of the respondents associating the 
islands with positive essences relating to the island resort as a great place to work with 
a learning environment to enhance their career in tourism. A majority of the respon-
dents are not content with the fact that they have to be isolated from their families and 
social life. It was stressed by the respondents that when young and energetic, working 
on the island resort is a perfect place to be employed however, when responsible for 
a family with children it becomes difficult and creates a great deal of problems when 
staying away from home.

On the contrary, the majority of the respondents believed that from a financial point 
of view the savings are very high since the resort provides all the meals for the staff, 
accommodation, and free laundry service without other expenses that are incurred 
while living in an inhabited island. Resort work can be beneficial in terms of saving of 
one’s income and meeting different tourists from around the world. Resort employees 
sacrifice their established family and friends while meeting new people at the resort. 
Once employees start their family life, it is more challenging due to the difficulties of 
going home often after work as well as having limited time to take off from work to 
support their families. For female employees, working in this isolated environment 
indicates that it takes a great deal of courage from their perspective to stand up against 
the negative perception of the Maldivian community who may be against female 
employment on an isolated island in the tourism industry. Furthermore, the challenges 
and difficulties that female employees experience in the male dominant work environ-
ment persist among local females working all positions in these island enclaves. The 
findings of this present study advance Moosa and He (2023) prior research supporting 
the need for workforce policies positioned within the unique nuances related to the 
overall sustainability of tourism in the Maldives and the novel one island-one resort 
concept with employees in close living proximity to guests. Furthermore, the findings 
of this present study advance the need for greater stakeholder involvement that extend 
beyond one-size-fits-all policies (Najeeb, 2014) and to consider multi-dimensional 
employment approaches (employee participation) that maximize productivity and res-
ident well-being (Chia and Muiz, 2021), leadership development to anticipate change 
(Chia and Anas, 2022), and overall sustainability through proactive corporate social 
responsibility initiatives including positive social development.
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6  CONCLUSION

The transcendental phenomenology belonging to Husserl’s school of thought was con-
sidered in order to understand the essences from local employees’ who have expe-
rienced working in the isolated resorts of the Maldives. The results in terms of the 
identified essences are a mix of both positive and negative essences among the six 
dimensions of meaning interpreted from narratives shared by the local employees 
working in the one island-one resort concept of the Maldives. Working in an isolated 
island resort requires a great deal of patience in addition to high levels of flexibility 
from both the employee and management perspective.

The contributions from this study have portrayed how the local employees view 
their work environment and the essences revealed through the participant responses. 

Figure 1  Essences of local employees working in the one island-one resort of the 
Maldives
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In assessing the essence of the experience, in the first research objective, workforce 
development considerations must extend beyond the physical dimension of the island 
and experience. For example, although employees appreciated the physical beauty and 
tranquility of the idyllic island and overall resort property itself, this appreciation did 
not extend to other aspects of their experience and in particular in regard to fostering 
positive relationships between employees as well as management. In this remote island 
setting, there is a heightened need for further consideration of other social, emotional, 
intellectual, and psychological dimensions as evidenced in the results of the employee 
narratives. Even the physical aspect of the employee living quarters on the island was 
not suitable for fostering employee well-being that could also be serving as an obstacle 
in fostering positive relationships and fueling antagonism between employees them-
selves as well as between employees and management.

With respect to the second research objective of this study, an opportunity exists for 
management to integrate competitive human resource development policies to foster 
employee work/life well-being that is uniquely tailored to remote island resort destina-
tions where employees live in close proximity to guests. While the physical nature of 
an upscale guest experience can vastly differ from that of an employee’s life, greater 
emphasis on employee development can be structured to support the social, emotional, 
intellectual, and psychological dimensions through strategic leadership initiatives that 
build further elements with training centered on aspects of trust, understanding, and 
well-being. Addressing these key findings will improve overall employee satisfaction, 
which will lead to better service and maximize value for the resorts, as well as the 
tourist’s experience while visiting the destination.

In connection to the third objective of this research, the human resource challenges 
within the one island-one resort environment require an emphasis on progressive 
development opportunities for employees as well as inclusive workforce development 
practices and particularly in consideration of structures of power, culture, and gender 
equity that positively leverages workforce diversity.

Practical industry implications at an organizational level in remote resort island 
locations involve heightened human resource approaches that move beyond policies 
and procedures. At the heart of well-designed human resource development programs 
are the effective channels of communication and feedback. In examining the essences 
in this study, for instance, identifiable themes emerged that can help identify opportu-
nities and challenges among diverse workforces. Coupled with emerging technologies, 
multiple sources of information can be gathered that can help to personalize employee 
development plans based on a network of feedback personally (face to face), socially, 
as well as through emerging technologies. Soliciting feedback among a number of 
sources and stakeholders (Najeeb, 2014) for instance, can take on a network approach 
for workforce development initiatives rather than one-dimensional learning initiatives 
and policies based on isolated or single sources of information.

REFERENCES

Andriotis, K. (2023). Writing a scientific structured article: The ILMRAD format. Journal of 
Qualitative Research in Tourism, 4(2), 101–112, doi: 10.4337/jqrt.2023.02.00.

Arani, A. (2016). Discovering the Self: A Critical Phenomenological Paradigm for Tourism 
Research. UC San Diego, URL: https://escholarship.org/uc/item/6hv573t3.

Ateljevic, I., Harris, C., Wilson, E. and Collins, F.L. (2005). Getting ‘entangled’: Reflexivity 
and the ‘critical turn’ in tourism studies. Tourism Recreation Research, 30(2), 9–21, doi: 
10.1080/02508281.2005.11081469.

https://doi.org/10.4337/jqrt.2023.02.00
https://escholarship.org/uc/item/6hv573t3


Island destination workforce development and inclusion    129

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

Auvray, B. (2010). Tourism in the Maldives: Experiencing the difference from Maldives. Hal 
archives-ouvertes, URL: https://halshs.archives-ouvertes.fr/halshs00536400/document.

Baldacchino, G. (2010). Island brands and the Island as a brand: Insights from immigrant entre-
preneurs on Prince Edward Islands. International Journal of Entrepreneurship and Small 
Business, 9(4), 378–393, URL: https://ideas.repec.org/a/ids/ijesbu/v9y2010i4p378-393.html.

Baum, T. (2006a). Human Resource Management for Tourism, Hospitality and Leisure. An 
International Perspective. London: Thomson Learning.

Baum, T. (2006b). Human resource issues. In: G. Baldacchino (Ed), Extreme Tourism: Lessons 
from the World’s Cold Water Islands (pp. 41–50). Oxford: Elsevier.

Baum, T. (2012). Human resource management in tourism: A small island perspective. 
International Journal of Culture, Tourism and Hospitality Research, 6(2), 124–132, doi: 
10.1108/17506181211233054.

Baum, T., Kralj, A., Robinson, R.N.S. and Solnet, D.J. (2016). Tourism workforce research: 
A review, taxonomy and agenda. Annals of Tourism Research, 60, 1–22, doi: 10.1016/j.
annals.2016.04.003.

Baum, T., Mooney, S.K.K., Robinson, R.N.S. and Solnet, D. (2020). COVID-19’s impact 
on the hospitality workforce – New crisis or amplification of the norm? International 
Journal of Contemporary Hospitality Management, 32(9), 2813–2829, doi: 10.1108/
IJCHM-04-2020-0314.

Biddulph, R. and Scheyvens, R. (2018). Introducing inclusive tourism. Tourism Geographies, 
20(4), 583–588, doi: 10.1080/14616688.2018.1486880.

Burrell, G. and Morgan, G. (1979). Sociological Paradigms and Organisational Analysis. 
London: Heinemann.

Butler, R. (1980). The concept of a tourist area cycle of evolution: Implications for  
management of resources. Canadian Geographer, 24(1), 5–12, doi: 10.1111/j.1541-0064. 
1980.tb00970.x.

Butler, R. (1999). Sustainable tourism: A state‐of‐the‐art review. Tourism Geographies, 1(1), 
7–25, doi: 10.1080/14616689908721291.

Butler, R. (2018). Sustainable tourism in sensitive environments: A wolf in sheep’s clothing? 
Sustainability, 10(6), 1789, doi: 10.3390/su10061789.

Carlsen, J.C. and Hughes, M. (2008). Tourism market recovery in the Maldives after the 2004 
Indian Ocean tsunami, Journal of Travel & Tourism Marketing, 23(2), 139–149, doi: 10.1300/
J073v23n02_11.

Chia, K.W. and Anas, A. (2022). (Re)starting the tourism business during a crisis? Challenges 
and decisions to reopen of guest house entrepreneurs in the Maldives. Current Issues in 
Tourism, 25(7), 1015–1020, doi: 10.1080/13683500.2022.2030681.

Chia, K.W. and Muiz, A. (2021). The nature and challenges of guest house business in the 
Maldives: An exploratory study. Tourism and Hospitality Research, 21(1), 3–14, doi: 
10.1177/1467358420926688.

Cilesiz, S. (2011). A phenomenological approach to experiences with technology: Current 
state, promise and future directions for research. Educational Technology Research and 
Development, 59(4), 487–510, doi: 10.1007/s11423-010-9173-2.

Cohen, E. (1979). A phenomenology of tourist experiences. Sociology, 13(2), 179–201, doi: 
10.1177/003803857901300203.

Cooper, C. (1995). Strategic planning for sustainable tourism: The case of the off-
shore islands of the UK. Journal of Sustainable Tourism, 3(4), 191–209, doi: 
10.1080/09669589509510726.

Crowell, S. G. (2001). Husserl, Heidegger, and the Space of Meaning: Paths Toward 
Transcendental Phenomenology. Evanston: Northwestern University Press.

de Lange, D. and Dodds, R. (2017). Increasing sustainable tourism through social entrepre-
neurship. International Journal of Contemporary Hospitality Management, 29(7), 1977–
2002, doi: 10.1108/IJCHM-02-2016-0096.

Denzin, N. (1990). On understanding emotion: The interpretive‑cultural agenda. In T. D. Kemper 
(Ed), Research Agendas in the Sociology of Emotions (pp. 85–116). Albany: State University 
of New York Press.

https://halshs.archives-ouvertes.fr/halshs00536400/document
https://ideas.repec.org/a/ids/ijesbu/v9y2010i4p378-393.html
http://doi.org/10.1111/j.1541-0064. 1980.tb00970.x
http://doi.org/10.1111/j.1541-0064. 1980.tb00970.x


130    Journal of Qualitative Research in Tourism, Vol. 5 No. 2

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

DiPietro, R. and Pizam, A. (2008). Employee alienation in the quick service restaurant industry. 
Journal of Hospitality and Tourism Research, 32, 22–39, doi: 10.1177/1096348007309567.

Dodds, R. and Butler, R.W. (2009). Inaction more than action: Barriers to the implementation 
of sustainable tourism policies. In: S. Gossling, C.M. Hall and D. Weaver (Eds), Sustainable 
Tourism Futures Perspectives on Systems, Restructuring and Innovations (pp. 43–57). 
London: Routledge.

Domroes, M. (2001). Conceptualising state-controlled resort islands for an environment-friendly 
development of tourism: The Maldivian experience. Singapore Journal of Tropical 
Geography, 22(2), 122–137, doi: 10.1111/1467-9493.00098.

Durkheim E. (1995 [1915]). The Elementary Forms of the Religious Life. New York: Free 
Press.

Englander, M. (2012). The interview: Data collection in descriptive phenomenological 
human scientific research. Journal of Phenomenological Psychology, 43(1), 13–35, doi: 
10.1163/156916212X632943.

Giorgi, A. (1985). Phenomenology and Psychological Research. Pittsburgh, PA: Duquesne 
University Press.

Giorgi, A. (2009). The Descriptive Phenomenological Method in Psychology: A Modified 
Husserlian Approach. Pittsburgh, PA: Duquesne University Press.

Grandey, A. and Goldberg, L. (2007). Display rules versus display autonomy: Emotion regu-
lation, emotional exhaustion, and task performance in a call center simulation. Journal of 
Occupational Health Psychology, 12, 301–318, doi: 10.1037/1076-8998.12.3.301.

Hamzah, A. and Hampton, M.P. (2013). Resilience and non-linear change in island tourism. 
Tourism Geographies, 15(1), 43–67, doi: 10.1080/14616688.2012.675582.

Hayllar, B. and Griffin, T. (2005). The precinct experience: A phenomenological approach. 
Tourism Management, 26(4), 517–528, doi: 10.1016/j.tourman.2004.03.011.

Healy, N. and Jamal, T. (2017). The Sage International Encyclopedia of Travel and Tourism: 
Enclave Tourism. Thousand Oaks, CA: Sage Publications.

Hegel, G. (1949). The Phenomenology of Mind (J.B. Baillie, Trans., 2nd rev. ed.). New York: 
Humanities Press.

Hochschild, A.R. (1983). The Managed Heart: Commercialization of Human Feeling. Berkeley, 
CA: University of California Press.

Husserl, E. (1931). Ideas: General Introduction to Pure Phenomenology (D. Carr, Trans.). 
Evanston, IL: Northwestern University Press.

Ingram, G. (2002). Motivations of farm tourism hosts and guests in the South West 
Tapestry Region, Western Australia: A phenomenological study. Indo‑Pacific Journal of 
Phenomenology, 2(1), 1–12, doi: 10.1080/20797222.2002.11433872.

Izard, C. E. (2010). The Many Meanings/Aspects of Emotion: Definitions, Functions, Activation, 
and Regulation. Emotion Review, 2(4), 363–370, doi: 10.1177/1754073910374661.

Jamal, M. (2007). Exploring Tourism Development on Uninhabited Islands. RIT Scholar 
Works.

Jamal, M.M. and Lagiewski, R. (2006). A Bipolar View of Island Tourism Planning: A Case of 
Maldives Islands. RIT Scholar Works.

Jameel, A. (2008). Resortehgai Massakaykuraa Dhivehithakeh Hushahelhi Petition 
Akaaigulhigen 3 Dhivassaku Vazeefaain Vakikohfi. Haveeru Daily, URL: www.haveeru.
com.mv.

Kim, H.J. and Agrusa, J. (2011). Hospitality service employees’ coping styles: The role of emo-
tional intelligence, two basic personality traits, and socio-demographic factors. International 
Journal of Hospitality Management, 30(3), 588–598, doi: 10.1016/j.ijhm.2010.11.003.

Kusluvan, S., Ilhan, Z. and Buyruk, L. (2010). The human dimension: A review of human 
resources management issues in the tourism and hospitality industry. Cornell Hospitality 
Quarterly, 51(2), 171–214, doi: 10.1177/1938965510362871.

Li, Y. (2000). Geographical consciousness and tourism experience. Annals of Tourism Research, 
27(4), 863–883, doi: 10.1016/S0160-7383(99)00112-7.

Lockhart, G. (1993). Tourism to Fiji: Crumbs off a rich man’s table? Geography, 78(3), 318–
323, URL: https://www.jstor.org/stable/40572339.

www.haveeru.com.mv
www.haveeru.com.mv
https://www.jstor.org/stable/40572339


Island destination workforce development and inclusion    131

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

Lúcia, A.M.S. and Rubens, A.C.F. (2002). Phenomenology as a method to investigate the expe-
rience lived: A perspective from Husserl and Merleau Ponty’s thought. Journal of Advanced 
Nursing, 37(3), 282–293, doi: 10.1046/j.1365-2648.2002.02071.x.

Maldives Bureau of Statistics. (2022). Resident Population Census 2022. URL: https://statis-
ticsmaldives.gov.mv/.

Mckercher, B. and Lew, A.A. (2003). Distance decay and the impact of effective tourism exclu-
sion zones on international travel flows. Journal of Travel Research, 42(2), 159–165, doi: 
10.1177/0047287503254812.

McLeod, M.T., Vaughan, D.R. and Edwards, J. (2010). Knowledge networks in the tourism 
sector of the Bournemouth, Poole, and Christchurch conurbation: Preliminary analysis. The 
Service Industries Journal, 30(10), 1651–1667, doi: 10.1080/02642060903580664.

Ministry of Tourism Arts and Culture. (2011). Strategic Human Resource Development Plan for 
the Tourism Industry 2011-2015. URL: http://www.tourism.gov.mv/downloads/hrd_work-
shop_2011/HR_strategy_Draft.pdf.

Ministry of Tourism. (2023). Tourism Year Book. URL: http://www.tourism.gov.mv/statistics/
annual-publications/.

Ministry of Tourism Statistics. (2024). 50 years of Maldivian Tourism. URL: https://www.tour-
ism.gov. mv/en/statistics/publications.

Moerer-Urdahl, T. and Creswell, J. (2004). Using transcendental phenomenology to explore 
the “ripple effect” in a leadership mentoring program. International Journal of Qualitative 
Methods, 3(2), 1–28, doi: 10.1177/160940690400300202.

Moles, A. and Rohmer, E. (1982). Labyrinthes du vécu. L’espace: Matière d’actions. Paris, 
Librairie des Méridiens.

Moran, D. (2002). Introduction to Phenomenology. London: Routledge.
Moritz, C., Ducarme, F., Sweet, M.J., Fox, M.D., Zgliczynski, B., Ibrahim, N., Furby, K.A., 

Caldwell, Z.R., Pisapia, C., Grimsditch, G. and Abdulla, A. (2017). The resort effect: Can 
tourist islands act as refuges for coral reef species? Diversity and Distribution, 23, 1301–
1312, doi: 10.1111/ddi.12627.

Moosa, A. and He, F. (2023). Impact of environmental management practices on corporate 
sustainability: Evidence from the Maldives hospitality industry. International Journal of 
Emerging Markets, 18(9), 2869–2889, doi: 10.1108/IJOEM-06-2020-0700.

Moustakas, C. (1994). Phenomenological Research Methods. Thousand Oaks, CA: Sage.
Najeeb, A. (2013). The role of HR actors in designing and implementing HRM in tour-

ist resorts in the Maldives. Employee Relations, 35(6), 593–612, doi: 10.1108/
ER-08-2012-0057.

Najeeb, A. (2014). ‘Not for us, but for them’: Hospitality industry stakeholder views on design 
and implementation challenges of Maldivian employment law. Labour and Industry, 24(2), 
124–145, doi: 10.1080/10301763.2014.915788.

Niyaza, A. (2011). Musaara Nudheegen Alidhoo Resortge Muazzafun Haluthaalu Fashaifi. 
URL: http://sun.mv/10897.

Oatley, K., Keltner, D. and Jenkins, J. (2006). Understanding Emotions (2nd ed.). Oxford: 
Blackwell Publishing.

Owen, I.R. (1994). Introducing an existential-phenomenological approach: Basic phenomeno-
logical theory and research—Part I, Counselling Psychology Quarterly, 7(3), 261–273, doi: 
10.1080/09515079408254151.

Pernecky, T. and Jamal, T. (2010). (Hermeneutic) phenomenology in tourism studies. Annals of 
Tourism Research, 37(4), 1055–1075, doi: 10.1016/j.annals.2010.04.002.

Purandare, J. (2009). Sustainable tourism development in sensitive environments, how can tour-
ist development in popular destinations, such as the Maldives, also be sustainable develop-
ments. International Journal of Small Economies, 1(1), 1–14.

Riley, M. and Szivas, E. (2009). Tourism employment and poverty: Revisiting the supply curve. 
Tourism Economics, 15(2), 297–305, doi: 10.5367/000000009788254359.

Robinson, D. and MacDonald, T. (2018). Tourism workforce development in the  
Kootenay-Rockies. Annals of Tourism Research, 74, 204–207, doi: 10.1016/j.annals.2018. 
07.004.

https://statisticsmaldives.gov.mv/
https://statisticsmaldives.gov.mv/
http://www.tourism.gov.mv/downloads/hrd_workshop_2011/HR_strategy_Draft.pdf
http://www.tourism.gov.mv/downloads/hrd_workshop_2011/HR_strategy_Draft.pdf
http://www.tourism.gov.mv/statistics/annual-publications/
http://www.tourism.gov.mv/statistics/annual-publications/
https://www.tourism.gov
https://www.tourism.gov
http://mv/en/statistics/publications
http://sun.mv/10897
https://doi.org/10.1016/j.annals.2018.07.004
https://doi.org/10.1016/j.annals.2018.07.004


132    Journal of Qualitative Research in Tourism, Vol. 5 No. 2

Journal compilation © 2024 Edward Elgar Publishing Ltd© 2024 The Author

Sadala, M. and Ferreira, R. (2002). Phenomenology as a method to investigate the experi-
ence lived: A perspective from Husserl and Merleau Ponty’s thought. Journal of Advanced 
Nursing, 37(3), 282–293, doi: 10.1046/j.1365-2648.2002.02071.x.

Sathiendrakumar, R. and Tisdell, C. (1989). Tourism and the economic development of the 
Maldives. Annals of Tourism Research, 16(2), 254–269, doi: 10.1016/0160-7383(89)90071-6.

Savin-Baden, M. and Major, C. (2013). Qualitative Research: The Essential Guide to Research 
and Practice. London: Routledge.

Schmidt, C. (2005). Being, Becoming and Belonging: The Phenomenological Essence of 
Spiritual Leisure Experiences. Unpublished PhD thesis. Griffith University.

Shakeela, A. and Cooper, C. (2009). Human resource issues in a small island setting: The 
case of the Maldivian tourism industry. Tourism Recreation Research, 34(1), 67–78, doi: 
10.1080/02508281.2009.11081576.

Shakeela, A. and Weaver, D. (2012). Resident reaction to a tourism incident, mapping a 
Maldivian emoscape. Annals of Tourism Research, 39(3), 1337–1358, doi: 10.1016/j.
annals.2012.01.007.

Shakeela, A., Ruhanen, L. and Breakey, N. (2011). The role of employment in the sustain-
able development paradigm—The local tourism labor market in small island develop-
ing states, Journal of Human Resources in Hospitality & Tourism, 10(4), 331–353, doi: 
10.1080/15332845.2011.588493.

Shakeela, A., Ruhanen, L. and Breakey, N. (2012). Human resource policies: Striving for sus-
tainable tourism outcomes in the Maldives. Tourism Recreation Research, 37(2), 113–122, 
doi: 10.1080/02508281.2012.11081696.

Solnet, D., Nickson, D., Robinson, R.N.S., Kralj, A. and Baum, T. (2014). Discourse about 
workforce development in Tourism—An analysis of public policy, planning, and implemen-
tation in Australia and Scotland: Hot air or making a difference? Tourism Analysis, 19(5), 
609–623, doi: 10.3727/108354214X14116690097936.

Statistical Yearbook of Maldives. (2023). National Bureau of Statistics Tourism Report. URL: 
https://statisticsmaldives.gov.mv/yearbook/.

Stets, J. E. (2010). Future Directions in the Sociology of Emotions. Emotion Review, 2(3), 265–
268, doi: 10.1177/1754073910361975

Spiegelberg, H. (1960). Husserl’s phenomenology and existentialism. The Journal of Philosophy, 
57(2), 62–74, doi: 10.2307/2022808.

Tung, V. and Ritchie, J. (2011). Exploring the essence of memorable tourism experiences. 
Annals of Tourism Research, 38, 1367–1386, doi: 10.1016/j.annals.2011.03.009.

Turner, J. and Stets, J. (2006). Sociological theories of human emotions. Annual Review of 
Sociology, 32, 25–52, doi: 10.1146/annurev.soc.32.061604.123130.

Wassler, P. and Schuckert, M. (2017). The lived experience to North Korea, Journal of Tourism 
Management, 63, 123–134, doi: 10.1016/j.tourman.2017.04.013.

Willson, B.G., McIntosh, A.J. and Zahra, A.L. (2013). Tourism and spirituality: A phe-
nomenological analysis. Annals of Tourism Research, 42(1), 150–168, doi: 10.1016/j.
annals.2013.01.016.

Woosnam, K. (2011). Testing a model of Durkheim’s theory of emotional solidarity among 
residents of a tourism community. Journal of Travel Research, 50, 546–558, doi: 
10.1177/0047287510379163.

Zimmerman, W. (2006). Good governance in destination management. In: W. Jamieson (Ed), 
Community Destination Management in Developing Economies (pp. 113–122). Binghamton, 
NY: Haworth Publishing.

http://doi.org/10.3727/108354214X14116690097936
https://statisticsmaldives.gov.mv/yearbook/
http://doi.org/10.1177/1754073910361975

	Island destination workforce ﻿development and inclusion
	1 INTRODUCTION
	2 LITERATURE REVIEW
	2.1 One island-one resort concept
	2.2 Employment implications
	2.3 Phenomenology

	3 METHODOLOGY
	3.1 Tourism industry in the Maldives
	3.2 Participants of the lived experiences
	3.3 Data collection from narrative interviews

	4 RESULTS
	4.1 The dimension of serenity
	4.2 The dimension of solidarity
	4.3 The dimension of self-development
	4.4 The dimension of discontentment
	4.5 The dimension of antagonism
	4.6 The dimension of workplace alienation
	4.6.1 Serenity
	4.6.2 Solidarity
	4.6.3 Self-development
	4.6.4 Discontentment
	4.6.5 Antagonism
	4.6.6 Workplace alienation

	5 DISCUSSION
	6 CONCLUSION
	REFERENCES


