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EXECUTIVE SUMMARY
Tourism is an attractive development option for countries where other alternatives for development
are limited. It namely creates among others opportunities for jobs. St. Eustatius, a small island in the
Caribbean Sea, is an example of a country which would like to develop tourism. Therefore, it is
developing a Tourism Master plan which aims at doubling the number of tourism related jobs from
approximately 150 in 2014 to 300 in 2020. This study contributes to the Tourism Master plan by
creating an understanding of the labour market in general and the tourism labour market more
specifically in St. Eustatius.
In order to create an understanding of the Statian (tourism) labour market the characteristics of the
labour market and how these characteristics can be explained were firstly examined. By means of
semi-structured interviews with local experts on the (tourism) labour market and document analysis
it appeared that St. Eustatius' labour market is small, static, lacks diversity and has a lot of small
businesses. In addition, it is dominated by three large employers, respectively the government, the
oil firm NuStar, and the tourism sector of which NuStar is the biggest private employer. Furthermore,
the third largest employer, the tourism sector, is perceived to offer high potential for economically
developing the island. A last characteristic is that it is difficult to match demand for and supply of
labour with each other as there exists a lack of qualified people and motivation among potential
candidates.
Several external factors were found to influence the labour market. Firstly, the physical geography of
the island causes the island and its population number to be small. Opportunities are therefore
limited, which contributes to the labour market being small, static, lacking diversity and having many
small businesses. Also, the political economic situation contributes to this as political instability and
lack of island government's budget complicates the island government to invest in the economy.
Laws and regulations impede the population to set up businesses. In addition, culture plays a role,
since the way of working and work attitude is affected by this. This influences for example the level
of motivation to work. Another factor is education. Brain drain is a problem occurring on St.
Eustatius, as many students do not return to the island after graduation. As a consequence, workers
are brought in from abroad or foreign entrepreneurs start a company on St. Eustatius. A last external
factor is the organizations on the island which influence the labour market by giving trainings, fitting
vocational education to the labour market, striving for a favourable investment climate, acting as an
intermediary between matching demand for and supply of labour, etc.
The labour market is also influenced by the independent decisions which people make. People's
decision to stay in or quit a job is affected by their job satisfaction. Moreover, whether they decide to
work in a certain sector is affected by their perceptions of this sector and other sectors in the
economy. These perceptions (with a special focus on the perceptions on the tourism sector) were
examined by means of a self-administered survey, which was handed out to employees working in
the government sector, tourism sector and private sector. First of all, total job satisfaction appeared
to be equal for the government, tourism and private sector employees. However, tourism employees
were more satisfied with ''The way company policies are put into practice'' than government
employees. They were least satisfied with ''The pay and amount of work'', but most satisfied with
''The chance to do things for others''.
This research also examined what people found important in a job and whether they thought jobs in
the three largest sectors on the island could offer them what they perceive as important in a job. The
four most important job factors were respectively ''A job that I will find enjoyable'', ''A secure job'', a
''Pleasant working environment'', and ''A job which gives responsibility''. Although the three sectors
were in general perceived as not offering what employees found to be important in a job, NuStar was
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most positively perceived regarding offering the job factors which are valued important, followed by
respectively the government and the tourism sector.
In addition, perceptions on the economic sectors on Statia were investigated with a particular focus
on the tourism sector. ''A job that I will find enjoyable'', ''Colleagues that I can get along with'', a
''Pleasant working environment'', ''The opportunity to travel abroad'' and ''A job where I can care for
others'' was perceived to be offered by the tourism sector compared to the government and NuStar.
However, the respondents perceived the tourism sector as providing the least ''Good starting salary''
compared to the government and NuStar.
All of the above functioned as input to identify strengths, weaknesses, opportunities and threats
regarding the tourism labour market. The strengths 'Satisfied with jobs' (S1) and 'Positive image
regarding a few job aspects compared to the government and NuStar' (S3) (e.g. enjoyable job,
pleasant working environment, etc.) were the most important strengths of the tourism labour
market. etc.). The largest weakness was 'Skill deficit: low level of service in the sector' (W5) and the
biggest opportunity was the 'STDF (promotes, advices the government, raises awareness)' (O4).
Lastly, the greatest threats to the tourism labour market were 'Lack of qualified people on the island'
(T2) and 'Positions in the tourism sector are mainly occupied by foreigners' (T3).
Based on the results general recommendations regarding the development of the tourism sector and
in particular recommendations regarding the tourism labour market were made:





Collect reliable statistical data
Without reliable statistical data, it is more complicated to design a proper general labour market
policy and tourism labour market policy in particular.
Increase tourist accommodation by means of attracting investors
More tourist accommodation needs to be build in order to develop the tourism sector and create
jobs on St. Eustatius.
Improve the island's accessibility
The island's accessibility (i.e. via air and sea) should be improved in order to develop the tourism
sector and create jobs on St. Eustatius.
Prevent the construction of a second oil terminal of NuStar
The realization of a second oil terminal of NuStar on St. Eustatius should be prevented as it would
hamper the development of the tourism sector and its potential to be a job generator.

In order to stimulate local employment in the tourism sector, also recommendations with regard to
the tourism labour market were created:
 Emphasize positive aspects of working in the tourism sector
This could be done by presenting at the career fair, giving information at schools and making the
tourism market labour information open to the public.
 Improve the conditions of employment
Several strategies were proposed, like raising salaries, introducing career ladders and increasing
the level of job security.
 Stabilize the island government
As the island government should be the key player in the labour market, it is recommended to
stabilize.
 Develop human capital
Ways for developing human capital are assembling tourism employers on the island in order to
subsequently form a network, let people who are brought in from abroad for a specific job train
locals, so that they can fill up the gap if that person leaves again, let tourism students do an
internship at one of the neighbouring islands, and let tourism employers offer possibilities for
further training to their employees.
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1. Introduction
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Besides the ability of tourism to create foreign exchange (Durbarry, 2002; Fletcher, 1989; Lee &
Chang, 2008; Po & Huang, 2008; World Tourism Organization [UNWTO], 2015) and generate
additional tax revenues (Archer, 1995; Durbarry, 2002; Fletcher, 1989), tourism can create
opportunities for employment (Archer, 1995; Baum & Szivas, 2008, Sharpley & Teller, 2002;
Vaugeois & Rollins, 2007; UNWTO, 2015). In addition, more favourable living conditions are created
for the inhabitants of destinations as oftentimes the infrastructure of a community improves because
of tourism development (Vaugeois & Rollins, 2007). A country thus benefits from this in terms of
overall economic and social development (Baum & Szivas, 2008). Especially for developing countries
or destinations where other alternatives for development are limited, tourism is an attractive option
(Shakeela, Ruhanen, & Breakey, 2011). A lot of Small Island Development States (SIDS) are a good
example of where tourism is embraced as a development strategy, like the Maledives (Shakeela et
al., 2011), the Caribbean islands St. Lucia and St. Vincent (Bischop, 2010), and Samoa (Twining-Ward
& Butler, 2002).
However, while many see tourism as an appropriate development strategy and more specifically as
an opportunity for upward labour mobility, others question whether it is wise to heavily invest in
such activities because experiences with tourism varies among destinations. This is partly due to the
fact that destinations vary in the ability to attract tourists and to meet their needs and also because
tourism can take many forms (Liu & Wall, 2006). Since many destinations pin their hopes on the
benefits which tourism can bring to them, further research regarding how the labour market takes
shape is justified according to Vaugeois and Rollins (2007). Tourism benefits will only be sustainable if
the quality of human resources and long term perspectives are taken into account (Conlin & Baum,
1994).

1.1

PROBLEM STATEMENT

St. Eustatius, a SIDS located nearby the island St. Maarten in the Caribbean Sea, is such a destination
that sees potential in tourism for becoming a stronger economic pillar (Hoogenboezem-Lanslots,
Schenau, van Leeuwen, Briene, & de Freitas, 2010; St. Eustatius Tourism Development Foundation
[STDF] & Sustainable Travel International, n.d.). St. Eustatius aims to develop tourism on the island in
a sustainable way, so therefore it is developing a Tourism Master plan in collaboration with
Wageningen University in the Netherlands. To prepare this Tourism Master plan multiple studies
with regard to tourism are executed of which this study is one. This study focuses on the labour
market, and more specifically the tourism labour market, in St. Eustatius, since not much information
is available about this topic.
Several reports, like the Strategic Development Plan (SDP) for St. Eustatius (Hoogenboezem-Lanslots
et al., 2010), a labour market study in the Dutch Caribbean (Ecorys, 2013), and the Evaluation report
on the new political structure of the Dutch Caribbean (Evaluatiecommissie Caribisch Nederland
[ECN], 2015) shortly discuss the overall labour market in St. Eustatius. It has been argued that the
Dutch state and St. Eustatius face challenges with regard to improving the functioning of the labour
market and increasing the job opportunities for the local labour force (ECN, 2015). However, none of
these studies investigate how the labour market in St. Eustatius takes shape, and in particular the
tourism labour market, which is perceived to be a promising sector for the island. Furthermore, no
detailed information is available on how the local labour force perceives labour in the tourism sector
and other important sectors on the island, like the government and NuStar. This is however of
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importance, since an understanding of these topics can contribute to an improvement of the
functioning of the tourism labour market in St. Eustatius and an enhancement of local employment
in the tourism sector. This study contributes to the Tourism Master plan by creating an
understanding of the labour market in general and the tourism labour market more specifically in St.
Eustatius.

1.2

RESEARCH OBJECTIVES

In order to obtain an understanding of the Statian labour market in general and the tourism labour
market in particular, the following general research question was formulated: 'What are the main
characteristics and perceptions of the Statian labour market in general and the tourism labour
market more specifically?'. In order to answer this question, six sub questions were formulated. The
first sub question aims to get an insight in the nature and structure of the Statian labour market and
how it takes shape by investigating the following:
 'What are the main characteristics of the Statian labour market and how can this be
explained?'.
The second, third, and fourth sub research question aim to create an understanding of the labour
market and the tourism labour market specifically by examining employees' perceptions on working
in the government sector, tourism sector and private sector. Comparisons with other sectors in
Statia's labour market were made in order to provide a balanced image instead of exclusively looking
at employment in the tourism sector. The following was explored:
 'What is the job satisfaction of employees working in the government sector, the tourism
sector and the private sector?'.
 'What do employees working in the government sector, the tourism sector and private
sector perceive as important in a job and do they think the government, NuStar and
tourism sector offer this?'.
 'How do employees working in the government sector, the tourism sector and private
sector perceive the three largest economic sectors on St. Eustatius?'.
The answers on the four previous sub questions functioned as input for sub question five. Namely, by
exploring the labour market in general and the tourism labour market more specifically an insight
was obtained in the tourism labour market by asking:
 'What are the strengths, weaknesses, opportunities and threats with regard to the
tourism labour market?'.
Subsequently, recommendations for stimulating employment in the tourism sector were devised (i.e.
who can do what) on the basis of the identified strengths, weaknesses, opportunities and threats
regarding the tourism labour market in St. Eustatius.

1.3

RELEVANCE OF THE STUDY

As already mentioned in the beginning of the introduction, tourism benefits will only be sustainable if
a long term perspective is adopted and the quality of human resources is taken into account (Conlin
& Baum, 1994). With regard to the issue of human resources, Baum and Szivas (2007) argue that
''tourism planning and policy should take incorporate HRD (= Human Resource Development)
considerations, as examples from the past show projects and products cannot succeed without
consolidated efforts to attract, develop and retain high-quality human resources'' (p.792-793). In
other words, sustainable development of tourism on St. Eustatius can only succeed if the human
resources on the island are taken into account. It is therefore of importance that the Tourism Master
13

plan includes this issue. As this study examines the Statian labour market in general and the tourism
labour market more specifically, human resources on St. Eustatius are also taken into account.
Moreover, the Tourism Master plan aims for the tourism sector to become the largest employer on
the island within five years. To reach this target within this time period, tourism related jobs need to
double from approximately 150 jobs (115 direct, 35 indirect) in 2014 to 300 jobs in 2020 (van Bussel,
2015). This study provides recommendations for how tourism employment can be stimulated. In this
way it thus contributes to the Tourism Master plan, which among others aims at increasing the
number of jobs offered by the tourism sector. Besides the social relevance of this study for St.
Eustatius, it is also scientifically relevant. This study will contribute to scientific knowledge by
creating a better understanding of the labour market and the tourism labour market in particular.
Vaugeois and Rollins (2007) namely point out that not much is written about the nature and
structure of the tourism labour market, although attention to this issue has been increasing. An
understanding of tourism employment is of importance, as the tourism industry is growing and
labour in this industry forms an integral part of the service that it delivers. Research on this topic can
benefit tourism education and human resource policies, and informs the macro level (Riley, Ladkin, &
Svizas, 2002).

1.4

THESIS OUTLINE

This thesis contains six chapters. This chapter, the introduction section, has introduced the topic of
this study and subsequently presented the research questions and the relevance of this study. The
second chapter introduces the island St. Eustatius where the field work for this thesis was carried
out. Then, the third chapter contains the literature review of this study, including academic literature
on the labour market in general, the tourism labour market in particular, job satisfaction, perceptions
on working in the tourism sector and ways to stimulate employment in the tourism sector. Chapter
four discusses the qualitative and quantitative methods used for this study. It addresses the study
design, the study site, data collection, the research instruments, data analysis, and ethics. In addition,
it includes a section in which the researcher reflects on her own role as a researcher in the field
research and a section in which the limitations of the research are discussed. Chapter five, the results
section, discusses the results obtained from the interviews and surveys. It shows first of all the
qualitative results, which are the main characteristics of the Statian labour market. It furthermore
analyzes external factors that have an influence on the (tourism) labour market and continues with
the quantitative results on job satisfaction, what is perceived to be important in a job, and how the
three largest economic sectors on the island are perceived. Then, the most important strengths,
weaknesses, opportunities, and threats of the tourism labour market are identified. Subsequently,
these are analyzed in order to come up with recommendations on how to stimulate employment in
the tourism sector, which are included in chapter six 'Discussion and conclusion'. This chapter
furthermore reflects on the main findings from the literature review and makes suggestions for
further research.
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2. St. Eustatius
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St. Eustatius, also Statia in the vernacular, is one of the Windward Islands and is located in the
Caribbean Sea (see figure 2.1). Statia, as a SIDS (''Aruba hosts UN conference'', 2016), is small with a
size of 21 km2 (ECN, 2015) and 4,020 inhabitants on 1 January, 2014 (Statistics Netherlands, 2014).
The only town on the island, and thus simultaneously the capital, is Oranjestad (ECN, 2015). The
remaining part of the island basically consists of nature which is protected by means of three
national parks. There is the dormant volcano the Quill on the south side of the island and the extinct
volcano on the north side called Boven Mountain. In addition, the underwater world with its
beautiful coral reefs are a natural asset for the island (St. Eustatius National Parks [STENAPA], n.d.).
Due to its strategic geographical location, international trade thrived in the 18th century which made
the island experience prosperous times. Statia owes her nickname 'The Golden Rock' to this era.
Throughout the colonial era the island changed hands for at least 22 times (St. Eustatius Investment
Guide, 2012). Of these 22 times it has been several times in Dutch hands. Nowadays, it is part of the
Dutch Caribbean, which consists of the Leeward Islands (i.e. Aruba, Bonaire, and Curacao) and the
Windward Islands (i.e. St. Maarten, St. Eustatius, and Saba) (Government of the Netherlands Antilles,
2009).

Figure 2.1 Islands of the Dutch Caribbean (Government of the Netherlands Antilles, 2009)

Before 10 October, 2010 Statia was together with Curacao, Bonaire, St. Maarten and Saba part of the
Dutch Antilles. The Antilles was an independent country within the Dutch Kingdom, next to the
Netherlands and Suriname, of which the latter became independent in 1975. In former times Aruba
was also included in the Dutch Antilles, but Aruba became an individual country within the Kingdom
in 1986. After that event the Antilles thus continued with five islands until 10-10-10. However, after
10-10-10 Bonaire, Statia and Saba became special municipalities within the Netherlands (the socalled BES-islands). Curacao and St. Maarten got the same status as Aruba. The Kingdom now exists
of the Netherlands, Aruba, Curacao, and St. Maarten. Since the BES-islands are included in the
Netherlands, the Dutch constitution is enforced on these islands. An advantage is that Statia
currently has its own budget and also extra money that it receives from the Netherlands (P1)1.

1

Refers to interviews (see table 4.1: Coding of interviewees)
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2.1

THE GOVERNMENT

As appendix I illustrates basically three government levels exist: the central Dutch government with
all its ministries located in The Hague, the Rijksdienst Dutch Caribbean (Rijksdienst Caribische
Nederlanden, RCN), and the island government.
The Dutch government is basically responsible for health care, security, youth and family, and
education. Moreover, it plays an important role in housing, infrastructure, finance, spatial planning
and the environment. The central policies and activities are supported by the island government
(STDF & Sustainable Travel International, n.d.). Then, there is also the Kingdom Representative, who
is the administrative link between the State and the public entities (i.e. the BES-islands). The Kingdom
Representative among others tries to promote good governance in the public entities (ECN, 2015;
RCN, 2016). The following sections discuss in detail the structure and tasks of the RCN and the island
government.
2.1.1 Rijksdienst Caribische Nederlanden
Statia's political status has changed from being part of the Dutch Antilles to being part of the BESislands. Since the first of September, 2010 the Rijksoverheid operates at the BES-islands under the
new name of RCN and has an office at each island. Within RCN the ministries collaborate. In addition,
it acts as the central information point where citizens and businesses can get information about for
example the political process. On the BES-islands are also civil servants of the central government
employed of which RCN is the employer (RCN, 2016). As can be seen in appendix I, RCN is divided in
five different units on Statia, namely Social Affairs and Labour (Sociale Zaken en Werkgelegenheid,
SZW), the Immigration- and Naturalization Service (Immigratie en Naturalisatiedienst, IND),
Infrastructure and the Environment (Infrastructuur en Milieu, I&M), Security and Justice (Veiligheid
en Justitie, V&J), and the tax office.
2.1.1.1 Ministry of Infrastructure and the Environment
The Ministry of Infrastructure and the Environment has basically two tasks: providing secure and
strong connections by water, air and road and promoting the quality of water and air. They
collaborate with the island government and local organizations in order to work for example on safe
harbours, airports, and spatial development plans (RCN, 2016).
2.1.1.2 Ministry of Security and Justice
The Ministry of Security and Justice aims to safeguard the security and justice on the island. It is
responsible for the Guardianship Council, the Ministry of Defense Royal Netherlands Military
Constabulary (i.e. Koninklijke Marechaussee), the Correctional Institution Dutch Carribean (Justitiële
Inrichting Caribisch Nederland, JICN), and policy in the field of security (i.e. police and fire
department) (RCN, 2016).
2.1.1.3 Tax office
The tax office is responsible for levying the state taxes, like the income tax (I3).
2.1.1.4 Immigration- and Naturalization Service
This unit executes the immigration policy on Statia, which includes assessing requests from
foreigners for a residence permit, processing requests of people who would like to get the Dutch
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nationality, and processing the requests of Dutch people for staying longer than a period of six
months on the island (RCN, 2016).
2.1.1.5 Department of Social Affairs and Labour
This department is responsible for the execution of certain laws and regulations: minimum wages,
work permits, General Retirement Insurance (Algemene Ouderdoms Verzekering, AOV), General
Widow and Orphans Insurance Act BES (Algemene Weduwen- en Wezen Verzekering, AWW), Social
Relief Law BES, Law Severance Payment BES (Cessantia law), Accidents Insurance Act BES, and Health
Insurance Law/Act Wet (incl. wage loss) (RCN, 2016; R1). This department basically mediates
between the employer and the employee (R1).
2.1.2 Island government
The public entity of St. Eustatius, from now on called the island government, consists of the Island
Council and the Executive Council. The Island Council has five seats and thus five members of which
the Island Governor is the chairman. He is also member of the Executive Council together with two
commissioners. Her Majesty the Queen of the Netherlands appointed the Island Governor for a
period of six years (St. Eustatius Investment Guide, 2012). There are six political parties on the island
and the population elects every four years people from these parties to become member of the
Island Council. The Island Council chooses on its turn the commissioners in the Executive Council for
a period of four years. The new government was installed in June, 2015 and will thus remain the
government for a term of four years if everything goes well and the government does not fall. Since
10-10-10 the island government operates according to a dualistic system, which means that the
commissioner can no longer be a member of the Island Council and also the Executive Council (ECN,
2015; I3, I5).
The Governor has a portfolio, which exists of four components: Governor's cabinet, disaster
management, public order and safety, census, civil registry and elections, and compulsory education
(St. Eustatius Government & Turquoise Interactive, n.d.). He is furthermore responsible for
complaints procedures and in case of for example legal matters he represents the island body. As
previously mentioned, one of the components of the Governor's portfolio is the Governor's cabinet.
The cabinet has a more supervisory, supportive and advisory role. They are concerned with permits
for events, certificates of good conduct, police records and so on. The head of cabinet mainly gives
advice and support in terms of policies (I3).
The commissioners also have portfolios for which they are responsible. The total amount of 23
portfolios, covering a wide range of topics, is divided over the two commissioners. One commissioner
takes care of the following 11 portfolios: Environment and nature management, Airport, Government
buildings, Information technology, Telecommunication, Tourism, Constitutional affairs, Energy and
water distribution, Building and housing control, Social affairs and culture, Monument care,
preservation and historic core. The other commissioner is responsible for the remaining 12
portfolios: Finance & taxes, Harbour, Waste management, Information & protocol, Public health,
Labour and senior citizen care, Economic affairs, Agriculture, animal husbandry and fisheries, Legal
affairs, Registry of public properties, Personal affairs, General affairs / Planning bureau (St. Eustatius
Government & Turquoise Interactive, n.d.). Under these portfolios the government departments or
foundations can be found.

18

Three directors, a director of Culture, Sports and Society, a director of Personnel and Organization
and a director of Economy and Infrastructure, are in charge of these different departments. So, the
hierarchy is as followed: the directors, the secretary directors, unit managers and the employees (I1).
For example, the director of Economy and Infrastructure is responsible for the airport, the harbour,
public works, infrastructure, inspection and the economic department. The task of the director is to
''coordinate those . . ., give advice to the Executive Council, meet people in that area and so on. That
is basically it'' (I5). The island government collects insular taxes, like tourist tax and road tax.

2.2

THE EDUCATIONAL SYSTEM

Besides the government structure, it is also important to know how the educational system on Statia
works, as this is the place where students are prepared for entering the labour market. Statia has five
schools of which four are primary schools, each having their own denomination: Bethel Methodist
School, Governor de Graaff School, Golden Rock School, and Lynch Plantation SDA Primary School.
Yearly, approximately 40 students make the transition of these primary schools to the secondary
school (Ecorys, 2013). The fifth school, the Gwendoline van Putten (GvP) School, is the only school in
secondary education and offers education at the following levels: praktijkonderwijs (Pro), VMBO and
Havo. The classes are small with for example Havo 4 and 5 respectively only having nine and six
students in the school year 2015-2016 (S1). Most teachers who work at the GvP School are not from
Statia (Ecorys, 2013). A lot of them originate from the Netherlands.
According to Ecorys (2013), the GvP School also has 'schakel klassen'. This is focused on easing the
transition of primary to secondary school by increasing the general knowledge level, especially the
Dutch language proficiency. The Dutch language is namely the language of instruction on the GvP
school, while English is the language of instruction on the primary schools. However, two
interviewees mentioned that the language of instruction on the GvP school is going to change from
Dutch to English (N4; S1). Moreover, the interviewed student said that in class more focus will be
placed on Statia itself, ''so for example in geography on the volcano, the Quill, or history lessons
about slavery and how it was on Statia'' (S1). Nowadays this is in fact not the case, since the students
are taught from a Dutch geography or history book from which the students in the Netherlands are
taught as well (S1).
The students are in school prepared for their further studies. In Havo 3 the students need to choose a
profile in their field of interest (e.g. Economy & Society) just like students in the Netherlands have to
do. Then in Havo 4 and 5 the students get prepared for their choice of study by means of movies,
Skype conversations and presentations of Caribbean students who already study in the Netherlands,
Aruba, Bonaire or Curacao (GvP teacher, personal communication, 02-11-2015). Havo students need
to go off-island if they graduate and want to continue their studies, since no education at their level
is offered on Statia. This is different for VMBO students. At high school they can either choose care or
economy and continue with MBO after graduation (Nu1). Just like in secondary education, MBO will
soon change by moving over to CVQ, which stands for Caribbean Vocational Qualification. This offers
different programs and the setup of the programs differs as well (N4).
Pretty recently the GvP school started to offer vocational education and currently offers four
different programs at MBO level. In 2012, it started with the two programs Administration (level 2)
and Qualified Labour Assistant (level 1). In 2013, the program Social Care Work (level 2) started
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followed by the Host/Hostess program (level 2) in 2014, which ''is the latest one, because we are you
know being confronted how we need tourism on the island'' (N4). Students can go on to Bonaire for
studying on level 3 or 4 where approximately 30 programs are offered. After graduating the
programs Administration or Social Care Work students can search for jobs in these fields. Qualified
Labour Assistant is a program where a student can choose any sector whether it is construction,
plumbing, administration or welding. It is in this sense thus much broader than the other programs.
The Host/Hostess program teaches students to become a professional in the hospitality industry
(N4).
Since 1 January, 2011 schools in the Dutch Caribbean have their own budget, which they receive
from the Netherlands. Before, this was not the case, since schools were financially dependent on
island territory. According to one of the interviewees Statia ''never had money, so it (= education)
was always deficient, so we were always behind on a lot of things'' (P1). After five years the
conclusion was that education on Statia has improved (RCN, 2015).

2.3

THE TOURISM SECTOR

The island government calls for development and diversification of the economy. The focus is among
others on the tourism sector in diversifying Statia's economy (St. Eustatius Investment Guide, 2012).
According to Wolfs Company (2014), the tourism sector accounts for a significant part of the Statian
economy and has according to the majority of the stakeholders on the island the potential to grow
substantially. This is also recognized by the island government. In order to develop the tourism
sector, it has some policy parameters in place (St. Eustatius Investment Guide, 2012):
 The government facilitates investment by providing information to investors and by offering
investment incentives;
 The government welcomes foreign investment, but simultaneously fosters and stimulates
ownership and management by locals;
 Legislation is in place for preserving historical buildings and nature in order to ensure the
integrity of Statia's tourism product and assets;
 The government aims to minimize disturbing environmental, socio-cultural, and ethnic
effects, which are related to the development of the tourism sector;
In addition, there is a tourist policy in place, which prohibits the establishment of casinos and high
rise buildings as Statia's tourism sector aims to cater to special interest groups instead of to mass
tourism (L1).
According to the Centraal Bureau voor de Statistiek (CBS, 2015) the amount of tourists who visited
Statia by boat (incl. yachts, motor boats, a small cruise ship) and airplane in 2014 was respectively
3,700 and 10,900 tourists (see figure 2.2). The amount of tourists who arrived by plane was almost
the same as in 2013. Of these 10,900 tourists 2,200 were day visitors and the length of stay for the
remainder of the tourists reached its peak at one to three nights. Slightly more than half of the
tourists who stayed at least one night spent seven nights or less on Statia. 2.6 nights was the average
stay for tourists on boats (CBS, 2015).
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Figure 2.2 Ship passengers and incoming tourists by plane, 2014 (CBS, 2015)
*Including day tourists who stay only one day at the island and thus not spend the night.
**Preliminary figures.
*** Ship passengers are passengers who arrive at Bonaire, St. Eustatius or Saba by cruise, ferry or
(motor) yacht.

21

3. Tourism labour market:
A literature review
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This literature review consists of five main sections: the labour market, and more specifically the
tourism labour market, job satisfaction, perceptions on working in the tourism sector, stimulation of
local employment in the tourism sector, and a conclusion. It first examines what a labour market is
and subsequently what characterizes the tourism labour market. In addition, job satisfaction and
determinants of job satisfaction are discussed as these play an important role in the recruitment and
retention of qualified employees (DeSantis & Durst, 1996). Then, the perceptions on working in the
tourism sector are discussed, since the image of the sector also influences the recruitment and
retention of people in terms of quality and quantity (Riley et al., 2002). Ways for developing human
capital and recruiting and retaining skilled people is subsequently discussed. The last section includes
a conclusion.

3.1

THE LABOUR MARKET

Baum (2008) gives a definition of the overall labour market, which:
''. . . consists of all industry sectors, their personnel requirements and skills needs, as well as those
currently outside the actual workforce, whether unemployed, temporarily unable to work
because of illness or injury, or undergoing specific vocational training or more general preparation
for the workforce within the schools system'' (p. 722).
The labour market can be viewed from different levels: the transnational, national, regional or local
level. This means that it is possible to talk about the labour market of a continent, such as Europe; of
a nation state; of a specific region in a country, such as the Alps in France; or of a small village, big
city or small island (Baum, 2008). However, the labour market can also be analyzed by sector, which
is increasingly done according to Wall and Mathieson (2006). No matter from what level or which
sector the labour market is analyzed, it is very complex with all kinds of interactions influencing
supply and demand and it is thus far from a perfect market. Riley (1996) described a labour market as
followed:
''At any one time, people will be seeking employment or trying to change their jobs.
Simultaneously, employers will be seeking new employees. Wage rates will be set, recruitment
policies implemented, people will need training, and people will have to move. This is the daily life
of labour markets. Thousands of independent decisions made by employers and employees make
up the trends in mobility, the surpluses of or shortages of supply, the excesses or lack of demand.
In other words, whatever the state of supply and demand in a labour market, it is brought about
by the independent and unconnected decisions of thousands of people'' (p. 7).
This dynamic character of the labour market has consequences for how, for instance, at a micro level
human resource policies are initiated and planned in a business. This is also the case at the macro
level, because it also has an influence on for example the provision of vocational education in a
specific region, which should be flexible and responsive as the labour market is constantly changing
(Baum, 2008). Moreover, some factors that influence the labour market can be controlled at a local,
regional or national level, but there are also factors which are out of control and therefore cannot be
treated as unchanging and static (Baum, 2008). Islands are a special case regarding the subject of the
labour market as ''these may be characterized in terms of their geographical and economic isolation,
limited economic diversity, cultural homogeneity and jurisdictional independence (Baum, 2010,
p.125). In addition, SIDS also have to cope with brain drain, which basically is ''the migration of highskill workers'' (Docquier, Lohest, & Marfouk, 2007, p. 195). In this definition high-skill workers are
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people with a post-secondary education. Docquier et al. (2007) even argue that SIDS have the highest
brain drain rates of developing countries. Especially small Caribbean and Pacific islands have to deal
with this (Docquier et al., 2007).
3.1.1 The tourism labour market
As already mentioned, the labour market can also be viewed from a sector perspective. These sub
labour markets are not operating in isolation, but within the context of the broader labour market
and the economic, political and social processes that influence the broader labour market (Baum,
2008). A tourism labour market can therefore be identified at all the levels, which were already
discussed; transnational, national, regional and local (Baum, 2008). Riley (1996) analyzed the tourism
labour market environment and came up with a differentiation between weak and strong internal
labour markets (see table 3.1). These structural features can to some extent explain the
characteristics of employment within the subsectors of the tourism industry in developed countries,
as his research is mainly based on the tourism industry in the UK.
Overall, Riley (1996) argues that the tourism labour market has the characteristics of a weak labour
market although there are of course exemptions. For example, jobs like tourism consultants or airline
pilots show features of a strong labour market. Applying this model to the tourism industry in
developing countries poses however some challenges, since in such countries the tourism industry
oftentimes shows characteristics of a stronger labour market. As Baum (2008) argues: ''Indeed, it is
arguable that any formalised employment environment in a situation where a high proportion of the
population live outside of organised and sustainable employment, is relatively speaking a strong
labour market'' (p. 724). Despite this issue, Riley's (1996) model helps to some extent to gain insight
in the tourism labour market in developing countries.
Table 3.1 Characteristics of strong and weak labour markets.
Strong
Specified hiring standards
Single port of entry
High skill specificity
Continuous on-the-job training
Fixed criteria for promotion and transfer
Strong workplace customs
Fixed pay differentials over time
Fixed roles/responsibilities
Primary use of full-time, core staff

Weak
Unspecified hiring standards
Multiple ports of entry
Low skill specificity
No on-the-job training
No fixed criteria for promotion and transfer
Weak workplace customs
Pay differentials vary over time
Flexible role/responsibilities
Use of part-time, casual or outsourced staff

Source: Baum (2006) adapted from Riley (1996)

The literature mentions many characteristics of the industry and its labour market. Three major
characteristics are according to Riley (2004) that the skills needed for tourism jobs can relatively easy
be acquired, which is one of the reasons that it is easy to access the industry. Moreover, the
structure of the industry is divided into small parts. This makes it diverse in terms of organisations,
operations, ownership (Baum & Szivas, 2008) and jobs, which also adds to the ease of access to the
industry (Szivas, Riley, & Airey, 2003). In addition, in the short term customer demand can fluctuate,
which makes labour flexible (Ball, 1989; Riley, 1991) and thus unstable (Szivas et al., 2003). This
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unstableness is also referred to as a secondary market by economists opposed to a primary market
where employment is characterized by higher levels of security and educated and developed human
capital (Riley, 2004). Since labour turnover in the tourism industry is relatively high compared to
other sectors in the economy (Baum, 2007), it is also a very dynamic industry (Riley, 2004). In
addition to this, Riley (2004) calls the industry deregulated as work place policies are often absent
(Shakeela et al., 2011), while Hickman formulates it somewhat more extreme as he calls it ''the most
unregulated industry in the world'' (Hickman, 2008, p. 15).
Tourism employment is furthermore predominantly characterized by low skills (Shaw & Williams,
2004; Szivas et al., 2003; Westwood, 2002), although this is contradicted by some authors, who state
that this view on work and skills is based on a technical and western-centric perception (Baum, 1996,
2002, 2006b; Burns, 1997; Nickson, Baum, Losekoot, Morrison, & Frochot, 2002). Leaving this point
of discussion open, it can certainly be said that the labour market has an influence on the skill profile
of the tourism industry in both direct and indirect terms, which is via educational and training
establishments (Wood, 1997). Due to the weak internal labour market characteristics (see table 3.1)
employers get expectations of their staff's skills, which are imposed by downward pressures. This
again has an influence on the educational system in the sense of the nature and level of training that
it delivers. According to Wood (1997) there is a cycle of down-skilling due to the expectations that
employers have of potential employees and the perceptions that these potential employees have of
working in the tourism industry.
A study of Szivas and Riley (1999) on tourism employment during an economic transition in Hungary
shows that for most people who would leave their job in order to work in the tourism sector a
decrease in salary would be the result. Gunlu, Aksarayli and Sahin Perçin (2010) also state that wages
in the tourism industry are often lower than in other industries. It is therefore not remarkable that
tourism jobs are in general perceived as low paid jobs (Choy, 1995; Shakeela et al., 2011; Shaw &
Williams, 2004; Szivas et al., 2003; Tesone & Ricci, 2005). Another downside of working in the
tourism industry is long working hours (Gunlu et al., 2010; Shakeela et al., 2011; Szivas et al., 2003),
which makes the working conditions tiring and challenging (Gunlu et al., 2010).
Tourism jobs are also perceived as having a low status, which is a reason for why people do not see
this as a very attractive employment option (Saunders, 1981). Minimal training (Szivas et al., 2003)
and ''poor or non-existent career structures, lack of any significant trade union presence, high levels
of labour turnover and difficulties in recruitment and retention are other factors that characterize
the tourism labour market'' (Keep & Mayhew, 1999, p. 8-9). However, besides some of these
negative points there are also positive things about being employed in the tourism sector, such as
meeting people, glamour, task variety, use of foreign language, and the opportunity to travel (Szivas
et al., 2003). In addition, Ladkin (2011) mentions factors which make the industry attractive, like the
opportunity to learn new skills, flexible hours, and the opportunity for females and minorities to get
work, which make the industry attractive. All in all, these characteristics (see table 3.2) and the weak
labour market conditions in the tourism sector (Baum & Szivas, 2008) confirm Riley's (1996)
statement that the tourism sector in general has the features of a weak labour market. However, it
should be noted that because of the diversity of the industry across subsectors and geographical
boundaries, the tourism industry cannot be regarded as an ´unitary entity´ (Baum, 2008).
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Table 3.2 Overview of positive and negative aspects of employment in the tourism sector.
Positive

Negative

Acquirement of skills necessary for working in this Unstable labour
sector is relatively easy
Easy accessibility to the sector
High labour turnover
Opportunity to meet people

Deregulated sector

Glamour

Predominantly low set of skills

Task variety

Low salary

Use of foreign language
The opportunity to travel

Long working hours
Poor working conditions

Flexible hours

Low status

Opportunity for females and minorities to get a job

Minimal training
Lack of career structures
Lack of trade union presence
Difficult to recruit and retain employees

3.2

JOB SATISFACTION

Researchers from different disciplines, like psychology, management and economy, have been
interested in job satisfaction for a long time. It is in fact the most frequently studied concept in
organizational research (Agho, Mueller, & Price, 1993; Dormann & Zapf, 2001; Spector, 1997). It has
been assumed that job satisfaction plays an important role in the prediction of employee efficiency
(Kornhauser, 1933; Pennock, 1930; Snow, 1927). As research continued through time, more specific
information on job satisfaction and related concepts became available. Namely, job satisfaction is
associated with job performance (Judge, Thoresen, Bono, & Patton, 2001), life satisfaction (Argyle,
1989; Judge & Watanabe, 1994), organizational commitment (Feinstein & Vondrasek, 2001;
Gaertner, 1999; Gunlu et al., 2009; Mowday, Porter, & Steers, 1982; Stumpf & Hartman, 1984),
achievement orientation (Lusch & Serpkenci, 1990) and consumer satisfaction (Brown & Lam, 2008;
Rogers, Clow, & Kash, 1994; Ryan, Schmit, & Johnson, 1996). In contrast, job dissatisfaction is related
to absenteeism (Vroom, 1964) and quits (Akerlof, Rose, & Yellen, 1988; Clark 2001; Clark, Georgellis,
& Sanfey, 1998; Ryan et al., 1996)). According to Locke (1969), what job satisfaction means is an
important question before one asks how it can be measured. For this reason, this section starts with
a short conceptual analysis. Then, researches on determinants of job satisfaction and correlations
with other variables are discussed.
Before discussing what job satisfaction entails, it is good to have a clear understanding of what
actually a job is. According to Locke (1969) ''a job is not an entity but an abstraction referring to a
combination of tasks performed by an individual in a certain physical and social context for financial
(and other) remuneration'' (p. 330). Job satisfaction has been defined by various researchers, but
most definitions are more or less similar to each other. Hoppock (1935) was the first to define the
concept and says that whether someone says 'I am satisfied with my job' depends on environmental,
physical and psychological circumstances. This definition is focused on what causes people to feel
satisfied about their jobs, whereas the definitions of Millán, Hessels, Thurik and Aguado (2013) and
Warr (2002) are more a basic description of what it really is. Namely, Millán et al. (2013) define it as
''the degree to which people like their work'' (p. 653) and Warr (2002) defines it as ''the extent to
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which people are satisfied with their work'' (p. 1). Chiu and Fransesco (2003) talk about job
satisfaction in the sense of how the job and its components make people feel.
In contrast, Locke (1969) talks about job satisfaction and dissatisfaction as the relation between what
someone wants from or longs for in a job and what that job offers to that person and how that
person perceives this. Job satisfaction is according to Locke (1969) ''the pleasurable emotional state
resulting from the appraisal of one's job as achieving or facilitating the achievement of one's job
values'' (p. 316) whereas ''job dissatisfaction is the unpleasurable emotional state resulting from the
appraisal of one's job as frustrating or blocking the attainment of one's job values or as entailing
disvalues'' (p.316). This definition of job satisfaction is used in this thesis, since it is not only the most
used in research, but also because it is perceived as the most detailed. Saari and Judge (2004) and
Weiss and Cropanzano (1996) both see job satisfaction as an attitude, which therefore involves both
thinking and feeling when a job is assessed (Saari & Judge, 2004; Wright & Cropanzano, 2000). This
also implicitly comes forward in Locke's definition.
3.2.1 Determinants of job satisfaction
One of the early works on job satisfaction which has become well known, is Herzberg's theory on job
satisfaction. According to Herzberg, Mausner and Snyderman (1959) job satisfaction arises from the
intrinsic factors of the job, or in other words 'satisfiers', such as achievement, recognition,
advancement, responsibility, and interesting work. Absence of extrinsic job factors, or the so-called
'dissatisfiers', like good working conditions, supervision, good administration and company policies
causes job dissatisfaction. Improving the dissatisfiers does not lead to satisfaction though, but to less
dissatisfaction, so actual job satisfaction really depends on the satisfiers, which on their turn cannot
cause job dissatisfaction (Herzberg et al., 1959). However, his theory has been criticized by some,
including Ewen (1964), Locke (1969) and Vroom (1964). Ewen (1964), for example, states that pay is a
dissatisfier but simultaneously can represent recognition and achievement, which are satisfiers.
However, through time a lot more research has been done on the determinants of job satisfaction.
The literature talks about different kinds of approaches, like dispositional, situational and
interactionist approaches (Arvey, Carter, & Buerkley, 1991; Judge, Parker, Colbert, Heller, & Ilies,
2001). Dispositional approaches presume that individual dispositions affect job satisfaction and that
regardless of the job characteristics some people should be more satisfied with their jobs than
others. Job satisfaction is according to these approaches thus partly due to genetic influences (Arvey,
Bouchard, Segal, & Abraham, 1989; Arvey, McCall, Bouchard, Taubman, & Cavanaugh, 1994). The
idea that job satisfaction is caused by the characteristics of the job is referred to as situational
approaches. According to these approaches increased job satisfaction should be caused by more
favourable job characteristics. The last type of approaches, the interactionist approaches is an
interplay of dispositional and situational variables (Cohrs, Abele, & Dette, 2006). This thesis will
measure job satisfaction on the basis of job characteristics and thus takes into account the
situational approaches.
An example of the situational approaches is the Job Characteristics Model (Hackman & Lawler, 1971;
Hackman & Oldham, 1976) where skill variety, feedback, task identity, autonomy and task
significance influence job satisfaction for a large proportion (Fried & Ferris, 1987; Loher, Noe,
Moeller, & Fitzgerald, 1985). Another example is of Sousa-Poza and Sousa-Poza (2000) who identified
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six situational determinants which are most likely to have an influence on job satisfaction, namely
interesting work, high income, good advancement opportunities, good relationships with
management, work independently and lastly good relationships with co-workers. A third example is
Weiss, Dawis, England and Lofquist (1967) who developed the Minnesota Satisfaction Questionnaire
(MSQ). In the case of the short form MSQ (also a long form exists), 12 job facets address intrinsic
elements, which are ability utilization, activity, achievement, authority, independence, moral values,
responsibility, security, creativity, social service, social status, and variety (Gunlu et al., 2010). These
aspects measure how an individual feels about the nature of the job (Zopiatas et al., 2014). The six
job facets which address extrinsic elements are advancement, company policy, compensation,
recognition, supervision-human relations, and supervision-technical, which are facets that do not
belong to the work itself. Besides the intrinsic and extrinsic job facets, the general job satisfaction
facets include working conditions and co-workers (Gunlu et al., 2010). Adding these 20 aspects
together (i.e. intrinsic, extrinsic and general job satisfaction facets) results in general job satisfaction
(Feinstein & Vondrasek, 2001).
However, as far as Cohr et al. (2006) know these factors have not been tested on particular
importance in explaining job satisfaction. Judge and Church (2000) and Jurgensen (1978) however
argue that studies on many organizations and types of jobs, across years have identified the intrinsic
job characteristics, so the nature of the work itself (including variety, autonomy, job challenge, and
scope), as the most important job facets. However, ''this is not to say that well-designed
compensation programs or effective supervision are unimportant; rather, it is that much can be done
to influence job satisfaction by ensuring work is as interesting and challenging as possible'' (Saari &
Judge, 2004, p. 397).
Besides situational determinants, demographic factors can also play a role (Furnham, Eracleous, &
Chamorro-Premuzic, 2009), like for example gender, age or education. Researches regarding the
relation between gender and job satisfaction and age and job satisfaction sometimes contradict each
other. For this thesis, that is however not of real importance. More interesting though is the
relationship between education and job satisfaction. Previous studies found out that education and
job satisfaction are positively related, which results in an increased job satisfaction (Gürbüz, 2007;
Wright & Davis, 2003). The same applies for training (Gazioglu & Tansel, 2006), where absence of
training opportunities can even lead to a lack of job satisfaction and frustration (Wright & Davis,
2003). Lam, Zhang and Baum (2001) also talk about training and development programs and job
satisfaction. They suggest that training might help in increasing job satisfaction among well-educated
employees and newcomers in the service industry (Lam et al., 2001).
Besides the situational and demographic factors, the literature also addresses differences in job
satisfaction among sectors. Gazioglu and Tansel (2006), for example, argues that employees working
in the wholesale and retail trade sector have a significantly lower job satisfaction than those working
in the electricity, gas, water and construction sector. Job satisfaction in the wholesale and retail trade
sector did not significantly differ from that in the financial services sector though.
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Job satisfaction differences among sectors can also be examined from a broader perspective, for
example, the difference in job satisfaction between the public and the private sector. DeSantis and
Durst (1996) namely mention that the reward system, in terms of benefits, physic value and pay, in
the public sector differs from the reward system in the private sector. In addition, Koch and Steers
(1978) mention that compared to the efficiency oriented private sector, the public sector offers more
security to employees and maybe also a climate which is more relaxed. Although, public and private
employees both wanted task variety, nice colleagues, a good work atmosphere and a job that is of
importance to themselves and society, there were also differences between the two sectors
(DeSantis & Durst, 1996). To illustrate, DeSantis and Durst (1996) found for example that ''the
perception that pay is satisfactory was important for young private-sector employees, while the
actual level of income is an important aspect of job satisfaction for the young, public employee'' (p.
338).
3.2.2 Job satisfaction in the tourism sector
Job satisfaction is of particular importance in the tourism sector (Gürbüz, 2007), since this sector is a
service sector. According to Fosam, Grimsley and Wisher (1998) and Rogers et al. (1994) employee
satisfaction and customer satisfaction are directly and positively related to each other in service
sectors. The consumption and the production of the service cannot be separated (Gunlu et al., 2010),
which makes it important that employees in the tourism sector are satisfied with their jobs so that
they can deliver high quality services to customers (Kusluvan, 2003; LaLopa, 1997) in order to satisfy
the customers (Spinelli & Canavos, 2000).
Consequently, several studies on job satisfaction in the tourism sector have been done. For example,
Chuang, Yin and Dellmann-Jenkins (2009) found in their study that supervision and work itself
contributed the most to the hotel chefs' job satisfaction, while company policy, recognition and
growth caused dissatisfaction. Ghiselli, Lalopa and Bai (2001) did research among people employed
in the food service, including managerial levels. Job satisfaction and/or dissatisfaction were caused
by the factors working hours, quality of life, family, benefit packages and pay. Moreover, LaLopa's
(1997) research findings showed that job satisfaction caused employees to be more willing to commit
themselves to the resorts they worked in and to stay longer in the job than employees dissatisfied
with the job. Job satisfaction thus plays an important role in the retention of employees and the
sustainability of the tourism industry (Vaugeois & Rollins, 2007).
The job satisfaction of managers working at middle and upper management level in first-class holiday
villages and five-star hotels was researched by Aksu and Aktas (2005) and a general satisfaction with
the job (intrinsic job satisfaction, extrinsic job satisfaction, working conditions) was found, despite of
having to work under poor physical conditions, for long hours, for not enough salary, and with
colleagues who were not very supportive. Though, the working conditions should be improved to
increase the general satisfaction level of the managers (Aksu & Aktas, 2005). Last but not least,
Spinelli and Canavos (2000) indicated in their study that having an effective manager, gaining
benefits and training on the job, and involvement in decision making processes, led to job
satisfaction for the employees.
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3.3

PERCEPTIONS ON WORKING IN THE TOURISM SECTOR

Besides the available jobs in the industry, the attitudes and perceptions towards working in the
industry determine the level of commitment (Aksu & Koksal, 2005; Brien, 2004; Getz, 1994; Kusluvan
& Kusluvan, 2000). It can thus be argued that the image of the sector, has an influence on the
recruitment and retention of people in terms of quality and quantity (Riley et al., 2002).
Kusluvan and Kusluvan (2000) found that in general a poor attitude exists towards working in the
tourism sector among the undergraduate tourism students he researched, since several elements of
tourism employment were not perceived as favourable in their eyes, like: unstable jobs, unqualified
colleagues and managers, poor working conditions, low salary and insufficient benefits, unfair and
unsatisfactory promotions, long working hours, etc. In the context of this study, Kusluvan and
Kusluvan (2000) state that the industry fails to recruit and retain tourism and hospitality
management graduates if there exists a poor attitude towards working in the tourism industry.
Richardson's study (2009) assessed what factors (e.g. an enjoyable job, a secure job, good starting
salary, etc.) are important to tourism and hospitality undergraduates in selecting a future career.
From the analysis resulted that the students in general did not feel like a career in tourism and
hospitality could offer the factors they viewed as important.
So, although the results of the studies on tourism and hospitality undergraduates were not very
optimistic, Choy's study (1995) came up with more positive results. He conducted a study on quality
of tourism employment among people employed in the tourism sector, government and other
private sectors in Hawaii, and found that employees working in the tourism sector scored very high
on job satisfaction. Strikingly, this was in essence equal to what employees working for the
government or in other private sectors scored on job satisfaction. In addition, a large proportion of
people working in these non-tourism sectors had a positive attitude towards careers in the tourism
sector (Choy, 1995). Riley (2004) and Vaugeois and Rollins' (2007) statements correspond to Choy's
(1995) finding as they both state that the tourism industry has high levels of job satisfaction. Szivas
and Riley (1999) even argued that a move into tourism of people who changed industries resulted in
increased levels of job satisfaction compared to the satisfaction that was experienced in their
previous job.
In a sense, it is contradictory that on the one hand the tourism industry has in general a negative
image, but on the other hand is also characterized with high levels of job satisfaction. In the end, it
''. . . depends on the employees themselves to define their employment circumstances'' (Thomas &
Townsend, 2001, p. 299), and thus it is also up to them to assess whether jobs in tourism are poor or
not. However, Choy argues that ''the quality of tourism employment is much better than that usually
perceived by those outside the industry'' (1995, p. 137).

3.4

STIMULATION OF EMPLOYMENT IN THE TOURISM SECTOR

It has been claimed that quality employment should be provided to community residents if
sustainability development objectives are to be met in the tourism sector (Shakeela et al., 2011).
However, as previously discussed in section 3.1.1 and 3.3 the tourism sector is in general associated
with negative aspects, like low skills, low salary, high labour turnover rate, etc. Because of this, local
people could be deterred by the idea of working in the tourism sector and subsequently may not
want to work in this sector (Shakeela et al., 2011). Therefore, the section below discusses human
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capital and other means, like improving working conditions, as ways to improve the image of the
tourism sector in order to attract and retain skilled workers.
3.4.1 Attracting skilled workers by developing human capital
The labour market and education are related to each other according to the history of economic
development (Maazouz, 2013). More specifically, education and training are investments which are
most important for enhancing an individual's human capital (i.e. knowledge and skills) (Becker, 1993)
next to the fact that human capital can be increased through work experience (Judge, Cable,
Boudreau, & Bretz, 1995). Looking at human capital from the perspective of the tourism industry,
Riley et al. (2002) agree with this as they argue that ''education is the major platform for the
development of human capital for the industry'' (p. 171). Improved health, more effective
production, or higher wages may be the result of this investment, which benefit the individual and
the organization (Becker, 1993). Garrett, Campbell and Mason (2010) mention that skills
improvement by means of education and training has benefits on even a larger scale than that of the
individual or organization. Namely, the wider economy benefits from this due to an increase in
productivity and an improvement of the country's economic potential (Garrett et al., 2010).
As skill shortages occur in an industry, the import of skills may seem an attractive solution for
employers in the short term (Arkani, Clarke, & Michielsens, 2003). This however contributes to
economic leakages (Hunter, 2013a). The tourism industry is such an industry which is often forced to
import skills from abroad, especially when it comes to skilled management and other senior positions
(Echtner, 1995; Fost, 2013), which has led to leaving the locals with low paid job positions (Echtner,
1995). This is all the more true for the tourism sector on islands as island labour markets are small
and limited, which makes it hard to recruit skilled personnel. The quality of service is partly
determined by the skills and job satisfaction of employees, and is what differentiates a company
(Hunter, 2013b) or destination from its competitors (Popescu, Iancu, Popescu, & Vasile, 2013). Skill
shortages thus can have serious implications for a company or tourist destination in terms of the
ability to compete with other companies or tourist destinations (Baum, 2010). Moreover, local skill
deficiency hampers development of the tourism sector (Riley et al., 2002).
3.4.2 Ideas for the development of human capital
In the long term it is important to develop skills for the development of an industry (Arkani et al.,
2003), since a skill deficiency has a detrimental effect on the productivity of that industry (Clarke &
Wall, 2000). However, it is definitely not easy to develop human capital. For the tourism sector
specifically Liu and Wall (2006) argue that:
''The public sector’s inadequate cognition of human resources, the private sector’s reluctance to
invest in training, the general public’s limited awareness of learning and employment
opportunities, and the availability of financial resources are among the common challenges that
hamper the development of tourism’s human capital'' (p.168).
The public sector has a significant role to play in the recruitment, management and development of
human capital as it according to UKCES (2014) needs to ''ensure that public investment supports
skills provision that meets employer needs; encourage employers to take ownership of skills and
develop training solutions; support those with lower-level skills to reskill and take opportunities in a
changing labour market'' (p.13). This is also argued by Liu and Wall (2006) with regard to the tourism
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sector, who argue that the government should take the lead in this, which is according to Baum and
Svizas (2008) already frequently done.
The UK Commission for Employment and Skills (UKCES, 2014) gives recommendations on among
others skill development in order to achieve the economic potential of the United Kingdom. It claims
that it is important to assemble employers, so that learning can be shared. Employers can experience
certain thresholds, which might hold them back in developing the skills of their employees. However,
collective approaches like training levies, employer networks and professional standards, helps in
lowering these thresholds. This is especially beneficial for small businesses, as they can get the
training they need by joining employer networks on the local or sector level (UKCES, 2014).
Moreover, a good connection between (vocational) education and the jobs in the labour market is
emphasized, so that the skills which the employers ask for are provided by the educational system.
Young people need to get acquainted with the working world, for example by means of part-time
jobs and work experience placements (UKCES, 2014). In addition to getting acquainted with the
working world, work experience placements or in other words internships or practical training
opportunities also significantly affect the overall quality of employees who will enter the labour
market (Tesone & Ricci, 2005). This confirms Judge et al.'s (1995) statement that human capital
increases by means of gaining work experience. Related to this work experience is Choy's idea (1995)
to let locals, in addition to educating them, work in different environments on different locations in
order to broaden their experience before assuming high-level positions in the local tourism industry.
A similar idea is also proposed by Arkani et al. (2003) who mention group training, which offers the
opportunity to trainees to gain work experience in different businesses.
In addition, for people to make decisions about their education and employment it is of importance
to them they become engaged in the search and interpretation of labour market information.
Providing labour market information on for example job opportunities is an important task of
education providers and policy makers. In this way a more responsive and flexible skills system for
meeting economic needs in the present and in the future will be established (UKCES, 2014). In order
to stimulate the participation of locals in the tourism industry the provision of career guidance and
counselling and the dissemination of information about the tourism industry are factors which could
help (Popescu et al., 2013). This information about the sector should be realistic, so that
expectations about working in the industry correspond to the reality and disappointment is
prevented. This will probably contribute to a decrease in the high turnover rate, which is common in
the tourism sector (Tesone & Ricci, 2005).
3.4.3 Other ideas for attracting skilled workers to work in the tourism sector
In Arkini et al.'s (2003) study on the construction labour market in Jersey, Channel Islands it is stated
that the poor employment and working conditions in this industry are disadvantageous for attracting
highly skilled workers. Training and regulating the labour market should lead to improved working
conditions, employment and productivity (Arkani et al., 2003). In this article Arkani et al. (2003) thus
assume that training, or more in general education, is an incentive in influencing occupational choice.
This is also argued by Tesone and Ricci (2005) who say that offering personal development
opportunities and career ladders to employees will contribute to attracting more skilled people to
work in the sector and will also lead to an improvement in employees' job satisfaction and

32

motivation to work and a reduction in labour turnover. However, according to Riley et al. (2002), pay
differentials also play a role. This is also argued by Popescu et al. (2013), who say that the
participation of locals in the tourism sector can be stimulated by offering attractive remunerations
and addressing pay differentials. In addition, Baum (2008) mentions that an area where tourism
employers can look into for attracting and retaining skilled employees is by improving the work
environment, in particular in terms of remuneration and working conditions. Dwyer, Edwards,
Mistilis, Roman and Scott argue that ''to help secure committed and productive employees the
industry needs to promote itself to the community (e.g. to schools) and emphasise its economic
value to that community'' (2009, p.69).

3.5

CONCLUSION

This literature review showed that the labour market is influenced and shaped both externally and
internally. Externally is by economic, political and social processes and internally by the independent
decisions that people make who belong to the labour force. As the literature mentions that the
labour market is influenced by external factors, this study tries to identify these.
Job satisfaction and perceptions play a role in the labour market with regard to internally influencing
the decisions made in the labour market. Therefore, the literature review also discussed
determinants of job satisfaction (see section 3.2.1). As mentioned, the situational approaches look at
which job characteristics influence job satisfaction. This approach is used in this research as this will
give information on what job aspects can potentially be improved, which is necessary for the
recommendations part. For the situational approaches, multiple research instruments measuring job
satisfaction exists. The reason for choosing the MSQ as one of the research instruments in this thesis
is discussed in section 4.3.2.1.
Besides job satisfaction, the tourism labour market and perceptions on working in the tourism sector
were also discussed. To explore whether the things stated about the tourism labour market are also
perceived in this way by the respondents on Statia (see section 6.2), another research instrument
was used. Richardson (2009) measured what hospitality and tourism undergraduates value as
important in a future career and whether they think the tourism sector offers these things. He used
20 general factors to measure this, which he derived from two surveys in previous studies (Kusluvan
& Kusluvan, 2000; Kyriacou & Coulthard, 2000). These factors are also used in this research to
measure perceptions, although a different sample will be used and there will be looked at multiple
sectors instead of only the tourism sector. However, it should be said that this measuring instrument
does not assess all the factors which are summed up in table 3.2. For example, the opportunity to
travel, salary, training, etc. are included, but task variety, easy accessibility, trade union presence,
etc. are not included in this measuring instrument (see appendix II).
The last section of the literature review about the stimulation of employment in the tourism sector
(see section 3.4) was used as input for formulating recommendations with regard to the tourism
labour market.
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4. Methodology

34

In this section I will explain how this descriptive, applied case study was conducted. It is a descriptive
research, since this research describes Statia's labour market, and specifically the tourism labour
market as a component of the labour market, and what factors have an influence on these two. In
addition, it describes how satisfied employees are, what they think is important in a job and how
they perceive the three largest economic sectors on Statia (i.e. the government, NuStar and the
tourism sector). Based on the foregoing, strengths, weaknesses, opportunities and threats with
regard to the tourism labour market were identified. The most important strengths, weaknesses,
opportunities and threats were set against each other in order to formulate recommendations for
stimulating employment in the tourism sector on Statia. This research will contribute to the Tourism
Master plan, which makes it an applied research as it is a ''research intended to be useful in the
immediate future and to suggest action or increase effectiveness in some area'' (Adler & Clark, 2011).
Firstly, I will spend a few words on the study site of this research. Then, I will discuss the way in which
the qualitative research was conducted, including data collection, sampling, research instruments
and data analysis. The same will also be done for the quantitative research. Subsequently, I will
discuss how the qualitative and quantitative results were analyzed by means of the SWOT analysis.
The last part includes sections on ethics, reflexivity and limitations of the research.

4.1

STUDY SITE

The collected data for this research is both qualitative and quantitative, so mixed research methods
were used. I stayed for seven weeks, from the end of October until half December 2015, on the
Caribbean island St. Eustatius to collect data by means of semi-structured interviews and selfadministered surveys.

4.2

QUALITATIVE RESEARCH

4.2.1
Data collection
In order to answer the first sub research question two types of qualitative data were collected.
Primary data was collected by conducting face to face in-depth semi-structured interviews with local
experts on the (tourism) labour market, which included people working for the island government,
RCN, NGO's (Non-Governmental Organizations), NuStar, a private entrepreneur, locals, and a
student. In total 16 interviews were conducted in either English or Dutch with a duration of half an
hour to two hours (see table 4.1). The response rate for the semi-structured interviews was high
(94.1%) as only one person refused to participate out of the 17 persons who were asked to
participate in an interview. With permission of the interviewees all interviews were audio recorded.
The reason for this was to ensure that I did not miss out on important things. Furthermore, it enabled
me to completely focus on the interviewees and the conversations.
The primary data was complemented by secondary data, which was gathered by searching for
documents on the Internet about Statia and Statia's (tourism) labour market (e.g. Statia Strategic
Development Plan, CBS data, document on the Caribbean labour market). Also, documents were
obtained about these topics from the STDF on Statia during the field research. These documents
primarily existed of non-technical literature, i.e. (un)published reports of organizations and
institutions. The two above mentioned qualitative research methods were combined for
triangulation purposes, allowing me to provide ''a confluence of evidence which breeds credibility''
(Eisner, 1991, p. 110).
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4.2.1.1 Sampling
For the semi-structured interviews local experts on Statia with specific knowledge about the labour
market and the tourism labour market were targeted in order to get an insight in Statia's labour
market and more specifically the tourism labour market. A combination of sampling methods was
used, namely purposive and snowball sampling, which are both non-probability sampling methods.
Purposive sampling allowed me to examine elements of special interest (Adler & Clark, 2011), which
in this case were people with knowledge about the (tourism) labour market. I, for example, started
with an interview with someone from the island government as it was clear to me that that person
could give relevant information. At the end of the interview it was asked whether the interviewee
knew more people who could be relevant for this research. This was repeated in almost each
interview. This method is also known as snowball sampling.
So, by means of a combination of purposive sampling and snowball sampling I figured out which
people I could approach for the interviews. A total of 16 interviews were conducted due to the time
limit of the research and the fact that also many surveys needed to be distributed and collected.

Table 4.1 Coding of interviewees.
Code
Category
Type of
organization
I1
Island government
Public
I2
Island government
Public
I3
Island government
Public
I4
Island government
Public
I5
Island government
Public
L1
Local of Statia
L2
Local of Statia
N1
NGO
Nongovernmental
N2
NGO
Nongovernmental
N3
NGO
Nongovernmental
N4
NGO
Nongovernmental
N5
NGO
Nongovernmental
Nu1
NuStar employee
Private
P1
Private entrepreneur Private
R1
RCN
Public
S1
Student
-

Interviewer a

Date

MK
MK; SA
MK; SA
MK
MK
MK
MK; SA
MK
MK
MK
MK
MK; SA
MK
MK
MK
MK

02-11-2015
24-11-2015
26-11-2015
01-12-2015
08-12-2015
04-11-2015
19-11-2015
09-11-2015
13-11-2015
17-11-2015
17-11-2015
03-12-2015
25-11-2015
07-12-2015
12-11-2015
26-11-2015

a

MK stands for interviewer Marcia Koetsier and SA stands for interviewer Shalini Autar who
joined Marcia Koetsier during her fieldtrip, but conducted her own individual research.
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4.2.2
The research instrument
Semi-structured interviewing was chosen as a method for interviewing, since it was aimed to get an
insight in the characteristics and the formation of the labour market and tourism labour market more
specifically. This method allowed me to modify questions for each interviewee and gave the freedom
to ask follow-up questions when the interviewee came up with interesting things (Adler & Clark,
2011). In addition, this technique has appeared to be suitable for case studies (Drever, 1995), which
this research is as well. Prior to conducting the interviews I created an interview guide with questions
(see appendix III), which I planned to discuss in order to obtain the required data for this research.
Besides, I listened carefully to what the interviewee told and asked subsequently follow-up
questions.
The interview guide included basically three main topics: the organization or government
department the interviewee worked for, SWOT of the labour market, and SWOT of the tourism
labour market as a component of the overall labour market. In addition, some interviewees were
able to give a deeper insight in for example the government's structure, how the government
functions or how the educational system works. In such instances, these topics were discussed in
more detail.
4.2.3

Data analysis

4.2.3.1 Document analysis
In order to analyze the documents that were found on the Internet and at the STDF, document
analysis was conducted as a data analysis method. First, the documents were superficially examined
by skimming the written content of the documents. Then, a more thorough examination was done by
closely reading the documents. The last step was interpreting what was read (Bowen, 2009). The
data which was perceived to be useful for this research was selected, synthesized and subsequently
included in the results.
4.2.3.2 Thematic analysis
Firstly, the recorded interviews were transcribed verbatim in the language in which the interview was
conducted (i.e. Dutch or English). Then, thematic analysis was used to analyze the interviews, which
''is a form of pattern recognition within the data, where emerging themes become the categories for
analysis'' (Fereday & Muir-Cochrane, 2006, p. 4). The typed interviews were repeatedly read in order
to identify themes pertinent to a phenomenon (Rice & Ezzy, 1999). Different themes were
subsequently extracted from the data: structure and functioning of the government (i.e. the Dutch
government, RCN, and the island government), organizations in the labour market and tourism
sector, the educational system, general description of the labour market, strengths of the (tourism)
labour market, weaknesses of the (tourism) labour market, opportunities of the (tourism) labour
market, and threats of the (tourism) labour market.
Subsequently, I took a closer look at these themes in order to identify factors which have an
influence on the labour market and tourism labour market. The following five factors were identified:
physical geography, work culture, education, political economic situation, and organizations in the
labour market.
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4.3

QUANTITATIVE RESEARCH

4.3.1
Data collection
Sub research questions two, three and four examine attitudes and perceptions of employees on
Statia. As a survey is a very useful way of gathering data on among others attitudes (Adler & Clark,
2011), a survey was chosen as a data collection method. Self-administered surveys in English were
personally handed out to 158 employees working in the governmental, tourism and private sector. A
number of 132 surveys were returned to me and thus the response rate was high with 83.5%. The
high response rate is due to the fact that I asked beforehand whether the potential respondent
wanted to participate in the research by filling out a survey. If yes, it was asked whether the
respondent wanted to immediately fill it out or at a later time. As most people were busy with work
when the surveys were handed out, the second option was most commonly chosen. Almost in all
cases, I needed to come back for the surveys a second, third, fourth or even fifth time, since the
respondents were too busy or forgot to fill out the survey at the moment I returned to pick up the
survey.
4.3.1.1 Sampling
The target population was the employed labour force in Statia's labour market. Specific groups in this
labour force were sampled: employees working for the government (i.e. RCN and the island
government), in the tourism sector and in the private sector (i.e. supermarkets, consultancy
companies, NuStar, stores, etc.), so the study population consisted of three groups. The sampling
method was purposive sampling, which is a non-probability sampling method. In this case, the special
interest element was the sector in which a person living on Statia was employed. 51 government
employees (38.6%), 37 tourism employees (28.0%), 5 NuStar employees and 39 private sector
employees participated, which is in total 44 private sector employees (33.3%). It was aimed to collect
a total of 150 surveys for the three largest sectors on the island (50 per sector), which is respectively
the government sector, NuStar and the tourism sector. However, the reason for why this failed and
NuStar was replaced by the private sector as a whole is explained in section 4.7.2.
4.3.1.2 Characteristics of the respondents
Table 4.2 shows the demographic profile of the respondents. The majority of the respondents with
61.1% was female and 35.9% male. The respondents were almost equally distributed over the age
categories, except for the category 61 and older, which was only 4.8%. With regard to educational
level the majority of the respondents finished higher education (66.9%), followed by 29.2% of the
respondents who finished secondary school as the highest level of education, and a small group of
3.8% who only finished primary school. 83.7% of the respondents had the Dutch nationality and the
remaining 16.3% existed of British, Spanish, French, Belgian, German, Chinese, Filipino, Antillean,
Venezuelan, Surinamese people, and people from St. Lucia and the Dominican Republic.
Furthermore, most of the respondents were employed in the government (38.6%), followed by the
private sector (29.5%), tourism sector (28.0%) and NuStar (3.8%). As was already mentioned, NuStar
was gathered under the category private sector as the number of respondents was too small to say
something meaningful about this group. This resulted in a percentage of 33.3% for the private sector.
As can be seen in table 4.2 the respondents were also asked to indicate their level of income. The
majority of the respondents earned a wage between the $1000-$2000 per month (50.4%), whereas
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respectively 19.3% and 16.0% had an income of $2000-$3000 and 0$-1000$ per month. 12.6% of the
respondents had an income of $3000-$4000. Lastly, the greatest number of respondents said that
they were 1 to 5 years employed in the job (40.9%), followed by 6 to 10 years (21.2%), 11 to 20 years
(9.8%), 21 to 30 years (8.3%), less than one year (7.6%), and more than 30 years (5.3%).

Table 4.2 Demographic profile of the respondents (N=132).
Variable
Category
Sample %a
Gender
Male
35.9
Female
61.1
Age

20 till 30
31 till 40
41 till 50
51 till 60
>61

29.8
20.2
25.8
19.4
4.8

Education

Primary school
Secondary school
Higher education

3.8
29.2
66.9

Nationality

Dutch
Non-Dutch

83.7
16.3

Employed in sector

Government
NuStar
Tourism sector
Private sector

38.6
3.8
28.0
29.5

Income

$0-$1000
$1000-$2000
$2000-$3000
$3000-$4000
$4000-$5000
>$5000

16.0
50.4
19.3
12.6
0.8
0.8

Years on the job

<1
1-5
6-10
11-20
21-30
>30

7.6
40.9
21.2
9.8
8.3
5.3

a

Adjusted (valid) percentages excluding missing observations.
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4.3.2 The research instrument
A self-administered survey consisting of four sections was designed in order to collect more specific,
in-depth data about Statia's labour market and particularly its tourism labour market (see appendix
II). It measures the extent to which employees in the government sector, tourism sector and the
private sector on Statia are satisfied with their jobs, what they think is important in a job, and
subsequently how they perceive the three largest sectors in Statia's labour market. The scales that
were used to measure this will be discussed below.
4.3.2.1 Job satisfaction scale
Section one of the survey measured how satisfied people are with their job for which an already
existing research instrument was used: the MSQ. Weiss et al. developed the MSQ in 1967, which is
widely accepted and used (Gunlu et al., 2010). This questionnaire measures multiple facets of job
satisfaction in contrast to the single scales, which can also measure job satisfaction. A scale which
measures multiple facets of job satisfaction was chosen over a single scale, since reliability levels are
somewhat higher for multiple facet measures of job satisfaction than an overall, single measure of
job satisfaction (Saari & Judge, 2004). The original MSQ consists of 100 questions on job facets on
which respondents are asked to express their level of satisfaction (i.e. the long form MSQ). However,
also a short form of the MSQ including 20 questions exists. The short form MSQ was chosen to be
included in the survey as the long form MSQ would take too much time for the respondents to fill
out. In addition, the short form has adequate reliability and validity qualities and previous hospitality
studies extensively used this survey according to Zopiatas, Constanti and Theocharous (2014) (see for
example Ghiselli et al., 2001; Gunlu et al., 2010; Hancer & George, 2003). Respondents were asked to
indicate their level of satisfaction on the 20 job facets on a Likert scale ranging from 1 (very satisfied)
to 5 (very dissatisfied).
4.3.2.2 Scale of the importance of job factors
To measure the perceptions and attitudes of employees who worked in the government sector,
tourism sector and private sector, it was decided to include two scales in section two and three of
the survey, which were obtained and subsequently adapted from Richardson's research (2009) on
how tourism and hospitality undergraduates view a career in tourism. In the survey respondents
were asked to rate how important (very important, fairly important, not important) they thought
certain factors are in a job instead of in a career, which was the case in Richardson's research (2009).
The scale includes 20 general factors, which employees might find important in a job. Examples of
such factors are an enjoyable job, a secure job, a job that is respected, etc. (see appendix II).
4.3.2.3 Perception scale
In addition, in section three of the survey the respondents were asked to fill out whether they
thought a job in the government sector, NuStar, or the tourism sector offered these factors
(definitely offers, somewhat offers, not offers). Airey and Frontistis (1997) found in their research on
UK and Greek pupils' attitudes towards careers in tourism that different perceptions exist ''. . . as to
what constitutes the tourism sector. There are some interesting omissions and contrasts in the
pupils' perceptions of what constitutes a tourism job'' (p. 157). Therefore, in the beginning of section
three of the survey a small description of what kind of jobs the tourism sector offers was included in
order to clarify this matter to the Statians.
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4.3.2.4 Section on demographics
Section four included questions about demographics, like gender, age, nationality and education. In
addition, it contains job related questions, like the kind of job the Statians do, how long they are
doing that job, and how many hours per week they work.
4.3.3 Data analysis
All the data from the surveys were manually entered into SPSS in order to analyze the data by
conducting multiple tests. For this research a one-way ANOVA and paired t-tests were carried out.
4.3.3.1 Job satisfaction
To make sense of the data on employees' job satisfaction a one-way ANOVA was carried out. It
showed the means of how satisfied government, tourism, and private employees are with the
different job satisfaction facets. Moreover, it tested for whether there existed a difference on the
means of these 20 job satisfaction facets between the three employee groups. A few of the variables
significantly differed. In order to find out which employee groups exactly differed on the job
satisfaction facets a post hoc test was done, which was in this case the Bonferroni test.
The employees' general job satisfaction was measured by making a new variable in SPSS by adding up
the 20 job satisfaction facets. A one-way ANOVA was again conducted in order to find out whether
government, tourism, and private employees' general job satisfaction differed from each other.
4.3.3.2 Importance of job factors
In order to get a sense of how important the respondents consider the job factors and whether they
think these are offered by the government sector, NuStar, and the tourism sector, I firstly translated
the frequencies into percentages. Then, a paired t-test was done three times in total, which firstly
paired up the variables of the scale 'importance of job factors' with the variables of the scale 'the
extent to which a job in the government sector offers these'. Then, this was done for the variables of
the scale 'importance of job factors' with the variables of the scales 'the extent to which a job at
NuStar offers these' and 'the extent to which a job in the tourism sector offers these'. The means of
the variables on these scales were tested on significant differences, which eventually showed
whether or not respondents thought a job in the government sector, NuStar or the tourism sector
offered the job factors they considered important.
4.3.3.3 Perceptions
Paired t-tests were conducted for the variables that measured the respondents' perceptions on the
extent to which the 20 job factors are offered in the government sector, NuStar and the tourism
sector. This resulted in three different pairs per job factor. For example, for the first job factor ''A job
that I will find enjoyable'' the following pairs were formed: government-NuStar, tourismgovernment, and NuStar-tourism. The means in the pairs were compared to each other in order to
determine whether perceptions on the job factors in the different sectors significantly differed from
each other.
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4.4

SWOT ANALYSIS

In order to answer sub research question five, both the qualitative and quantitative results were
used as input for a SWOT analysis of the tourism labour market. According to Stacey (1993), a SWOT
analysis is ''a list of an organization's strengths and weaknesses as indicated by an analysis of its
resources and capabilities, plus a list of the threats and opportunities that an analysis of its
environment identifies'' (p. 52). The strengths and weaknesses are internal factors, which are
controllable by the organization whereas the so-called external factors, i.e. the opportunities and
threats, are uncontrollable. Normally, a SWOT analysis is applied to an organization, but in this
research this method of analysis was applied to the tourism labour market. The strengths and
weaknesses of the tourism labour market were mainly identified based on the quantitative data. By
analyzing the qualitative data on the labour market (see section 5.1 and 5.2), opportunities and
threats regarding the tourism labour market were identified.
The strengths, weaknesses, opportunities and threats were subsequently placed in quadrants in a socalled confrontation matrix, which resulted in four quadrants: Strengths-Opportunities, WeaknessesOpportunities, Strengths-Threats, and Weaknesses-Threats. The strengths, weaknesses,
opportunities and threats were assessed on the level of relatedness. When a strength and
opportunity or a strength and threat are related a '+' (positive) or '++' (very positive) was assigned. In
the quadrant Weaknesses-Opportunities and Weakness-Threats a '-' (negative) or '--' (very negative)
was assigned to related issues. Recommendations which were based on the confrontation matrix
build on the strengths, exploit the opportunities, eliminate the weaknesses or counter the threats
(Dyson, 2004).

4.5

ETHICS

From an ethical point of view, certain things were taken into account during this research, like
privacy, informed consent, and anonymity. In order to ensure privacy, people had the choice to
participate in the research. Before the interview started the interviewees were also asked for
permission to record the interview and were told that they were not obliged to answer every single
question. This was the same for the survey as the introductory text on the front page mentioned that
questions could be left blank if people did not feel like sharing certain information. Informed consent
was ensured by explaining the purpose of the research before the start of an interview and when the
survey was handed out. The purpose of the research was also indicated on the front page of the
survey.
The community living on Statia is small, so anonymity of the respondents was safeguarded by not
mentioning any names or identifiable characteristics in this thesis. This was communicated to the
respondents before the beginning of an interview and again this was mentioned on the front page of
the survey. A coding scheme was designed to show which data was obtained from which interviewee
(see table 4.1).

4.6

REFLEXIVITY

Being reflexive of one's own role as a researcher is important, because ''. . . research relations are
never simple encounters, innocent of identities and lines of power, but, rather, are always embedded
in and shaped by cultural constructions of similarity, difference, and significance'' (DeVault & Gross,
2007, p. 181). Before heading to Statia it was thus of importance to think about my positionality,
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which is defined by Maher and Tetreault (1994) as the ''knower's specific position in any context as
defined by race, gender, class, and other socially significant dimensions " (p. 22). My positionality is
defined by the fact that I am a middle-class, Dutch, Christian woman, pursuing a Master's degree at
Wageningen University, the Netherlands.
It was for example noticed throughout the field research that my roots (i.e. the Netherlands)
mattered when collecting the data. Not all Statians perceive the new political status as being positive
for the island, which has resulted in an adverse attitude towards the Netherlands. I as a Dutch, white
woman had to accept this attitude of some of the Statians as for some this was the reason for not
participating in the research by filling out a survey. Also, the fact that I am a woman had an influence
on the research relations. From the type of comments that some of the respondents made, it was
noticed that they were willing to help me with my research, because I am a woman.
In addition, the cultural differences between the people on Statia and me needed to be taken into
account by me. I perceive the Netherlands as a country where everything goes quick: people are
constantly busy and in a rush and if things need to be arranged it needs to be done rapidly and
actually rather yesterday than today. In Statia this was considered to be way different, since the way
of life is much more relaxed and the island is tranquil and peaceful. From my point of view it can be
described as a more laid back culture: if it does not come today, it will come tomorrow. Especially at
the end of the field work the cultural differences annoyed me. The awareness of this negative feeling
was however important in remaining calm and understanding towards potential respondents of the
survey.

4.7

RESEARCH LIMITATIONS

There are several limitations to this research, which were identified during the field work or during
the analysis of the results. These will be discussed below.
4.7.1 Limitations regarding the interviews
With regard to the interviews, some limitations were experienced as well. When listening to the
recorded interviews, I sometimes just did not understand what the interviewee said due to the
dialect, softly speaking, or external sounds like the air conditioning. I therefore asked a person I knew
to listen to a sentence in the recording or played parts of the recordings multiple times, which often
helped in unravelling what was said. However, some sentences or words could not be unravelled,
whereby there is a possibility that valuable data has been lost.
It should also be said that no tourism entrepreneurs or employees were interviewed. There was one
interview scheduled with a tourism entrepreneur but due to illness of the interviewee this interview
was cancelled. At hindsight it would have been nice to interview a few of these people, because it
could have given additional information about the tourism sector and tourism labour market.
Although this thus was not the case, there was still a lot of data regarding the tourism sector and its
labour market collected by doing interviews with other interviewees.
By analyzing the interviews codes were assigned to the data. These codes are based on my
interpretation and are thus subjective. If several individuals would have coded the interviews this
could have resulted in different codes. However, the qualitative data was analyzed by only me as the
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researcher. I put the data away for a few days after she coded it for the first time and repeated this
after the second time. During this process, adjustments to the codes were made to make sure that
the codes fit the data.
4.7.2 Limitations regarding the survey
As already mentioned, the initial plan was to include the government sector, NuStar and the tourism
sector in this research by handing out surveys (50 per sector) to the employees working in those
sectors. However, NuStar was replaced by the private sector in general as I experienced a setback
regarding the cooperation of NuStar in this research. The bottom line is that the island government
and NuStar were involved in a lawsuit, which hampered the director of NuStar to give permission to
me to visit the NuStar company and hand out surveys to the employees. It was namely feared that
the results could be used against NuStar in the lawsuit. However, I did not give up. I tried to get the
surveys via the employees themselves by trying to get in contact with them on the career fair or just
on the street. Eventually, I met four people, who promised to help me out. Also, that did not go
smoothly, since one was suddenly abroad. Another one handed out 15 to his colleagues but got only
two back as some were afraid of management and some just basically did not want to participate.
The third one bailed on me, but the fourth one gave two to his friends who worked at NuStar, which
resulted in a small number of five surveys filled out by NuStar employees. As this was foreseen, it
was decided to include the private sector in order to compensate for this.
Moreover, it was planned to collect a minimum of 150 surveys in total and thus 50 per sector. It was
not easy, because many people forgot to fill the survey out or had not had the time yet, making me
to drop by a third, fourth or fifth time. This made the collection of the surveys time consuming and
strenuous. Also, at one moment I did not know anymore where I could drop by in order to get more
surveys filled out by tourism employees, because I asked all the visible tourism companies to
participate. This ensured a total of 132 collected surveys at the end of the fieldwork.
For the surveys only the current labour force was sampled and thus did not include the future labour
force (i.e. students on the GvP school). This is however an important group to research as
perceptions on jobs in certain sectors namely influence whether people want to work in a sector as
was mentioned in the literature review (see section 3.3). Regarding the future of the island it is good
to get an insight in the perceptions of the future labour force in order to eventually bring the brain
drain to a minimum. However, due to time constraints it was not possible to research the students'
perceptions next to the current employees' perceptions. Therefore, a recommendation for further
research is done with regard to this issue.
4.7.3 Other limitations
This study looked at the Statian labour market and more specifically the tourism labour market.
However, because this research is a case study and thus only examined the labour market in Statia,
the findings cannot be generalized outside Statia. Lastly, the SWOT analysis identified strengths,
weaknesses, opportunities, and threats from the results. It is however subjective what is perceived to
be a strength, a weakness, an opportunity or a threat regarding the tourism labour market. In order
to compensate for this the interviewees were specifically asked for SWOTs of the overall labour
market and tourism labour market. There were initially more SWOTs for the tourism labour market
identified, but the most important ones were chosen to be included in the confrontation matrix.
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Again, what is seen to be the most important SWOTs is based on the my judgement and is thus
subjective. Then, the assignment of plusses and minuses in the confrontation matrix is also a matter
of subjectivity. I determined whether the issues were positive, very positive, negative, very negative
or not related and this resulted in whether or not issues were discussed in the recommendation
section. This judgement is partly based on the results and partly on my personal experience on Statia.
For example, I experienced a few times that the service in some tourist establishments was not good.
This issue was thus seen as important to be solved, which was reflected in the confrontation matrix.
Although this analysis method has some pitfalls as indicated above, it did help in making sense of the
large amount of results, so that recommendations could be written.
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5. Results
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This chapter contains both qualitative and quantitative results and is divided into four parts. The first
two parts cover the qualitative results. Part one aims to describe the main characteristics of Statia's
labour market. It includes statistics on employment in the different economic sectors, a short
description of these sectors and the kind of jobs these sectors offer. The second part is more analytic
and gives an insight in the (tourism) labour market by discussing what kind of external factors affect
and shape the (tourism) labour market as it is in its current state. The third part contains the
quantitative results and zooms in on the labour market by discussing employees' job satisfaction,
what employees perceive as important in a job and whether the different sectors offer what they
find important in a job. Lastly, this section compares the three largest sectors in terms of positive and
negative job characteristics based on employees' perceptions of these sectors. The last part analyzes
the tourism labour market in particular as part of the labour market. It zooms in on the tourism
labour market and identifies strengths, weaknesses, threats and opportunities with regard to the
tourism labour market.

5.1

DESCRIPTION OF STATIA'S LABOUR MARKET

5.1.1 Labour market statistics
Statia´s labour market is small with a labour force of only 2,168 people (see table 5.1). The
international definition of the International Labour Organisation is used instead of the Dutch national
definition, since for international comparisons the first definition is more frequently used. Of these
2,168 people 2,099 are actually employed, so this leaves 69 people unemployed, which comes down
to an unemployment rate of 3.2%. However, according to CBS (2015 in ECN, 2015) the
unemployment rate is 8.8% of the total labour force. One interviewee mentioned an unemployment
number ranging within 35 to 70 people (I1) and another interviewee talked about an unemployment
rate of five to six percent (I5). Numbers obviously differ from each other, but anyway unemployment
on Statia is relatively low (ECN, 2015).
Table 5.1 Labour force on St. Eustatius, 2012.
International definition
(15 years or older)
Total population
3,106
Labour force
2,168
Employed labour force
2,099
Unemployed labour force
69
Not in the labour force
938
Net labour participation (%)
67.6
Unemployment rate(%)
3.2
Youth unemployment rate (15-24 years)
x

National definition
(15-64 years)
2,762
2,040
1,940
99
722
70.3
4.9
x

Source: Labour force Survey Caribbean Netherlands, 2012 in The Caribbean Netherlands in figures 2013
(Statistics Netherlands, 2014).

Besides that the labour market is small, it is also not diversified (I4; N2; Nu1) as economic activity
mainly is created by the government, the oil terminal NuStar and the tourism sector. This also
appears from three different sources that have provided fairly recent numbers on Statia's
employment per economic activity or sector. The first table (see table 5.2) originates from the SDP
(Hoogenboezem-Lanslots et al., 2010) and shows the number of jobs for the primary, government
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and services sector. It clearly shows that the government is the largest employer with 340 jobs,
followed by NuStar and the tourism sector with respectively 140 and 125 jobs. However, there are
some ambiguities regarding this table. It is unclear to which year this table applies, why the
secondary sector (i.e. construction) is not included, what the sector 'services' includes, and what
'number of jobs' exactly means (only fte's or also part-time jobs). Furthermore, it is unclear why
tourism is included under the heading primary sector, since tourism belongs to the service sector.
Table 5.2 Statia's employment per economic sector.
Sectors
Primary
NuStar
Tourism
School of Medicine
Agriculture
Fishery
Government
Services
Total

Number of jobs
315
140
125
30
5
15
340
360
1,015

Source: Hoogenboezem-Lanslots et al., 2010.

The second table (see table 5.3) was found in a document called 'the Caribbean Netherlands in
figures, 2013' (CBS, 2014) and is more detailed. These figures apply to the year 2012. It shows that
trade, transport, hotels and catering with 35% (737/2,099) and the government, which accounts for
31% of the total employed labour force (643/2,099), are the most important employers. However,
from table 5.3 it is not possible to deduce exact employment numbers for the oil transhipment (i.e.
for NuStar) or tourism sector. Tourism employees are namely included in the economic activity
''Trade, transport, hotels catering'' and ''Culture, recreation and other services'', but an exact number
is not known. The total employed labour force in this table is 2,099, which is the same as in table 5.1,
since both tables originate from the same source. However, this number strongly deviates from the
total number of jobs indicated by the SDP (Hoogenboezem-Lanslots et al., 2010), which is twice as
small as the labour force in table 5.3.
Table 5.4 originates from a research about the labour market in the Dutch Caribbean in 2013 (Ecorys,
2013). The total employed labour force (i.e. 15 years and older) is determined on the basis of this
business research. CBS data of 2011 was used to make an estimation of the amount of employees
per sector. Though it is clear how this table was composed, the document does not clearly indicate
for which year these figures are. Comparing this table to table 5.3 three things stand out. The first
thing is that trade, transport, hotels and catering is also in this case the largest provider of
employment. Government and care however remains far behind with an amount of 235, which also
differs a lot from the 643 employees indicated for government and care in table 5.3.
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Table 5.3 Statia's employment by economic activity, 2012.
International definition
(15 years or older)
Agriculture, forestry and fishing
26
Industry (excl. construction, energy)
99
Construction
270
Trade, transport, hotels catering
736
Information and communication
32
Financial institutions
19
Renting, buying, selling real estate
X
Business services
95
Government and care
643
Culture, recreation and other services 99
Economic activity unknown
61
Total employed labour force
2,099

National definition
(15-64 years)
19
87
215
714
32
19
X
79
609
90
61
1,940

Source: Labour force Survey Caribbean Netherlands, 2012 in The Caribbean Netherlands in figures
2013 (Statistics Netherlands, 2014).

Table 5.4 Statia's employment by economic activity.
Number of employees
Agricultural sector
3
Industry
36
Construction
189
Trade, transport, hotels, catering
515
Information and communication
21
Financial institutions
4
Renting, buying, selling real estate
35
Business services
106
Government and care
235
Culture, recreation and other services 236
Total employed labour force
1,380
Source: Business research 2013 and editing of figures CBS October 2011
in Ecorys, 2013.

Secondly, just like with table 5.3, this table too does not specifically tell anything about the total
amount of employees working for NuStar or in the tourism sector. However, Ecorys (2013) mentions
a number of 131 people who are employed by NuStar, which makes it an important work provider on
the island. This number is almost the same to the 125 NuStar employees mentioned in the SDP
(Hoogenboezem-Lanslots et al., 2010).
The third thing that stands out is that per economic activity the amount of employees is less than in
table 5.3. This is due to the fact that with a difference of 719 the total employed labour force of
1,380 (see table 5.4) is much less than the total employed labour force of 2,099 (see table 5.3). It also
differs from the previously mentioned labour force of 1,015 (see table 5.2). The major differences
between the numbers can unfortunately not be explained, but what might be of influence is that all
the three sources assume a different number of people living on Statia. According to the SDP
(Hoogenboezem-Lanslots et al., 2010), 3500 people live on the island, whereas the documents of CBS
(2014) and Ecorys (2013) respectively mention a number of 3,106 and 3,643 inhabitants. On the first
49

of January 2014, the total population was said to be 4,020 (Statistics Netherlands, 2014), so there is
also ambiguity with regard to the population number. Reliable statistical data about the labour force
and population number is clearly lacking.
In November 2015, the Chamber of Commerce (CoC) had registered approximately 800 businesses
and 170 foundations and associations for both Statia and Saba. Statia alone had at that time about
400 registered companies. These are registered, but this does not imply that these are all active
organizations. They are supposed to be active, but if a business closes down and the owner does not
report the closure to the CoC, the people working at the CoC do not know the business closed and
subsequently cannot keep the business registration list up to date. One of the interviewees
mentioned that most of the companies on Statia are one-man businesses without employees, but an
approximate number was not known. These businesses are very small, because they only have an
owner (N2).
96 companies participated in the labour market research which Ecorys (2013) conducted. The results
state that 65 employees were hired in 2012. This comes down to a mobility rate of five percent (the
number of hired employees with respect to employment), which is very low. This indicates that
Statia's labour market is not very dynamic (Ecorys, 2013). In addition, somewhat less than half of the
employers (47%) mentioned that it was difficult to recruit a qualified employee for the last vacancy.
It was relatively easy to find people for administrative functions, but companies struggled with
finding catering personnel. 36% of the employers said that the island has too few qualified people
and 18% of the employers mentioned there is a lack of motivation. According to Ecorys (2013), the
companies which were planning on hiring people in 2013 were especially looking for employees in
the hospitality industry, construction, education or for an administrative function. These functions
were mainly at MBO level or lower.
5.1.2 Sectors
Although the figures in the previous section are not really clear and reliable, it is clear that the three
largest, most prominent sectors are respectively the government, oil transhipment and tourism
(STDF & Sustainable Travel International, n.d.; L1; N3). So, Statia has these sectors, but what kind of
jobs do these sectors offer? This is discussed in the following section.
5.1.2.1 Government
In chapter 2 it was already outlined how the public sector (i.e. the government) on Statia is
structured. To repeat, there are three government levels of which the last two are really located on
Statia: the central government in The Hague, RCN and the island government. The kind of jobs they
offer are especially office jobs, which includes much administration. Also education, the fire
department and police department are included.
5.1.2.2 NuStar Energy
The American company NuStar is the second biggest employer. NuStar has an oil terminal on Statia
since 1982 (Hoogenboezem-Lanslots et al., 2010), called Statia Terminals, and is the largest private
employer on the island (RCN, 2016). According to one of the employees of NuStar, NuStar is basically
''a marine terminal petroleum processing facility that engages in transhipment of bulk, liquid
petroleum products'' (Nu1). NuStar exists of three business segments, which is storage of petroleum
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products, fuels marketing and pipeline (Island Government of St. Eustatius, 2015). In short, it is an oil
firm. However, there is much more to it than solely storing oil. In order to make the company work,
several industrial work activities are being done, so NuStar offers jobs in electrical work, welding,
maintenance with regard to equipments, pumps, tools, and jobs relating to safety (Nu1).
Statia is quite dependent on Nustar, since it is the generator of the economy (I5). This multinational
company not only offers direct employment, but also secondary employment. A lot of foreigners
work at NuStar who also have to live somewhere, need to eat, refuel their cars, etc. (N3). That Statia
is home to a company of this size is thus positive, but simultaneously also a threat. The island
government does not have much control over the company (I5) and since it is such an asset for the
economy, NuStar has quite some power. Around the year 2011, for instance, NuStar wanted to build
a second oil terminal on Statia. This was a real threat for a tiny island like Statia (N3), because an
island that is full with oil reservoirs is not attractive to tourists (Crowfoot, 2011). Although, it was
prevented at that time, it remains a threat (N3). In addition, the dependence of the island on NuStar
is dangerous in the sense that if anything goes wrong with the company, the economy will be hit
hard and the labour market will definitely feel the consequences in terms of loss of jobs.
5.1.2.3 Tourism sector
The tourism sector on Statia consists of among others three hotels: the Old Gin House, the Golden
Era Hotel and King's Well Resort. Besides the hotels, there are some smaller accommodations for
tourists, like the Airport View Apartment, the Country Inn and Statia Lodge. In total these
establishments offer 70 to 80 rooms (L1). This is confirmed by Hoogenboezem-Lanslots et al. (2010),
who mention an approximate number of 75 rooms. Next to these types of accommodation, there is a
camping area which uses its own generated energy. This is the so-called Congo Preserve (I2). Tourist
accommodation offers jobs to people in housekeeping, gardening, serving drinks at the bar and/or
serving food in the restaurant, cooking, helping guests as a receptionist, managing, etc.
In addition, some small restaurants exist, which also provide jobs in serving drinks and food to
people. Next to that Statia has a few rental companies for cars, quads, and scooters and a few travel
agents (e.g. Windward Islands Airways International [Winair] and Trans Anguilla Airways). These jobs
are more administrative in nature and are more focused on helping people from behind a desk. Then
there is the St. Eustatius Historical Foundation Museum, a tourist attraction, where the employees
give tours to tourists through the museum with an exhibition about slavery on Statia, information
about the Golden Rock (e.g. the first salute), and a few rooms in old Statian style.
On the island are three points where tourists can get information about the island. The first is
encountered when arriving at the island by plane, namely the tourist information centre on
Roosevelt's Airport. The two employees who work there give information about Statia to tourists if
asked for. The second tourist information point is at the STENAPA office. STENAPA, a NGO, is
however indirectly related to the tourism sector, since its main focus lies on conserving the island's
ecosystem and thus does not provide jobs in the field of tourism (STENAPA, n.d.). The third and last
tourist information point is the tourist office. This office is primarily focused on promoting the island
and currently offers jobs to five people. The employees are involved with social media practices, PR,
informing and guiding tourists around the island, finances, etc. (see section 5.2.5.1 for more
information about the tourist office or in other words STDF).
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Potential for development of the tourism sector
Although the tourism sector is the third largest employer on the island, the sector still offers much
potential for development. The amount of tourists that currently visit the island is namely perceived
as being too low (I2; I5; N2). In the Economic Development Plan for St. Eustasius 2004-2007 (Island
Territory of Sint Eustatius, 2004) the development of tourism was already addressed.
Hoogenboezem-Lanslots et al. (2010) even mention that the tourism sector offers the biggest
opportunity for job creation on Statia, since ''the tourism sector is one of the most labour intensive
sectors that are there. It is really a people business'' (N3). Besides, it creates a spinoff which benefits
other commerce on the island (I4; R1), like supermarkets. The majority of the interviewees were
positive about developing this promising sector.
However, developing the tourism sector on Statia appears to be hard. An interviewee said that they
(i.e. are already talking about it for a long time, but progress stays out (L1). Four interviewees (I5;
N1; N2; R1) specifically mentioned that the tourism product should be firstly fixed before the tourist
office promotes the island: ''We have good things. The diving is good, we have good nature, we have
good history and so on, but we need to fix the physical side of the problem, of the product'' (I5). The
physical part of the product mainly consists of rooms where tourists can stay. According to six
interviewees the so-called tourist infrastructure to accommodate the tourists is almost absent. The
number of rooms on the island is 70 to 80, which is a small number. There is basically too little room
capacity, so more rooms are needed. However, a large part of the problem is that it is basically a
chicken and egg scenario. On the one hand, the hotel owners on the island say that they will build
more rooms if there is a bigger airlift. On the other hand, the airlift is only to be increased when
there are more rooms (N5).
Since in general local people lack the financial means to start a hotel or another accommodation of a
scale larger than a guest house (N4), there is a need for investors from outside the island. At the time
of the research an Aruban investor was for example busy with getting permission to build a tourist
accommodation of 70 to 80 rooms at Venus Bay (L1). It is however quite difficult to attract such
investors, because next to the compulsory taxes that need to be paid, the infrastructure is poor (I3;
L1; N2; R1) while ''investors tell you: listen, you need to offer the infrastructure, right?'' (I4). Also,
reliable statistics on tourism numbers are not there yet although the tourist office and the CBS are
busy with it. This data is important, because investors ask for it (N5).
In addition, another problem is that Statia can only be reached by plane or boat. Four of the
interviewees complained about the air service of the one and only air carrier Winair, because the
flights are too expensive (L2; N3; N4; P1). For example, one of the interviewees said that ''if we had
another airline then we had a choice and the fares would not be so extravagant, because it cost you
almost more to go from here to St. Maarten than from here to the United States. That is ridiculous''
(L2). A return flight from St-Maarten to Statia is namely around the 200 dollars for a 20 minutes'
flight. In addition, the air transportation is perceived to be too small, ''because right now we have
four flights a day and we are always full'' (N2).
The other possibility of going to Statia is by boat. However, there is no ferry service anymore, so the
only way of coming by boat to Statia is by a private boat or a small cruise ship in rare cases (I4). The
former peer has disappeared while that peer made it possible for small cruise ships to dock. The
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current pier is way smaller, which means that it is very hard for small cruise ships to dock and that
has led to a decrease in the number of docking small cruise ships and thus to a decrease of tourists
visiting Statia (I4). One of the interviewees mentioned that the island has an advantage with its
geographical location with St. Kitts to the south and St. Maarten to the north and boat traffic going
back and forth between these two islands (I4). Although Statia's geographical location offers
potential, it currently does not act upon this and it is therefore not really accessible compared to the
accessibility of the surrounding islands, like St. Kitts and St. Maarten.
Moreover, although tourists can hike and dive on Statia, the number of offered activities to the
tourists is perceived to be too low (I4; N2). In the interviews some development ideas with regard to
tourist activities or facilities were proposed. For example, one of the interviewees mentioned that
Statia's harbour is an open harbour. This means that it currently cannot cater to, for example, yachts
that want to dock. Developing a yacht marina where yachts can dock and make use of basic facilities
as electricity, water and security would be a nice idea to attract more tourists. Activities that could be
offered in this area are sport fishing or a trip on a glass bottom boat. This would be a good solution
for visitors who want to see the underwater environment, but do not want to dive (I4).
Another idea is to create packages, like historical tours or a safari like tour. There are enough cars
with four wheel drive on the island, which could be used to go off-road parts of the tour and in this
way get tourists around the island (I4). There are also a lot of donkeys on the island. An idea is to use
these animals to transport tourists around the island (I2). Such things make Statia not only more
attractive to potential tourists and visitors, but simultaneously more attractive to the surrounding
islands. This increases the chance of getting involved in daytrips, which these islands offer to tourists.
All in all, the (future) facilities and activities that Statia wants to offer to the visitors should be in line
with the kind of people that it wants to attract: ''We want to be, how you call it, a niche market for
special interest groups. We are not catering for mass tourism'' (L1).
5.1.2.4 Other sectors
Other economic activity on the island was among others created by the Medical School (University of
Sint Eustatius School of Medicine). However, in 2013 the Medical School closed when the school did
not obtain the required accreditation (Best, 2013). The Medical School was besides the oil
transhipment and tourism sector an important economic pillar with its 30 employees and 120
students (Hoogenboezem-Lanslots et al., 2010). Although most of the employees were not local
(Ecorys, 2013), it did generate income from the employees and students that came from abroad,
since they had to pay for food and housing. With the closure of the school people not only lost their
job, stores also lost a part of their revenues. In addition, people who provided housing to students
are left with empty apartments or rooms and miss out on rental income. One of the interviewees
indicated: ''That is a loss. A loss for me, cause I build apartments. . . . They are all empty now, since
the medical school is not allowed to continue'' (I2). All in all, this has caused a decline in economic
activity on the island.
Economic activity is especially created by the tertiary sector, or in other words the service sector.
This includes the telecommunication company Eu-tell, the privately owned hospital, gas stations,
consulting companies, hairdressing salons, the privately owned electrical company Stuko, clothing
stores, small supermarkets, auto garages, hardware shops, a car wash, a day care centre, etc.
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Agriculture, fisheries and animal husbandry also exist on the island, although this primary sector is
minor as can be seen in tables 5.2, 5.3, and 5.4. Furthermore, there are construction companies on
the island, which belong to the secondary sector. One of the interviewees said that construction is
the fourth largest employer on the island (L1), which table 5.3 and 5.4 also show with figures of
respectively 270 and 189 employees.
5.1.3 Most important characteristics of the labour market
Based on the description of Statia's labour market, several main characteristics of the labour market
are identified:
 The labour market is small, static, lacks diversity and has a lot of small businesses.
 The biggest employers are respectively the government, NuStar and the tourism sector of
which NuStar is the biggest private employer.
 The tourism sector offers high potential for economically developing the island.
 Matching of demand for and supply of labour is difficult as there are few qualified people
and there is a lack of motivation among candidates.

5.2

ANALYSIS OF EXTERNAL FACTORS AFFECTING THE LABOUR MARKET

Based on the qualitative data five factors were identified, which have an influence on the labour
market and more specifically the tourism labour market: physical geography, work culture,
education, political economic situation, and organizations in the labour market.
5.2.1 Physical geography
The geography of the island is one of the factors that has an influence on the labour market. The
smallness of the island with its 21 square kilometre lies at the heart of this. One of the interviewees
addressed this by saying: ''The island is small, possibilities are limited, you know'' (L2). This refers to
possibilities for starting up and running a business. It basically means that a Statian cannot simply
start any business he or she likes because the business depends on the consumer market. The
community living on Statia is small in size with around 4000 inhabitants, which makes the consumer
market small. The small population, and thus the small consumer market, is partly due to the size of
the island. Roughly said, a third of the island can be used for living and working, since the other two
thirds consists of the volcano the Quill and the hills at the north side of the island (N3).
The consumer market is small-scale, which results in a small diversity of businesses and jobs on the
island. One interviewee noticed that Statia does not have specific target groups. He gave an example
of a sport shop and said that ''you have a target group when you have a business that can supply to a
certain target group. You do not have that here. You do not have like a sport shop, this (= the
consumer market) is not big enough'' (Nu1). Another interviewee once thought about beginning a
bar on the seafront serving local dishes. However, he said that in the current situation there would
not be enough tourists for the business to survive (I2).
Yet another interviewee gave an example of dry cleaning machines as there are no such machines on
the island. Somebody could take the initiative to provide this service, but not everyone needs dry
cleaning every day. You might have people who need this service like once in three months. Since the
amount of customers will be small, it will be very hard to make ends meet. It is therefore almost
inevitable that a person then has to do multiple things to survive (I5; N4; Nu1): ''many people say:
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hey, I start my own business, but I cannot do one thing, because the economy, or the country is not
big enough where I have to work every day'' (N4). As a result there are a lot of very small businesses
on the island. To illustrate, the CoC has a document with around 400 registered companies on Statia.
This number is quite large for an island of such a small size. However, zooming in on these businesses
it appears that a lot of them are for example small stores in people's yards who have a fulltime job
next to it, because for these people to make a living the businesses do not suffice in terms of
revenues (N4).
As the labour market is not that diverse, many products are not locally made, which leads to import
of many products (Nu1; R1): ''one of the downers in the labour market is that 3/4 of everything
comes from another country or is basically imported into Statia'' (R1).
5.2.1.1 Statia's geography offers potential
Although possibilities are said to be limited on Statia, there also exist other views. Two interviewees
said that people need to become aware of the potential that Statia offers and subsequently have to
think out of the box to act upon this potential (I2; I4). One of the potential areas is the tourism
sector, which was already discussed in section 5.1.2.3. Another potential area is agriculture (I2; N1;
N2; R1), since the soil is extremely fertile (R1). Currently, the agricultural sector employs few people
(see tables 5.2, 5.3, 5.4). This has its consequences for the locally produced food supply: ''You do not
have many farmers and the few farmers do not produce sufficient goods to supply for the entire
island and the amount you are looking for'' (Nu1). This forces the supermarkets to import vegetables
and fruit (R1).
Developing the agricultural sector would have two main positive effects. The first one is that less or
no (if enough is produced) agricultural products need to be imported. This will have an influence on
the price and the quality of the supply of vegetables and fruit. Since less needs to be imported, less
or no import tax needs to be paid on the goods, which means that prices will decrease. This would
leave people with more money which they can spend on other things than food. It also means that
when agricultural goods are locally produced the vegetables will be fresher and tastier than when
these goods are imported (R1), because the time of transportation will be brought to a minimum.
The second effect is that it will influence the labour market in terms of additional employment.
However, the number of additional created jobs would not be much since a few factors must be
taken into account, such as available space on the island, the capacity of the soil, the weather, etc.
The key question is however why this sector is not developed while it offers such a potential, ''cause
why import lettuce, tomatoes, and God knows what, while you can have them local?'' (R1). Several
possible reasons were identified from the interviews. First of all, the weather is a very important
factor in the agricultural production. Statia suffers more from periods of droughts nowadays, which
makes the circumstances not optimal for agricultural purposes (I2; L2). In 2015, for example, the
island had to deal with a long period of drought. Irrigation could compensate for this, but irrigation
systems should be set up (I2), which costs money. This could be a drawback for people to start
something in the agricultural sector.
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Second, Statia is a special municipality of the Netherlands, which thus means that it is part of the
Netherlands. One would think that it would receive the same treatment as the rest of the
Netherlands in terms of subsidies. However, in the Netherlands farmers, fishermen, and livestock
farmers get subsidy while this is not the case for such people on Statia (I2). It would be good to have
the possibility in place to get subsidy and soft loans, so that people can grow their own food and the
sector can be developed (I2). A third and more cultural reason is that growing own food is no longer
part of Statians' education. Back in the old days people had their own corn, peanuts, sugar cane,
animals, sweet potatoes, jams and so on. One would share with people who did not plant (L2). This
was something that was embedded in the culture, but it has been lost. A fourth factor is that manual
labour among young people is undervalued (Hoogenboezem-Lanslots et al., 2010). Since agricultural
activities consist of manual labour, this could be an impeding factor to work in the agricultural sector.
5.2.2

Work culture

5.2.2.1 The way of working
The cultural factor is evident in the work system of which one of the interviewees said: ''It is more a
laidback kind of work system. It is not very strict'' (Nu1). The interviewee also mentioned that this
has been changing though since the political status of Statia changed at 10-10-10. Businesses have
become more professional, since things are more strict and more controlled now Statia is a special
municipality of the Netherlands and thus has to live up to the laws and regulations that the
Netherlands imposes (I5; Nu1). For instance, taxes are more controlled now than before 10-10-10
and a business should make up a profit and loss account every year, which was not the case before
10-10-10 (N4; Nu1).
Another interviewee said basically the same, but in other words: Statia has more of a 'talk' culture
whereas the Netherlands knows a 'write' culture (I3). Statia's culture is developing towards a write
culture though, since 10-10-10 many things need to be put on paper. Before, a lot of businesses did
not have administration and arranged things verbally (I3). It appears that the Dutch culture slowly
makes its entrance on Statia. Although the work system is changing towards the Dutch work system,
it is changing at a slow pace. A young woman that previously lived in the Netherlands and who
worked there for a few years after her study told in an informal conversation that there are obvious
differences between the two. An example that she gave with regard to strictness in the work system
is that it is much easier to get a day off when your child is ill in Statia than in the Netherlands.
Additionally, she mentioned that the work pressure is much higher in the Netherlands whereas in
Statia there exists more of a take it easy working atmosphere (personal communication, 13-11-2015).
5.2.2.2 The work attitude
Besides that culture influences the way of working, it also affects people's mindset, work attitude
and subsequently their behaviour in the job. Three interviewees (I1; R1; N4) talked about people's
work attitude on Statia and all three said the work attitude leaves much to be desired and thus needs
to change. This is especially the case for the young adults (I1). Two interviewees (I1; R1) mentioned
that employees should abide to the rules, take their responsibility and do the job at the best of their
ability. Examples were given of things that happen instead, like people work for a week, are paid for
the month and subsequently do not show up for the remaining three weeks of the month or people
go partying all weekend and are subsequently ill at Monday and Tuesday.
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Another example about a road that needs to be fixed illustrates how the work attitude of some is:
''they dig a little bit, then rest half an hour. They dig a little more and again rest half an hour. Instead
of working hard and with perseverance the job is done in a take it easy mode'' (R1). One interviewee
also specifically mentioned the work attitude in the tourism industry and said that ''they (= company
owners) are missing the aspect that young people want to work. They think that people just want to
get a good salary, get paid and do nothing'' (N4). In addition, the young people complain and if they
are asked to do something they are somewhat lazy, so it is important to encourage the young people
to have a good work ethic and attitude (N4). It should be said though that how the interviewees
describe the work attitude of the labour force is a general picture and does not apply to all Statians.
5.2.2.3 Culture as an attraction for the tourism sector
Culture plays an important role in the tourism sector, since culture is in itself an attraction for
visitors. Statia is culturally characterized by having friendly inhabitants (I2; N3; N5) and a rich history
and cultural heritage (I3; I5; L1; N3). These are also ingredients of the tourism product besides the
natural attractions the island has to offer. Remarkable is that Oranjestad, together with Willemstad
in Curacao, is the only place in the Dutch kingdom outside Europe that has been appointed as
protected townscape (N3). With all of its monuments Statia has interesting historical stories to tell,
including stories about slavery, the prosperous Golden Rock period and Jewish heritage (N3).
Currently, a cultural heritage route is developed, which is a unique route since it will show the whole
history of Statia; from pre-Columbian times to the twentieth century. However, some pieces of land
where the route is supposed to go through are in the hands of NuStar or private individuals, so the
development is not easy (N3).
Religion
Another cultural aspect which has an influence on the tourism sector is religion. Statia is a very
religious island and has among others Seventh-day Adventists who have their Sabbath on Saturday
where they go to church and worship God. In addition, there are Methodists and Roman Catholics
who have their services on Sunday. This has as an effect that a lot of shops are all day closed or a part
of the day closed on the Saturday or Sunday, which is a disadvantage for day visitors who visit Statia
in the weekend. It can make it more complicated for them to buy things and might leave them with
the thought: ''Statia: there is nothing to do, boring. Nowhere you can buy things, because the shops
are closed'' (N3).
National pride and identity
Yet another topic that came up in four of the interviews was national pride and the attractiveness of
the island, which is related to the pride of the Statians. Statians are proud, but there is room for
improvement (N4). This becomes clear from how Statians treat their environment: ''We do not cut
our lawns, we do not clean up our yards, we do not paint our houses. Sometimes you go out and you
think: oh my God. We need to have more pride'' (N4). It was also said that if Statians would be proud
on their island they would not leave for example a wreck of their last car in the garden or dump their
waste on the streets (N3). Especially not, if you want to attract tourists. Related to this, another
interviewee labelled Statia as ''dirty'' and therefore was not really proud of her island, especially not
with regard to tourists: ''Why go out there and promote a place that looks so horrible? I would feel
ashamed to go out there and promote my island and it is looking like that. I would not go. No way''
(R1).
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Two of the interviewees compared Statia to Saba and said that Saba manages it well: it looks
beautiful, all the white cottages with red roofs and green windows are nice, there is no littering on
the streets, and the yards are nice and clean (N4; R1). It developed an identity whereas this is not
really the case for Statia. Statia needs to develop an identity and national pride (I3) and needs to find
her niche in order to become better in this area (N4). Especially because a lot of the Caribbean
islands focus on tourism as a way to economic development (I5). Statia has however a lot to offer
and much to be proud of, but people need to become aware of this.
5.2.3

Education

5.2.3.1 Brain drain
Brain drain is a phenomenon which is occurring at Statia and is recognized as being a problem
considering the future of the island. Eight interviewees mentioned the specific concept or said that
students do not have another option then to go off island if they want to continue their studies.
Subsequently, they often do not come back. According to Ecorys (2013), Havo students mostly go to
study in the Netherlands and a few go to Aruba. A teacher on the GvP school said that a lot of VMBO
students go to Bonaire (personal communication, 02-11-2015), but there is also an outflow to the
Netherlands and St. Maarten (Ecorys, 2013). The departure of students to intellectually develop
themselves is in itself not a bad thing (N4). The problem lies in the fact that most of them do not
return after graduation.
A lot of the students who study abroad do not want to return after graduation or those who do
return leave again after a while. This is due to several circumstances. First of all, there is not much to
do on Statia (N3; S1): ''swimming and going to the beach is fun for a few weeks, but after a while you
are accustomed to it, so I am ready to leave'' (S1). That is not the only thing, because a lot of
students' contemporaries have gone off island as well (S1), which leaves a graduate student with the
question: What is left here for me at Statia if there is not a lot to do or no friends I can return to? One
reason to go back could be family as was indicated by one of the interviewees (N2). Another reason is
just wanting to return (I1) as one of the interviewees said: ''I felt the need to come back, you know''
(I3).
Second of all, some of the youngsters want something new, a new adventure, and that is not exactly
what Statia has to offer to them. Many of the students want to work in the United States or the
Netherlands (S1), which indeed offers a whole new experience in another environment. Thirdly,
there are instances of youngsters who are overqualified for the labour market. This means that the
labour market does not offer adequate jobs for them on their level, which can result in working
abroad and not returning to Statia (I1; N4).
A fourth reason is that there are basically not enough jobs (Hoogenboezem-Lanslots et al., 2010; I1;
L1; N2; N4). When graduates would return it can take a long time before they find a job (I5), which
would result in (temporary) unemployment. If the chances of getting a job off island are higher,
graduates decide to work abroad. Fifthly, the diversity in terms of professions on Statia is low (I4; N2;
Nu1). It may just be the case that students study for something while Statia's labour market does not
offer jobs in this field. According to one of the interviewees ''you need a job that has to do with what
you studied for. Most of the time you cannot find it here on Statia'' (N2).
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5.2.3.2 Mismatch between supply and demand of jobs
The above results in a mismatch between supply and demand of jobs in the labour market. The
following quote touches upon this bottleneck: ''Maybe we are going to study the wrong thing. Maybe
we don't search what is needed to study for that, but sometimes you want to study what you like
even though it is not needed in this island'' (N2). According to Ecorys (2013) young people's demand
is strongly focused on office jobs. Hoogenboezem-Lanslots et al. (2010) add to this that this focus is
particularly on office jobs with the government due to the fact that the public sector offers a higher
level of stability. However, the demand for labour is mainly concentrated on administrative staff and
personnel in the hospitality industry (i.e. tourism sector), preferably with vocational education
(Ecorys, 2013). The demand for administrative staff and the demand for office jobs matches with
each other, but that is not the case for personnel in the hospitality industry.
So, there is a demand for personnel in the hospitality industry, but because manual labour is
undervalued by youngsters, few young people want to work in the tourism and hospitality industry
(Hoogenboezem-Lanslots et al., 2010). This makes it difficult for employers to fill the vacancies that
ask for certain hospitality skills, especially on the higher levels (Hoogenboezem-Lanslots et al., 2010).
This is also the case for jobs asking for technical skills. The undervaluation of manual labour namely
also results, for example, in a small amount of young people with a technical education
(Hoogenboezem-Lanslots et al., 2010). After completing the Qualified Labour Assistant program
people can go and work in this area, but this program is more focused on Pro students, since it is a
level 1 program. It does not offer a program on a higher level, which has as a result that students
have to go abroad if they want to study something technical on a higher level (N4). The
undervaluation of manual labour has also consequences for the willingness of young people to work
in the agricultural sector, although this sector offers much potential as discussed in section 5.2.1.1.
Very few want to work in this sector (Nu1). This kind of work is labour intensive and besides that do
''most people see agriculture as a dirty job'' (I2).
Lack of qualified people and incoming foreign people
Besides the brain drain and people's perceptions about specific jobs, there is also the issue of
dropouts (Ecorys, 2013; R1; Nu1). The amount of students that annually leave the GvP school early is
stable with 15% (Ecorys, 2013). This means that like 38 students (15% of 250 students) (Statistics
Netherlands, 2013) annually quit from the GvP school, which is quite a number. This results in a
group of students with a low level of education. This lack of education is a reason that Statians end
up in the lower segments of the labour market. Rarely, Statians go to work in the middle and higher
segments of the labour market (Hoogenboezem-Lanslots et al., 2010). The relatively low level of
education of the labour force combined with the brain drain causes a short fall in the area of
qualified people in the labour market (I1; I4).
This results in people coming in from outside the island (I1; I4; N1; N3; Nu1; R1). For example,
currently a solar park is being built on the island, but the workers are mostly foreigners (personal
communication, 01-11-2015) since locals obviously lack the technical skills. This is also the case for
the maritime sector as they mostly bring in international crew (I4). This sector, however offers
potential to locals, because it pays good and offers a career (I4). In addition, this applies to tourism
jobs and businesses. A lot of tourism jobs are done by foreigners as many people working in the
hospitality industry import their personnel (N3). Moreover, mostly foreign people own the
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businesses that are operating in the tourism sector. For example, a lot of the restaurants and bars
are managed by Spanish speaking people (N4).
All in all, brain drain and the lack of qualified people attracts foreigners to fill the vacancies that
require higher education. The impact on the labour market is that foreigners initiate, finance and run
projects. In this way, Statians are left with unemployment or lower paid jobs (HoogenboezemLanslots et al., 2010).
5.2.3.3 Skills shortage in the tourism sector
Nine out of the 16 interviewees mentioned a skill deficit in the tourism sector. The employees are
not hospitality minded, which results in a low level of service. One of the interviewees said: ''If you
do not have good service, you can throw it through the door. It is no use, because you are gonna run
people from the island. You must have good service. That is the key to the industry'' (L1). Training is
therefore needed (I2; I5; L1; N1; N2; R1).
5.2.4 Political economic situation
''We were once the Golden Rock: so much money was made on the island, we were the commercial
centre of the Caribbean and look how we are doing now'' (N3). Whereas in earlier times Statia
economically blossomed, it is currently going through a difficult time (I5). This has to do with the
change of the political status of Statia since 10-10-10 as described in section 2.1.1. However, it
cannot completely be attributed to this event, since much of the socio-economical issues (i.e.
poverty issues and youth and educational issues) were already present before the transition and
perhaps would have increased without the transition. Education and care have improved (RCN, 2015;
P1), but the purchasing power has decreased, poverty has increased and the overall economic
development has been disappointing (ECN, 2015).
5.2.4.1 Laws and regulations
The political status change entailed that the Netherlands obtained legitimacy to introduce and
enforce Dutch laws on Statia under certain terms and conditions. Statia thus now falls under Dutch
legislation instead of Antillean legislation (P1). An example of a law, which hit the population hard is
the tax law (Nu1). Before 10-10-10 paying taxes was obligatory, but it was not complied with by all
the inhabitants (I3). Because of a shift in taxation and a better implementation of the collection of
taxes, people need to pay in general more taxes than before the transition (ECN, 2015). After 10-1010 a tax office was installed on Statia and local people and companies had to pay their back taxes up
until 2005 (I3).
As from the first of January, 2011 a tax needs to be paid for goods that are imported into Statia, the
provision of services, and goods that are delivered by domestic producers. This is the so-called ABB
(Algemene Bestedingsbelasting). Before 01-01-2011 this tax did not exist, so all the goods which
came in before 01-01-2011 were tax free (I3). The general tariff on imported goods is 6%, but there
exists an exemption on basic necessities, like drinking water (ECN, 2015; I3). However, currently
Statians have to deal with double indirect taxation. On the one hand they have to pay the 6% ABB
when goods arrive at Statia. On the other hand, they have to pay a turnover tax, because most goods
are imported via St. Maarten and wholesalers and retailers in St. Maarten have to pay 5% over their
turnover (ECN, 2015; Executive Council, 2013). Before the transition, Statia had instead of the ABB
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the BBO (Belasting op Bedrijfsomzetten), which is comparable to the income tax in the Netherlands.
In addition, Statians need to pay a property tax since the political status change.
Another effect of the political status change, as indicated by three interviewees (I5; N4; R1), is that
getting a loan is much harder than before 10-10-10. One of the interviewee said: ''Right now, getting
a loan at one bank is so difficult, because of all the restrictions they (= the Dutch government) put on
the bank'' (R1). Strict conditions are currently in place, because they want to protect the people from
themselves and make sure that the people lend money which they can actually pay back. Another
interviewee gave an example, which indicates that the bank nowadays has to deal with more strict
conditions. Before 10-10-10 the bank gave money to the Statians as they liked (I5). However, now if a
Statian wants to get a loan for building or rebuilding a house, the house should be completed within
a specific time period (N4). Before it could take years before a house was finished: ''Here you might
go by your family: what do you have this week? You wait until you get another pay check and so on,
so it takes some time to build'' (I5). The current infrastructure and planning regulations do not allow
people to start building a house and suddenly stop, because unfinished houses do not look nice. The
aim of such restrictions is that people build within their financial means (N4).
However, Statia differs immensely from the Netherlands in terms of culture, size of country and
development stage. Statia is miniscule when compared to the Netherlands and the Netherlands is a
first world country whereas Statia could be called a third world country: ''the Netherlands is almost
100 years ahead of Statia . . . with IT, energy, water supply, with everything, with traffic, with
everything'' (P1). Enforcing first world laws all at once on a tiny island in a different development
stage with a totally different culture, is quite a challenge. Therefore, these laws and regulations
should be adapted to Statia, what was however agreed upon on paper in the first place, but this was
not executed as such (P1). This appeared from a decreased purchasing power and increased poverty
since 10-10-10 (ECN, 2015).
The purchasing power of the Statians namely decreased with 14% (+16% prices and +2% wages) in
the period 2010-2013 (ECN, 2015). According to ECN (2015), this is caused by three factors: the
transition from Antillean guilder to American dollar, the new tax system, and external influences, like
food and energy prices. Despite the tax exemption for basic necessities, prices increased. This was
obvious from the interviews where the majority of the interviewees said that prices for goods have
increased and life is nowadays more expensive than back then. This makes it therefore hard to make
ends meet. In addition, high prices have a negative influence on the economic activity on the island,
especially on tourism according to the Executive Council (2013). High prices could namely be a
threshold for certain tourists to come.
Besides, there exists a labour law which ''requires that subject to equality of qualifications and
experience, businesses hire first Antilleans before other nationalities'' (Statia and Saba CoC &
Industry, 2011, para 5). So, prior to a work permit is granted it should be proven to the Office for Civil
Registry that all the steps which the law requires have been taken by the employer. In addition, a
business establishment permit (i.e. business license) must be requested when people want to start a
company, take over, operate, continue a business or make a change in the operations of a company
(Statia and Saba CoC & Industry, 2011).
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5.2.4.2 Political instability
When Statia became a special municipality of the Netherlands it ensured a close, direct relationship
with the Netherlands. However, this relationship is not going smooth (I5; N3). The island has been
placed under financial and administrative supervision (I5; N3), because it has a big deficit (I5). One of
the interviewees said that ''they are tied up, so they cannot do anything. Their hands are tied, their
necks are tied, everything is tied'' (I5). The island government is not really working along and because
of the supervision the island government decided to not talk with the government in the Netherlands
(N3). There is currently thus no communication with the Netherlands until the second half of 2016,
unless the island government changes its point of view (I5).
Besides this, the island government operates currently according to a dualistic system and is still in a
premature phase of developing things from 10-10-10 onwards. There are a lot of processes which
still need to be worked out (I3). What is not helping is that during the past five years, Statia had a
number of four to five new governments (I3; N3). The island government is thus as such
characterized by political instability. One of the causes for this instability is that there exist a
relatively large number of political parties all with their own viewpoints (ECN, 2015). Moreover, every
government has to find out how everything works and this takes time (I3). In addition, one
government could have set up plans which it deemed important, but when that government falls and
a new government comes in, it may sweep these plans under the carpet (I3; N3). This is doing no
good for the economic development of the island.
5.2.4.3 Investments
Regarding economic activity not much happens on the island (I5). By means of investments this
activity can be encouraged. However, the government does not have the means for it: ''there is
nothing happening on the island actually investment wise from the government, but the government
does not have money to invest'' (I5). There is a so-called free allowance, which the islands use for
financing their tasks. However, no budget is included in this allowance for eliminating the backlogs in
the socio-economic and physical field. It is therefore dependent on financial means coming from The
Hague (Executive Council, 2013). Eliminating these kinds of backlogs would stimulate economic
activity and create jobs. For example, investments which are made in the infrastructure, like a project
which focuses on restoring the roads, would create work (RCN, 2015). The limited resources of the
island government, however, work as an impediment for economic development and specifically
development of the tourism sector. Job creation thus stays out, which is a downer for the labour
market.
Another possibility which would stimulate economic activity on the island is attracting investors from
outside the island. This appeared to be an important topic as eight interviewees discussed this
subject. Three of them designated the government as the actor who should seek to attract investors
(N4; N5; R1). Statia currently has few to no investors (P1). However, the current conditions with
regard to taxes are not really beneficial for investments. In the Dutch Caribbean, for example, the
ABB needs to be paid over investments. Besides, the ABB is not tax deductable in contrast to the
VAT. This makes the investment more expensive, because it increases the cost price and thus the
(start-up) capital for the investment, which would hamper investments (ECN, 2015). Besides this, a
property tax needs to be paid whether a company makes a profit or not. Also, 18.4% of the total
wage bill is for account of the employer, which is perceived as high (ECN, 2015). Expensive labour is
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not attractive for foreign investors. In addition, foreign investors also have to deal with the bank and
its current strict conditions. There is, for example, a foreign investor who wants to build a hotel on
Oranje Bay, but the bank is not giving the funding that it needs (I5; N2). Such things hamper the
encouragement of economic activity and development.
5.2.4.4 Impact on the labour market
All the previous discussed developments have their impact on the labour market, which will be
discussed in this section. First of all, the new tax system and regulations have caused businesses to
close: ''Businesses close from since, all this like: you know what, I cannot pay taxes'' (R1). A specific
example is that more requirements are connected to the building of a house as previously discussed.
This made businesses in the construction sector go out of business (R1), as one of the interviewees
mentioned: ''construction used to be booming here for the last 20 years at least, but now for the last
three, four years it has dwindled a little'' (L1). The closing of businesses has probably led to people
becoming unemployed or to shifts in the labour market where self-employed people become
employees. In addition, it led to people getting another job, either in the same economic sector or in
a different sector. In extreme cases a person could have decided to step out of the labour market by
moving from the island.
Secondly, since 10-10-10 certain strict requirements are imposed before someone can start a
business. For example, a business has to make up a profit and loss account every year, which requires
certain skills. Getting a loan is also harder, since there are now more strict conditions in place before
the bank lends money. It is therefore of utmost importance that entrepreneurs draw up solid
business plans (ECN, 2015), which is easier said than done since this also requires skills. In addition,
there is the new tax system where you need to pay taxes while before that was not always the case.
Then, there is the new kind of taxes which the tax system entails, like the ABB. The ABB needs to be
paid over investments, which makes these investments more expensive. The ABB also increases the
price of products and might make certain businesses as a result not or hardly profitable. These things
raise the threshold to start a business, like one of the interviewees mentioned: ''Even I am thinking
about it to open my own business one of these days, but it is very difficult right now with our
economy'' (N4). This has its influence on the labour market in terms of the amount of active
businesses on the island. It also effects the composition of the labour market as regards selfemployed people and employed people.
So on the one hand, the new tax system is definitely an impediment in starting a business. On the
other hand, the tax system forces everyone to pay, which results in an equal treatment of everyone
(I3). There are signals that this is appreciated and that it is positive for the investment climate (ECN,
2015). Currently, there are some arrangements available to help (potential) entrepreneurs (ECN,
2015). This was confirmed by one of the interviewees who said: ''There are things in place to
stimulate that (= entrepreneurship), but persons are not aware. That is the problem'' (I3). An
example of such an arrangement is the income tax where incentives are in place for businesses that
just started (I3). Another example is the property tax wherein an investment facility is included,
which means that for a period of ten years no property tax have to be paid over appreciations
resulting from investments (ECN, 2015). However, if people are not aware, they cannot make use of
these beneficial arrangements. There are now some things organized on the island which are aimed
at stimulating entrepreneurship and raising awareness about these kind of things. At the time of
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staying there was for example a workshop organized by among others the STDF with the subject
small businesses, which addressed among others how a loan can be obtained at the bank (R1).
In the third place, employee expenses (insurance premiums) exist, which is 18.4% of the total wage
bill and needs to be paid by the employers (ECN, 2015). According to ECN (2015), employers
experience this percentage as being high. It increases the costs for labour substantially: ''labour is
very expensive here'' (I2). This withholds them to increase the salary of the current personnel or the
minimum wage and/or to employ extra personnel (ECN, 2015). Especially the fact that it withholds
employers to hire extra personnel has its negative effect on the labour market. Namely, if more
vacancies will become available, the labour market in terms of number of jobs will expand. It also
might make the labour market more dynamic, since there is more opportunity for job movement. A
last possible effect is that it leads to less unemployment.
Fourthly, the present political circumstances hamper economic development and specifically
development of the tourism sector. One of the interviewees noticed for example that the
implementation of the multiannual plan 2015-2018 has been postponed (N3). This plan focuses
among other things on economic development by restoring and putting in place basic infrastructure,
stimulating entrepreneurship and business climate, and putting in order certain preconditions, such
as good tourist infrastructure and (own) food supply (RCN, 2015). However, in order to develop the
island economically it is of utmost importance that the government is politically stable. Plans like the
multiannual plan 2015-2018 will otherwise not get off the ground, since the government is the main
executor of such plans. This again has its influence on the labour market, because investments will
stay out, which on its turn means that job creation will stay out.
Fifthly, investments create employment (RCN, 2015), so for the labour market it would be positive to
have investors investing in Statia as also one of the interviewees said (N4). The interviewee
addressed investing in the tourism sector and said that it would be good to have ''investors that are
willing to come to Statia, have a good product and contribute to our economy: bring jobs, bring
money, bring tourists that we need so badly'' (N4). However, the conditions that are currently in
place are for investors not really attractive. If investors decide to stay away, labour will not be
created through this way.
5.2.5

Organizations in the labour market

5.2.5.1 NGO's
Chamber of Commerce
The CoC was founded in 2010 after Statia became a special municipality. A CoC for Bonaire and a CoC
for Statia and Saba exist, but it has an office at both islands and is subsidized by the Ministry of
Economic Affairs in Holland. The RCN website (2016) mentions that the CoCs ''contribute to
entrepreneurship policies and aim to attract more and better entrepreneurs to the Caribbean
Netherlands'' (Chambers of Commerce, para. 2). It functions as a link between the government and
entrepreneurs and is a partner in the implementation of government corporate policies (RCN, 2016).
It is basically the main objective of the Chamber to keep a commerce registry (i.e. Trade Register), so
that any information about any registered organization at Statia or Saba can be retrieved by
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interested parties (e.g. the tax office). Another task includes backing up the government office with
business licenses, because the office checks with the Chamber whether businesses exist or not (N2).
The CoC advises the Executive Council on to be granted business establishment licenses or for
example government plans in deliberation with entrepreneurs (RCN, 2016). The Chamber also
informs (i.e. on establishment of businesses and subsidy options) and trains the business sector
whenever it can (N2).
New Challenges Foundation
The New Challenges Foundation (NCF) was first a government organization (Second Chance
Education), but turned into a foundation in 2014. It offers several job programs (e.g. a welding
program) to people who for example dropped out of school (I2). In a job program they learn among
others how to behave in a job and how to communicate (N1). In addition, NCF offers computer
lessons and teaches English (R1). An example of a job program is the welding program where people
learn how to become a welder. At the time of the interview the NCF had like 21 people in the job
program and still people were asking whether they could participate in one of the job programs.
However, due to capacity restrictions the NCF cannot include everyone at one time in the job
programs (N1). The activities of the NCF are focused on improving people's chances to get a job on
the labour market.
Raad voor Onderwijs en Arbeidsmarkt Caribisch Nederland
The Raad voor Onderwijs en Arbeidsmarkt Caribisch Nederland (ROA CN) is the link between
vocational education and the labour market and tries to connect these to each other at Bonaire,
Statia and Saba. It basically has two main tasks of which the first is giving advice to the Ministry of
Education on future educational programs. Education plans are screened and whether the
educational program is relevant for the local labour market is examined. At Statia ROA CN organizes
branch meetings to get input by means of asking questions like: ''How is the labour market? Where
do you see Statia going? What do you want to see to happen on Statia?'' (N4). The other task consists
of recognizing companies. In 2015, it had 50 to 100 recognized companies. People who are interested
in training students get a training of two days and become in this way voluntarily a job trainer: ''they
guide students, contribute to the professionalism of the students and maybe ensure that they have
employees for the future'' (N4). Also workshops are offered to job trainers. Once a company has at
least one job trainer, it becomes a recognized company which can offer assistance to students on the
GvP school, so that students can get professional and practical training on the job. ROA CN on Statia
thus works together with local companies, the GVP school and the national government (N4).
St. Eustatius Business Association
In the Commercial Register of the CoC a description of the aim of the St. Eustatius Business
Association (STEBA) was found and is ''the promotion of the interests, in the broadest sense of the
word, of the Sint Eustatius business people in particular and of the local community in general''
(Registry-information Internet, n.d., para. 9). This aim is pursued by doing several activities, which are
among others promoting cultural, social, commercial and economical relations between the
members themselves and between the members and the government, the population living on
Statia, and other organizations (foreign or national). It also promotes vocational training and
organizes educational courses for businesses. Moreover, it tries to create a favourable climate for the
private sector where their investments and activities can flourish by elaborating projects and
proposals (Registry-information Internet, n.d.).
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St. Eustatius Tourism Development Foundation
The St. Eustatius Tourism Development Foundation (STDF) was established in 1992 (STDF, 2013) and
promotes and markets tourism on the island (N5). One of the ways for doing this is promoting on
travel fairs (L1). The foundation currently stands on its own, but before the government was in
charge of the foundation and the commissioner was the president of the board which manages the
foundation (L1). The STDF is subsidized by the government (I5; L1; N5) and the board controls the
finances of the foundation (N5). It gives advice to the government in the area of tourism
development, but this does not mean that this advice is carried out. The foundation itself can thus
not change anything, because it does not have the mandate for it (N5). Besides, it has alliances with
for example the Caribbean Tourism Organization (CTO).
Furthermore, it is important that the Statians come to see the importance and the potential of
tourism for the island in terms of job and foreign exchange creation, so the STDF also works on
increasing the awareness among locals (N5). It was namely said that people are unaware or not much
aware of tourism (N4; P1), so they need to become more aware (N5): ''people are not aware of the
importance of hospitality yet and what good jobs you could get in that area'' (N4). For example, the
STDF started a radio programme in September, 2015 in which they talk every Thursday about
tourism (N5). In addition, the foundation is busy with a tourism awareness campaign called 'I am
Tourism' in which the community is told that they are tourism (N5). For instance, a Community
Tourism steering committee was set up in 2015, which tries to get community tourism off the
ground. It is a form of tourism where the tourists are immersed in the local culture (N3). However,
before community members can open up to this form of tourism they should be aware of tourism
and what it can mean for themselves and the island. Lastly, the foundation also gave tourism books
to the GvP school in order to make the children aware of tourism at a young age (L1), but it is unclear
whether these are really used in practice.
5.2.5.2 Government
Island government
The government has an important role to play in Statia's labour market. Hoogenboezem-Lanslots et
al. (2010) namely argue that ''the government can influence the island economy and upward mobility
on the labour market by focusing on education, infrastructure, accessibility and opportunities for
enterprise'' (p.29). In multiple ways upward mobility can be realized, namely when people start their
own business, find a (better) job by themselves or do for instance voluntary work or traineeships,
which are activities that increase the employability (Hoogenboezem-Lanslots et al., 2010). It is thus of
importance that the government works on the four issues mentioned above. Furthermore, it can
influence the labour market by means of doing investments (e.g. in infrastructure) and attracting
foreign investors. This increases the demand for labour and thus creates employment (RCN, 2015).
Job mediation is also one of the legal tasks of the island government. The labour department focuses
partially on this as it is not only concerned with the registration of vacancies that businesses have
and the registration of people that are searching for a job. It namely also collaborates with the NCF,
since it recruits people in the community who are looking to do a training via the NCF. In addition,
the department helps NCF in providing people for job programs when the NCF looks for people in the
community to fill spaces (I1). However, the execution of the job mediation is moderate (RCN, 2015).
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5.3

ZOOMING IN ON THE LABOUR MARKET

This section zooms in on the labour market and addresses sub question 2, 3, and 4. Firstly,
employees' job satisfaction will be discussed. Then, it will address what employees perceive as
important to have in a job and whether they actually think jobs at the government, NuStar and in the
tourism sector offer what they perceive as important in a job. Thirdly, employees' perceptions on the
government, NuStar and the tourism sector will be discussed. These perceptions are compared to
each other, which gives an insight in the most and least attractive, or in other words positive and
negative, aspects of working in these three sectors. Lastly, the positive and negative perceptions
regarding the tourism sector are compared to how tourism employees themselves experience
working in the sector (i.e. whether or not they are satisfied).
5.3.1

Job satisfaction

5.3.1.1 Facets of job satisfaction
Appendix IV shows among others the level of satisfaction of government employees, tourism sector
employees and private sector employees with regard to certain aspects of their job. It can be said
that the respondents are satisfied with most of the job facets (the means fluctuate around the 2 on
the Likert scale). The only exemptions are ''The way company policies are put into practice'' (M=2.85,
SD= 1.091) and ''The chances for advancement on this job'' (M=2.88, SD=0.807) with which
government employees are neither satisfied nor dissatisfied. This is also the case for the job facet
''My pay and the amount of work I do'' of which both government (M=2.96, SD=1.110) and private
sector employees (M=2.91, SD=1.067) indicated that they are neither satisfied nor dissatisfied.
Government and tourism sector employees are most satisfied with ''The chance to do things for
others'' while private sector employees are most satisfied with ''Being able to keep busy all the
time''. It is also worth mentioning that of the 20 job satisfaction facets all three sectors are least
satisfied with ''My pay and the amount of work I do''.
A one-way ANOVA showed significant differences between government employees, tourism sector
employees and private sector employees for the job facets ''The chance to work alone on the job''
(f=4.451, p=0.014), ''The chance to be 'somebody' in the community'' (f=4.634, p=0.012), ''The way
company policies are put into practice'' (f=7.593, p=0.001), ''My pay and the amount of work I do''
(f=3.843, p=0.024), and ''The working conditions'' (f=4.511, p=0.013). To find out where the
differences exactly lie a post hoc test was carried out. Firstly, a homogeneity of variances test was
conducted to determine what kind of post hoc test was needed (i.e. a test for equal variances
assumed or a test for equal variances not assumed). The variance is for all the five variables equal (as
p>0.05, see table 5.5), which means that a test needs to be used which assumes equal variances. In
this case there was chosen for Bonferroni as it clearly shows where the differences lie (appendix V).
Table 5.5 Test of homogeneity of variances.
The chance to work alone on the job.
The chance to be ''somebody'' in the community.
The way company policies are put into practice.
My pay and the amount of work I do.
The working conditions.
a

Levene statistic
1.859
2.092
0.528
0.176
0.919

pa
0.160
0.128
0.591
0.839
0.402

p is significant when <0.05.
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It appears that private sector employees (M=1.72, SD=0.630) are more satisfied with ''The chance to
work alone on the job'' than tourism sector employees (M=2.21, SD=0.880). Government employees
(M=1.82, SD=0.635) are on their turn more satisfied with the aspect ''The chance to be somebody in
the community'' than tourism sector employees (M=2.29, SD=0.799). Moreover, the tourism sector
employees (M = 2.18, SD=0.936) and private sector employees (M=2.33, SD=0.917) are both more
satisfied than government employees (M=2.88, SD=0.807) with ''The way company policies are put
into practice'', with the tourism sector employees being the most satisfied. In addition, private sector
employees (M=2.37, SD=1.092) are more satisfied with ''My pay and the amount of work I do'' than
government employees (M=2.96, SD=1.110). Finally, private sector employees (M=1.86, SD=0.941)
are significantly more satisfied with the working conditions than the government employees
(M=2.41, SD=0.888).
5.3.1.2 Total job satisfaction
''Total job satisfaction'', the sum of the 20 job satisfaction facets, was also calculated (see table 5.6).
In general, the respondents (N=107) are satisfied with their jobs (M=42.97, SD=11.27). Furthermore,
a one-way ANOVA showed no significant differences between government employees, tourism
sector employees and private sector employees on ''Total job satisfaction'' (p=0.817 > 0.05), which
means that the level of total job satisfaction does not differ among government employees, tourism
sector employees and private sector employees.

Table 5.6 Total job satisfaction of employees in the government sector, tourism
sector and private sector.
Total job
satisfaction
Total
a

Sector
Government
Tourism
Private

Meana
43.66 (9.64)
43.07 (11.17)
42.03 (13.34)
42.97 (11.27)

N
44
28
35
107

f
0.202

pb
0.817

b

Values in parentheses are standard deviations. p is significant when <0.05.

5.3.2 Importance of job factors and the government, NuStar and the tourism sector
By analysing the results of the respondents it can be seen that respondents view all factors as
important, with very few respondents rating any of the factors as not important. Only five factors
were rated by more than 10% of the respondents as not important: ''A job where I can use my
(university) degree'' (18.4%), ''The opportunity to travel abroad'' (16.2%), ''A job where I can care for
others'' (14.7%), ''Job mobility - easy to get a job anywhere'' (10.2%) and the job factor ''A job that I
can easily combine with parenthood'', which was assessed to be least important (24.8%). ''A job that I
find enjoyable'' was rated by the respondents as the most important job factor (86.2%) followed by
''A secure job'' (83.8%), ''Pleasant working environment'' (82.9%), and ''A job which gives me
responsibility'' (77.7%).
5.3.2.1 Importance of job factors and the government sector
This part tries to understand the extent to which respondents think a job in the government sector
offers the job factors they find important. The first thing that stands out (see appendix VI) is that
more than 60% of the respondents consider 11 out of the 20 job factors as 'very important'.
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However, only three factors were rated by more than 60% of the respondents to be 'definitely'
offered in the government sector: ''A secure job'' (66.4%), ''A job which gives me responsibility''
(68.2%), and ''A job where I will contribute to society'' (60.2%).
The results of the paired t-test (see appendix VII) show that 15 factors are significantly different (thus
5 not significantly different). This means that for these factors the respondents believe that there is a
difference between the importance of the job factors and the extent to which the government offers
these job factors. All the job factors which are significantly different have a lower mean on the
importance factor than the mean on the extent to which respondents think a job in the government
sector offers this factor. From this, it can be concluded that in general people do not think a job in
the government sector offers the factors they find important to have in a job.
5.3.2.2 Importance of job factors and NuStar
As already mentioned in section 5.3.2.1, 11 factors scored higher than 60% on 'very important' (see
appendix VI). Compared to the government sector twice as much job factors scored more than 60%
on 'definitely' offered by NuStar: ''Good promotion prospects'' (60.6%), ''A job which gives me
responsibility'' (70.3%), ''High earnings over length of career'' (69.4%), ''A job with high quality
resources and equipment'' (69.8%), ''Good starting salary'' (67.0%), and ''A job that offers
opportunities for further training'' (67.0%).
The results of the paired t-test illustrate that 12 job factors are significantly different (thus 8 not
significantly different) (see appendix VIII). The mean of the importance factor is for all of the 12 job
factors lower than the mean of the extent to which NuStar offers the job factor. This means that the
respondents in general do not think the job factors which they perceive as important are offered by
NuStar.
5.3.2.3 Importance of job factors and the tourism sector
Just like the in the case of the government, the tourism sector also has three job factors of which
more than 60% of the respondents think these are definitely provided by the tourism sector:
''Pleasant working environment'' (61.3%), ''A job where I will contribute to society'' (64.9%), and ''The
opportunity to travel abroad'' (61.9%) (see appendix VI).
By further analyzing the other job factors it is noticeable that not many percentages stand out,
except for three job factors. ''A job that I will find enjoyable'' is perceived to be definitely found in
the tourism sector by 53.3% of the respondents. This rate is the highest when comparing it to the
government sector and NuStar which scored respectively 37.5% en 33.3% on this factor. Both ''High
earnings over length of career'' (26.1%) and ''Good starting salary'' (26.2%) scored the lowest on
'definitely' offered by the tourism sector. However, that is not all. They also both scored the highest
on 'not' offered by the tourism sector with respectively 20.5% and 16.7%. It seems that the
respondents do not see the tourism sector as a sector where big money can be made. Especially
when this is compared to NuStar where the respondents rated these job factors a lot higher with
69.4% for ''High earnings over length of career'' and 67.0% for ''Good starting salary''.
The outcome of the paired t-test shows that 16 job factors are significantly different (thus 4 not
significantly different) (see appendix IX). All of the factors which are significantly different have an
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importance mean which is lower than the mean of the extent to which the respondents think the
tourism sector offers the job factor, except for one: ''The opportunity to travel abroad''. This means
that in general, the respondents thus do not believe the job factors which they find important are
offered by the tourism sector.
5.3.2.4 Comparison of the three sectors
Comparing the results of the previous three paired t-tests of the government, NuStar and the
tourism sector with each other (see sections 5.3.2.1, 5.3.2.2, 5.3.2.3) shows that the tourism sector
with a number of 16 significantly different job factors is the sector with the most significantly
different job factors of the three sectors. Namely, the government has 15 significantly different job
factors and NuStar 12 significantly different job factors. However, for all the sectors the majority (>10
job factors) is significantly different. This thus means that for all the sectors the respondents in
general do not believe that the job factors which they perceive as important are offered by the
government, NuStar, or the tourism sector. However, the tourism sector has the largest number of
significantly different job factors (i.e. 16), which infers that the respondents are regarding the three
sectors the least positive about the tourism sector. The tourism sector is followed by respectively the
government and NuStar (i.e. 15 and 12 significantly different job factors), with NuStar thus being the
most positively perceived sector.
5.3.3 Perceptions on the government, NuStar and the tourism sector
The results of the paired t-tests (see appendix X) show for the majority of pairs (35 out of 60) a
significant difference. For four job factors none of the pairs are significantly different: ''A job that
provides intellectual challenge'', ''Reasonable workload'', ''A job where I can use my (university)
degree'', and ''A job that is respected''. The remaining 16 job factors have one, two or three
significantly different pairs, which gives an insight in how the employees perceive the three sectors in
comparison to each other (positive and negative job aspects of working in these three sectors, see
table 5.7). A job aspect is perceived to be positive for a sector as it is significantly different from the
other two sectors and scores the highest (thus the lowest mean) compared to both the other two
sectors. A job aspect is perceived to be negative for a sector when it is significantly different from the
other two sectors and scores the lowest (thus the highest mean) compared to both the other two
sectors. Below, there will be explained how table 5.7 was composed. However, this will only be done
for the tourism sector as this section otherwise becomes too extensive.
5.3.3.1 Perceptions on the tourism sector
A job that I will find enjoyable
The respondents believe that ''A job that I will find enjoyable'' (M=1.56, SD=0.611) is offered to a
higher extent by the tourism sector than by the government (M=1.90, SD=0.730) or NuStar (M=1.95,
SD=0.718).
Colleagues that I can get along with
The extent to which the tourism sector offers ''Colleagues that I can get along with'' (M=1.59,
SD=0.585) is perceived to be higher than the extent offered by the government sector (M=1.81,
SD=0.614) or NuStar (M=1.81, SD=0.639).
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Pleasant working environment
Of the tourism sector it is thought that the extent to which it offers a ''Pleasant working
environment'' (M=1.44, SD=0.547) is higher than the degree to which both the government (M=1.87,
(SD=0.681) and NuStar (M=1.67, SD=0.649) provide this.
The opportunity to travel abroad
The extent to which the tourism sector offers ''The opportunity to travel abroad'' (M=1.49,
SD=0.649), is perceived to be higher than the government (M=1.80, SD=0.741) or NuStar (M=1.77,
SD=0.683) offers ''The opportunity to travel abroad''.
A job where I can care for others
The respondents perceive the tourism sector as the sector which offers ''A job where I can care for
others'' (M=1.63, SD=0.601) to a higher extent than the government (M=1.88, SD=0.640) and NuStar
(M=2.15, SD=0.673) do.
Good starting salary
Of the three sectors, the tourism sector is perceived as offering a job with ''Good starting salary''
(M=1.91, SD=0.640) to the lowest extent in comparison to Nustar (M=1.38, SD=0.537) and the
government (M=1.75, SD=0.646).

Table 5.7 Positive and negative aspects of working for the government, NuStar and in the tourism
sector.
Positive

Government
Secure job

NuStar
Good promotion prospects
High earnings over the
length of career
A job with high quality
resources and equipment
Good starting salary
A job that offers
opportunities for further
training

Negative

Pleasant working
environment
A job where I gain
transferable skills
Job mobility - easy to get a
job anywhere
A job that offers
opportunities for further
training

A job where I will
contribute to society
A job that I can easily
combine with parenthood
A job where I can care for
others

Tourism sector
A job that I will find
enjoyable
Colleagues that I can get
along with
Pleasant working
environment
The opportunity to travel
abroad
A job where I can care for
others
Good starting salary
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5.3.3.2 Other positive and negative job aspects compared to the government or NuStar
The section above describes the positive and negative aspects of the tourism sector compared to
both the government and NuStar. In this case, the tourism sector thus differs significantly from both
the sectors. However, in the following section, job factors are described where the tourism sector is
only significantly different from the government or NuStar, and thus not from both sectors (therefore
these are not included in the table).
Government
''A job where I gain transferable skills'' (M=1.59, SD=0.587), ''Job mobility - easy to get a job
anywhere'' (M=1.83, SD=0.667), and ''A job that offers opportunities for further training'' (M=1.57,
SD=0.567) is provided by the tourism sector to a higher extent than the government offers ''A job
where I gain transferable skills'' (M=1.74, SD=0.682), ''Job mobility - easy to get a job anywhere''
(M=2.12, SD=0.714), and ''A job that offers opportunities for further training'' (M=1.79, SD=0.662).
However, the government is perceived as offering ''A secure job'' (M=1.49, SD=0.705) to a higher
degree than the tourism sector (M=1.73, SD=0.626).
NuStar
The respondents perceive the tourism sector as offering ''A job where I will contribute to society''
(M=1.43, SD=0.589) and ''A job that I can easily combine with parenthood'' (M=1.80, SD=0.656) to a
higher extent than that Nustar offers a job where one can contribute to society (M=1.83, SD=0.717)
and which can easily be combined with parenthood (M=2.00, SD=0.720).
However, NuStar is perceived to provide to a higher extent ''Good promotion prospects'' (M=1.47,
SD=0.631), ''A job which gives me responsibility'' (M=1.36, SD=0.575), ''High earnings over length of
career'' (M=1.40, SD=0.608), ''A job with high quality resources and equipment'' (M=1.37, SD=0.559)
and ''A job that offers opportunities for further training'' (M=1.41, SD=0.565) than the tourism sector
offers ''Good promotion prospects'' (M=1.80, SD=0.658), ''A job which gives me responsibility''
(M=1.52, SD=0.592), ''High earnings over length of career'' (M=1.99, SD=0.665), ''A job with high
quality resources and equipment'' (M=1.87, SD=0.607), and ''A job that offers opportunities for
further training'' (M=1.57, SD=0.567).
5.3.4 Job satisfaction in the tourism sector versus perceptions on the tourism sector
In this section the perceptions on the tourism sector (see table 5.7) are compared to how the tourism
employees themselves perceive working in the tourism sector.
The tourism sector is perceived to offer ''Colleagues that I can get along with''. This corresponds to
how tourism employees themselves perceive their colleagues, as they are satisfied with the way coworkers get along with each other. This is also true for the job factor ''A job where I can care for
others'', since tourism sector employees are of all 20 job satisfaction facets most satisfied with ''The
chance to do things for others''. Lastly, the tourism sector is not seen as providing a ''Good starting
salary'', which is also the job satisfaction facet where tourism sector employees themselves are least
satisfied with. They are namely least satisfied with ''My pay and the amount of work I do''. The
perceptions on the job factors ''An enjoyable job'', a ''Pleasant working environment'', and ''The
opportunity to travel abroad'' could not be compared to how tourism employees themselves
perceive this, as job satisfaction facets similar to these job factors are not included in the MSQ.
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5.4

SWOT ANALYSIS OF THE TOURISM LABOUR MARKET

Based on the qualitative and quantitative results a SWOT analysis was done. Below the strengths,
weaknesses, opportunities and threats are listed, which are also displayed in a table (see appendix
XI).
5.4.1








5.4.2








5.4.3


Strengths
S1: Employees in the tourism sector are in general satisfied with their jobs.
S2: Tourism sector employees are more satisfied with ''The way company policies are put
into practice'' than government employees.
S3: The tourism sector is perceived to offer ''A job that I will find enjoyable'', ''Colleagues that
I can get along with'', a ''Pleasant working environment'', ''The opportunity to travel abroad'',
and ''A job where I can care for others'' to a higher degree than the government and NuStar
offers these job factors.
S4: The tourism sector is perceived to offer ''Job mobility'', ''A job where I gain transferable
skills'', and ''A job that offers opportunities for further training'' to a higher extent than the
government offers these job factors.
S5: The tourism sector is perceived to offer ''A job that can easily be combined with
parenthood'' and ''A job where I will contribute to society'' to a higher extent than NuStar
offers these job factors.
Weaknesses
W1: Generally, the employees do not believe that a job in the tourism sector will offer them
the job factors which they find important.
W2: The extent to which the tourism sector offers a ''Good starting salary'' is perceived to be
the lowest of the three sectors (i.e. the government, NuStar and the tourism sector). In
addition, tourism sector employees themselves are least satisfied with ''My pay and the
amount of work I do'' of the 20 job satisfaction facets in total.
W3: Compared to the government, the tourism sector is perceived to offer an insecure job.
W4: Compared to NuStar, the tourism sector is perceived to offer to a lower extent ''Good
promotion prospects'', ''A job which gives me responsibility'', ''High earnings over length of
career'', ''A job with high quality resources and equipment'', and ''A job that offers
opportunities for further training''.
W5: The tourism sector suffers from a skill deficit, which results in a low level of service in
the sector.

Opportunities
O1: An incentive is in place in the income tax for businesses that just started and an
investment facility in the property tax (i.e. for a period of ten years no property tax have to
be paid over appreciations resulting from investments). However, there are also laws and
regulations in place, which can hamper investment on Statia by (foreign) investors (e.g. the
ABB, the employee expenses of 18.4%, and the preconditions for getting a loan at the bank)
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5.4.4







O2: Statia is geographically located between St. Kitts and St. Maarten, which offers potential
to attract tourists who already visit (one of) these islands. In addition, the basic ingredients
for niche tourism products are present: rich history and cultural heritage, friendly people,
and nature, which enables hiking and diving.
O3: Statia has different organizations, like the NCF, CoC, STEBA, ROA CN, which have an
influence on the labour market by giving trainings, striving for a favourable investment
climate so that investors come and hereby employment is created, trying to fit vocational
education to the labour market, etc.
O4: STDF promotes and markets tourism on Statia, gives advice to the government in terms
of tourism development and tries to raise the level of awareness about tourism and its
opportunities.

Threats
T1: The island government is characterized by political instability and does not have budget
to make investments.
T2: A lack of qualified people exists on the island due to brain drain and school dropouts.
T3: A labour law exists, which requires companies to first hire Antilleans before other
nationalities. However, still a lot of the tourism businesses are owned by foreigners and the
tourism jobs are mostly done by foreigners as well, because these people are imported. From
a sustainability perspective this is a negative thing, since subsequently locals hardly directly
benefit from tourism.
T4: Many Caribbean Islands focus on tourism as a way to economic development, which
increases the competition for Statia.
T5: As a multinational company, NuStar has a lot of power. Therefore, the plans for for
example a second oil terminal are a threat to the tourism labour market.

5.4.5 The confrontation matrix
The confrontation matrix can be found in appendix XII. The strengths, weaknesses, opportunities and
threats with the most plusses and minuses are deemed the most important. From the matrix appears
that the strengths 'Satisfied with jobs' (S1) and 'Positive image regarding a few job aspects compared
to the government and NuStar' (S3) (e.g. enjoyable job, pleasant working environment, etc.) are the
main strengths of the tourism labour market. The weakness which needs immediate attention is 'Skill
deficit: low level of service in the sector' (W5). The biggest opportunity appears to be the existence
of the 'STDF, which promotes, gives advice to the island government, and raises awareness' (O4).
Lastly, the greatest threats to the tourism labour market are 'Lack of qualified people on the island'
(T2) and 'Positions in the tourism sector are mainly occupied by foreigners' (T3). These are related to
each other as explained in section 5.2.3.2. In addition, it should be said that although this is not
apparent from the confrontation matrix, the political instability and lack of budget poses a big threat
to the development of the tourism sector and its labour market as the island government can and
should be a key player in developing the tourism labour market (see section 6.4.3).
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6. Discussion and conclusion
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6.1

CONCLUSION

The aim of this thesis was to obtain an understanding of the Statian labour market in general and the
tourism labour market in particular. Therefore, the general research question was: 'What are the
main characteristics and perceptions of the Statian labour market in general and the tourism labour
market more specifically?'. Five sub research questions were formulated in order to answer this
general research question. By means of document analysis, semi-structured interviews, surveys and a
SWOT analysis answers to the five research questions were obtained.
The first question covered the first part of the general research question and was 'What are the main
characteristics of the Statian labour market and how can this be explained?'. The most important
characteristics are firstly that it is small, static, lacks diversity and has a lot of small businesses.
Secondly, the largest employers on the island are the government, NuStar, and the tourism sector of
which NuStar is the largest private employer. Thirdly, the tourism sector offers high potential for
creating jobs and economic development of the island. Fourthly, the matching of demand for and
supply of labour is difficult as the number of qualified people is limited and a lack of motivation
among candidates exists according to Ecorys (2013) and a few interviewees. This is partly caused by
external factors.
Since the island and population numbers are small, the labour market is small, possibilities for doing
business are limited, and businesses are small in size. This causes the labour market to be not diverse
and not dynamic and thus three employment sectors dominate the island. This results in people
leaving the island in order to work somewhere where possibilities are more prevalent. The physical
geography of the island also highly contributes to the fact that the tourism sector offers potential to
Statia's labour market and development as the island is characterized by natural beauty and
tranquillity. It is also Statia's culture which makes the island attractive to tourists and thus suitable
for tourism development. The work culture on Statia, more specifically the work attitude and the
way of working, influences the level of motivation, which is said to be lacking. However, this
statement should be interpreted with caution as this does not apply to the whole labour force on
Statia. Education primarily plays a role in the matching of demand and supply on the labour market.
A lot of the students leave the island in order to study abroad, but do not come back anymore after
they get their diplomas (i.e. brain drain). This results in few qualified local people and an influx of
qualified foreigners, like tourism entrepreneurs from abroad.
The change of the political status on 10-10-10 has had its consequences for the economy and the
labour market. Among others laws and regulations hamper the local population to start a business
which contributes to the labour market being static and not diverse. In addition, the political
instability of the island government and the fact that it does not have a budget to develop the island,
hampers development of the tourism sector and its labour market. The last external factor
influencing the labour market is the organizations that play a role in the labour market. The CoC,
NCF, ROACN, STEBA, STDF and the island government all take part in influencing the labour market
by for example giving trainings, striving for a favourable investment climate, trying to fit vocational
education to the labour market, acting as an intermediary for matching labour supply and demand,
etc. However, in order to really boost the tourism labour market they can play a more proactive role
by taking into account the recommendations (see section 6.4).
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The Statian labour market is also formed by the independent decisions of individuals in which job
satisfaction and perceptions of the sectors in the Statian economy play a role. The next three sub
questions covered the second part of the general research question. The second sub research
question explored the following: 'What is the job satisfaction of employees working in the
government sector, the tourism sector and the private sector?' In the three sectors employees were
in general satisfied with their jobs, so no major differences existed between employees' total job
satisfaction in the three sectors. However, tourism sector employees were more satisfied with ''The
way company policies are put into practice'' than government employees. Moreover, they were most
satisfied with ''The chance to do things for others'' and least satisfied with ''The pay and amount of
work''.
Besides job satisfaction, this research examined what people found important in a job and whether
they thought jobs in the three largest sectors on the island could offer them what they perceive as
important in a job. Therefore, the following question was formulated: 'What do employees working
in the government sector, the tourism sector and private sector perceive as important in a job and do
they think the government, NuStar and tourism sector offer this?'. Actually, all 20 job aspects were
seen to be important with very few respondents rating any of the factors as not important. The four
most important job factors were respectively ''A job that I will find enjoyable'', ''A secure job'', a
''Pleasant working environment'', and ''A job which gives responsibility''. All three sectors were in
general perceived as not offering what employees found to be important in a job. NuStar was
however most positively perceived, followed by respectively the government and the tourism sector.
The last sub research question was 'How do employees working in the government sector, the
tourism sector and private sector perceive the three largest economic sectors on St. Eustatius?'. As
the three sectors were compared to each other, respondents perceived the government to provide
''A secure job'', but found that the government to a lesser extent offers a ''Pleasant working
environment'', ''A job where I gain transferable skills'', ''Job mobility'', and ''A job that offers
opportunities for further training''. In contrast, the respondents perceived NuStar as providing ''Good
promotion prospects'', ''High earnings over the length of career'', ''High quality resources and
equipment'', ''Good starting salary'' and ''A job that offers opportunities for further training''. Aspects
which were rated lower were ''A job where I will contribute to society'', ''A job that I can easily
combine with parenthood, and ''A job where I can care for others''.
Of the three sectors the tourism sector was perceived to offer ''A job that I will find enjoyable'',
''Colleagues that I can get along with'', a ''Pleasant working environment'', ''The opportunity to travel
abroad'' and ''A job where I can care for others''. However, the respondents viewed the tourism
sector as providing the least ''Good starting salary'' compared to the government and NuStar.
Another negative perception regarding the tourism sector was that it offers insecure jobs compared
to the government. Moreover, in comparison to NuStar the tourism sector was seen to provide to a
lower degree jobs with ''Good promotion prospects'', which ''Give responsibility'', ''High earnings
over length of career'', ''High quality resources and equipment'', and ''Opportunities for further
training''.
Subsequently, based on the previous sub questions, strengths, weaknesses, opportunities and
threats regarding the tourism labour market were identified. This answered sub question five: 'What
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are the strengths, weaknesses, opportunities and threats with regard to the tourism labour market?'.
The most important strengths were 'Satisfied with jobs' and a 'Positive image regarding a few job
aspects compared to the government and NuStar' (e.g. enjoyable job, pleasant working environment,
etc.). The biggest weakness was 'Skill deficit: low level of service in the sector' and the largest
opportunity was the 'STDF (promotes, advices the government, raises awareness)'. The threats which
need attention are 'Lack of qualified people on the island' and 'Positions are mainly occupied by
foreigners'. Moreover, the political instability and lack of budget poses a big threat to the
development of the tourism sector and its labour market as the island government can and should be
a key player in developing the tourism labour market (see section 6.4.3). Analyzing all the strengths,
weaknesses, opportunities and threats by means of a SWOT analysis allowed the researcher to create
recommendations for developing the tourism labour market in terms of who can do what to
stimulate employment in the tourism sector. This is described in section 6.4. However, prior to that
some general recommendations regarding the development of the tourism sector are given.

6.2

DISCUSSION

In this paragraph I will discuss my results and compare them with main findings of the literature
review. Firstly, I will discuss the external factors that contribute to the shaping of the (tourism)
labour market. Secondly, job satisfaction of government, tourism sector and private sector
employees will be discussed. This will be followed up by a discussion on what is perceived to be
important in a job. Lastly, I will discuss the perceptions on jobs in the government, NuStar and
tourism sector.
6.2.1 External factors
Besides the independent decisions of people, external factors also play a role in influencing the
labour market and more specifically the tourism labour market. According to Baum (2008) the labour
market is influenced by economic, political and social processes. Therefore, the (tourism) labour
market was viewed from a wider perspective in order to identify external factors, which affect the
(tourism) labour market in Statia.
One of the main things that emerged from the results is that the (tourism) labour market is
influenced by a brain drain, which is a problem that occurs in more SIDS as these have the highest
brain drain rates of developing countries (Docquier et al., 2007). This results in a shortage of qualified
people on the island and contributes to a low level of skills and thus to a low level of service in the
tourism sector. This affirms previous findings from Shaw and Williams (2004), Szivas et al. (2003) and
Westwood (2002) who all argue that the tourism sector is mainly characterized by a low level of
skills. Moreover, Szivas et al. (2003) state that the tourism sector is characterized by minimal
training, which appeared to be also the case in the Statian tourism sector. According to Maazouz
(2013), the labour market and education are related to each other, which is confirmed by this study
as education is a factor which influences the labour market.
No academic literature could be found on the effect that culture, or more specifically the work
culture, has on the labour market. However, from the interviews it appeared that this definitely
played a role, because it was argued that this factor affects the way of working and the work attitude
(i.e. lack of motivation). This influences the productivity of people, but also the willingness to work. It
is however questioned to what extent a difference exists between Statians' perceptions and the
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reality with regard to Statians' work attitude and level of motivation. Also, physical geography is a
factor which influences the labour market. Baum (2010) argues that small island destinations are
often characterized by a lack of economic diversity. This was also evident in Statia as the labour
market is dominated by three large employers. In addition, according to Baum (2010) small islands
oftentimes face the problem of having limited skills within the labour market. This has clearly to do
with the small size of an island, which this study also showed.
Organizations also affect the labour market as some provide for example training. According to Liu
and Wall (2006) and UKCES (2014), for instance, the government can play a very important role in
this in terms of management, recruitment, and development of human capital. Just like Liu and Wall
(2006) and UKCES (2014) argue, this research argues that the island government should take the
leading role in affecting the labour market by for example bringing parties on the island together,
focusing on education, accessibility of the island, and infrastructure, doing investments in the
economy, or attracting foreign investors as discussed in the recommendations section (see sections
6.3 en 6.4). But also non-governmental organizations can play an important role in influencing the
labour market. On Statia a few organizations were found (i.e. CoC, NCF, ROA CN, STEBA), which affect
the labour market by providing training, aiming for the attraction of foreign investors, fit vocational
education to the needs of the labour market, etc. How they could boost the tourism labour market, is
discussed in section 6.4.
However, in order to function as the key player in the labour market and thus being able to influence
it, the government should function well or in other words be politically stable. This is not the case in
Statia, which complicates this task as for example development plans are postponed. Baum (2010)
also argues that an island may be characterized by jurisdictional independence. In Statia this is
however not the case as it is a special municipality of the Netherlands since 10-10-10. As a
consequence, the Statian labour market is influenced via laws and regulations, which are introduced
and enforced by the Dutch government. However, by enforcing certain laws and regulations the
Dutch government did not really take into account that Statia differs from the Netherland in terms of
size of country, development state and culture. It is thus for example a lot harder for locals to start a
business, which affects the labour market.
6.2.2 Job satisfaction
With a focus on the tourism labour market, the literature in general portrays the tourism sector as a
sector which is not attractive to work in. It was therefore more or less expected that tourism sector
employees would be less satisfied with their job than government and private sector employees.
However, this research showed that the employees in the three sectors are equally satisfied just like
in Choy's study (1995) in Hawaii, who stated that public, private and tourism employees' job
satisfaction was high and equal. It also confirms Riley's (2004) book chapter based on his earlier
studies and Vaugeois and Rollins' (2007) study based on tourism employees and entrepreneurs in
Vancouver Island, Canada where both argue that the tourism sector has high levels of job
satisfaction. However, in this research no job factors created dissatisfaction among tourism
employees while that was the case in for example Chuang et al.'s (2009) study among casino hotel
chefs in Las Vegas, United States and Ghiselli et al.'s (2002) research based on food service managers
in the United States.
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Remarkable though is that employees in the tourism sector are satisfied with their jobs, but that
according to this research the level of service is low. Although job satisfaction contributes to the
quality of the provided service (Hunter, 2013b; Kusluvan, 2003; LaLopa, 1997) it is clear that skills
also play a big role in the service provision and that if the quality of service needs to be increased,
the skills should be upgraded. Job satisfaction alone is thus not sufficient for the delivery of quality
services. For retaining employees within the sector it is however positive that there is job satisfaction
as this increases the commitment to the organization (Feinstein & Vondrasek, 2001; Gaertner, 1999;
Gunlu et al., 2009; Mowday, Porter, & Steers, 1982; Stumpf & Hartman, 1984). This knowledge is
important as it might contribute to decreasing the barrier for employers to invest in training the
employees (see section 3.4.2). Moreover, it might eventually attract qualified employees (DeSantis &
Durst, 1996) if other things on Statia (e.g. tourist accommodation and the island's accessibility) are
firstly fixed.
6.2.3 Importance of job factors
Furthermore, this study investigated what the government, tourism sector and private sector
employees find important in a job. All the job factors were basically perceived as important, but the
factors which were perceived most important by the employees in this study were respectively ''A
job that I find enjoyable'', ''A secure job'', ''Pleasant working environment'', and ''A job which gives
me responsibility''. This mostly corresponds with the findings of Richardson's study (2009) where ''A
job that I will find enjoyable'' was also perceived as the most important job factor followed up by
respectively ''A secure job'', ''Pleasant working environment'', and ''Colleagues that I can get along
with''. Moreover, this research examined whether the employees thought the tourism sector offers
what they find important in a job. Just like in Richardson's study (2009) the results of this research
showed that the tourism sector on Statia is perceived as not offering the job factors which are valued
important. This is problematic if local employment in the tourism sector needs to be stimulated in
order to sustainably develop the sector. In section 6.4 I will elaborate on this issue and how it might
be dealt with.
6.2.4 Perceptions on the tourism sector
Svizas et al. (2003) mention as one of the positive sides of working in the tourism sector that it offers
the opportunity to travel. This is in line with the employees' perceptions in this research. Results also
show that the tourism sector is perceived to offer ''A job that I will find enjoyable'', a ''Pleasant
working environment'', ''Colleagues that I can get along with'', and ''A job where I can care for
others''. So far these aspects have not been mentioned in the literature, so this complements the
literature. Another positive aspect of being employed in the tourism sector is that it offers task
variety (Szivas et al., 2003), which is confirmed by the results of this study.
There are also many negative aspects related to working in the tourism sector. The findings
contradict a few of these negative aspects, but simultaneously confirm other negative aspects. For
example, in this research tourism labour is seen as unsecure compared to government jobs, which
are perceived as secure. This confirms the SDP (Hoogenboezem-Lanslots et al., 2010) as this plan
argues that the public sector offers a higher level of stability. Svizas et al. (2003) also found tourism
jobs to be unstable and thus unsecure. Also, Koch and Steers (1978) state that indeed the public
sector offers more security than private sectors. However, this strangely enough is discarded by
tourism sector employees in this research as they are satisfied with ''The way my job provides for

80

steady employment''. This is also true for the working conditions. The tourism sector employees are
satisfied with ''The working conditions'' while Gunlu et al. (2010) argue that the working conditions
are tiring and challenging just like Kusluvan and Kusluvan (2000) who found that undergraduate
tourism students perceive the physical working conditions to be poor.
The tourism sector is in addition perceived to offer less ''Good promotion prospects'' than NuStar.
The literature also argues that the tourism sector lacks career structures (Keep & Mayhew, 1999)
though the tourism employees themselves are satisfied with ''The chances for advancement on this
job''. Moreover, according to the literature, tourism jobs are associated with a low status (Kusluvan &
Kusluvan, 2000; Saunders, 1981). However, in this research tourism employees are satisfied with
''The chance to be 'somebody' in the community'', which implies that they do not associate their job
with a low status. For certain job factors thus appears a difference between how people who work in
the tourism sector assess their jobs and how others outside the sector perceive jobs in the tourism
sector.
However, just like with ''The opportunity to travel abroad'' and task variety there are also job factors
which are in the same way assessed by tourism employees and perceived by other employees. This is
for example the case with salary. Choy (1995), Gunlu et al. (2010) Shakeela et al. (2011), Shaw and
Williams (2004), Szivas et al. (2003), and Tesone and Ricci's (2005) researches show that tourism jobs
are associated with a low salary, which is confirmed by the results of this research. Namely, tourism
sector employees themselves are least satisfied with ''The pay and amount of work I do''. In addition,
the respondents perceive the sector as offering the least ''Good starting salary'' compared to the
government and NuStar. Based on all of the above, it cannot be said whether the quality of tourism
employment on Statia is really better than oftentimes perceived by people outside the sector as
Choy (1995) argues. Statia's tourism labour market does however show signs of a weak labour
market (see Riley, 1996).

6.3 GENERAL RECOMMENDATIONS REGARDING THE DEVELOPMENT OF THE TOURISM SECTOR
Statia offers potential for the development of the tourism sector as it contains basic ingredients for
attracting tourists. The beautiful nature, including the Quill and the marine environment, the rich
history and cultural heritage, and friendly people are attractive for tourists. The potential should be
converted into development of this sector as it can have positive consequences for the island in
terms of created employment and foreign exchange, which results in economic development of the
island. Therefore, I will give some general recommendations regarding the development of the
tourism sector.
6.3.1 Collect reliable statistical data
From the results it appeared that labour market statistics vary among different sources. It is
recommended to collect reliable statistics with regard to Statia's labour market. Without reliable
statistical data, it is more difficult to design a proper general labour market policy and tourism labour
market policy in particular.
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6.3.2 Increase tourist accommodation by means of attracting investors
The basic ingredients for tourism development are present and the STDF promotes tourism on the
island. However, foreign investors do not just show up. The island government should approach the
CoC which tries to attract entrepreneurs to the island, the STDF, and STEBA, which tries to create a
beneficial investment climate for businesses, in order to join hands and forces. Together they should
think of how they can make it as attractive as possible for foreign investors to locate themselves on
Statia. There are already some beneficial arrangements for (foreign) investors in the income tax and
property tax, but at the same time there are certain laws and regulations in place (see section
5.2.4.1) which are not favourable for (foreign) investors and which could hamper them to establish
tourist accommodation on Statia. The ideas should be proposed to the Dutch government as this
actor is responsible for the introduction and enforcement of laws and regulations. It should be
emphasized that Statia needs investors in order to develop tourist accommodation to subsequently
get other things going in the tourism sector (e.g. the development of tourist activities).
6.3.3 Improve the island's accessibility
The island is hard to reach as there is no ferry, as there is an open harbour and only mini cruise ships
can dock, the air flight is expensive and the air flight capacity is low. A first step which would
stimulate development of the tourism sector is an upgrading of the harbour and the introduction of a
ferry system. When more tourists will come to visit Statia, more economic activity will arise on the
island, which creates not only jobs in the tourism sector, but also in for example retail. It is
recommended to firstly connect St. Maarten and Statia to each other by ferry. Other connections like
Saba and Statia and St. Kitts and Statia can be subsequently introduced. It is highly recommended
that the STDF and island government look into this and ask for help from the Dutch government, and
more specifically the Ministry of Infrastructure and the Environment which is responsible for this kind
of matters (see section 2.1.1.1). There is for example an aviation convention between the BES-islands
and the Netherlands, which offers the opportunity for subsidising unprofitable air routes. Until today
this opportunity is however not exploited (ECN, 2015).
6.3.4 Prevent the construction of a second oil terminal of NuStar
As a multinational company, NuStar has a lot of power. Therefore, the plans for a second oil terminal
are a threat to the tourism sector and more specifically the tourism labour market. The strong points
of working in the tourism sector (compared to working at NuStar) and its general importance to the
island should be recognized and stressed by the island government as if NuStar expands its business,
the possibility to grow for the tourism sector and its labour market in terms of quantity will decrease.
As already mentioned, the island is small and having oil storage tankers in sight is not positive for the
tourism sector, because it has a negative impact on the aesthetic values. Moreover, an irreversible
extension of NuStar will in the long term generate less jobs compared to the tourism sector, which
has the potential to be a job generator (Hoogenboezem-Lanslots et al., 2010). It is thus of importance
that the realization of a second oil terminal will be prevented.

6.4

RECOMMENDATIONS REGARDING THE TOURISM LABOUR MARKET

Based on the confrontation matrix (see appendix XII) I have the following recommendations in order
to make the tourism sector more attractive to work in and thus to stimulate local tourism
employment. Section 3.4 of the literature review was used as input for formulating some of these
recommendations.
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6.4.1 Emphasize positive aspects of working in the tourism sector
The positive aspects of working in the tourism sector (see appendix XI) should be used and
emphasized by the STDF at several occasions and locations in order to make local people more aware
of tourism and stimulate them to work in the tourism sector either as employed or self-employed.
This will be further elaborated below.
6.4.1.1 Present at the career fair
The STDF should communicate the results to tourism businesses and show the results clearly on a big
presentation sheet on the career fair. The career fair was organized for the first time in 2015, but it is
recommended to make this a yearly event as it is good to show youngsters what job opportunities
there are on Statia and for what they can come back if they finished their studies abroad. The already
existing tourism businesses on the island should attend this fair. Let employees in different positions
talk to students and explain what the sector in general has to offer, what their daily tasks consist of,
what they like about their jobs, and what they like more about their current tourism job compared to
their previous job(s) (if they had any). If students are interested and want to see what working in the
tourism sector is about and whether it really offers an enjoyable job, a pleasant working environment
and so on, it is good to offer them the opportunity to experience for a day how it is like to work in
the tourism sector.
6.4.1.2 Information at schools
With regard to the STDF it is also advisable to visit the schools (primary and secondary) once a year
and give presentations to for example the last grade in the primary schools and the last grades at the
GvP school (Pro, VMBO, Havo) about what tourism actually is, what it means and can mean for the
island, the opportunities that the tourism sector provides, a realistic representation of the different
jobs it offers (not only serving people, but also more managerial and administrative jobs), the
positive aspects of working in the tourism sector as indicated above, etc. The STDF could invite
different people to these presentations; tourism employers or employees from the island, but also
guest speakers from abroad. They should show what the tourism sector means on other Caribbean
islands and tell about the daily business of their company. The STDF themselves need to emphasize
that tourism development is also possible on Statia and that herein still lies a big opportunity.
Hopefully, this generates enthusiasm and interest among students for working in the Statian tourism
sector, potentially setting up their own business and hereby contributing to the development of the
island as a whole.
Moreover, as was mentioned in section 5.2.6.1 the STDF has provided the GvP school with tourism
books, but it is unclear whether these are used in practice. If not, this should be incorporated in the
curriculum by the GvP school (ROA CN could assist with this) in order to prepare the students for the
tourism sector. This might also contribute to making students interested in working in the tourism
sector.
6.4.1.3 Make the tourism labour market information open to the public
The labour department, which plays a role in mediating between employers who seek personnel and
individuals who seek jobs, should also provide the tourism labour market information to job seekers
in order to convince and stimulate them to work in the tourism sector. In addition, the island
government should launch a website, which presents the available vacancies on the island and the
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tourism labour market information. Although not everyone on the island has a computer at home,
most have mobile phones or a computer at work where they can access the website. Statian
youngsters who reside abroad for their further studies can then see what vacancies need to be filled
so that they know for what they can come back to Statia. Also, (a link to) the tourism labour market
information should be put on the STDF and island government website.
6.4.2 Improve the conditions of employment
As was discussed above, with regard to a few job factors (e.g. enjoyable job, pleasant working
environment) the image of the tourism sector is positive in comparison to the government and
NuStar. However, the results showed that there are also some negative perceptions of working in the
tourism sector. Such negative perceptions could hamper local people to enter the tourism sector as
employed or self-employed. It is thus of importance to turn around the perceived negative aspects of
working in the sector. The following proposed strategies are aimed at improving the overall image of
working in the tourism sector by improving the conditions of employment.
6.4.2.1 Increase remuneration
It is recommended to offer tourism sector employees a more attractive remuneration than is
currently done. There are several reasons for this. First of all, tourism employees appeared to be
least satisfied with their salary and the amount of work they do. Second, results also showed that
offered salaries at the start of the job are perceived to be low compared to the government and
NuStar. Lastly, over the length of a career jobs at NuStar are perceived to provide a higher salary. The
costs of livelihood have increased over the last years, which makes it hard for the Statians to make
ends meet, so why would someone choose for a job which is perceived to earn less than a job at the
government or NuStar?
Obviously, in order to provide more attractive remunerations, employers should raise the employees'
salaries, which eventually leaves less money for the employer. Added to this, the employer also
needs to pay 18.4% employee expenses on top of the salaries. In all likelihood this would evoke
resistance with employers. However, in order to stimulate participation of locals (preferably qualified
ones) in the tourism sector, the increase of salaries could be an attractive incentive. However,
whether salaries in the tourism sector could actually be increased, should be further examined. And
if so, what would be the best way to do this.
6.4.2.2 Introduce career ladders
Compared to NuStar the tourism sector is in addition perceived to offer to a lower extent ''Good
promotion prospects'', ''A job which gives me responsibility'', and ''A job with high quality resources
and equipment'' (see weakness 3). With regard to promotion prospects, tourism businesses should
introduce career ladders and thus growth opportunities to their employees. This would increase job
satisfaction, motivation to work and reduce labour turnover (Tessoni & Ricci, 2005). At the same time
this would address the perception of tourism jobs offering less responsibility to their employees than
NuStar does. Namely, the higher a person moves up the career ladder, the more responsibility it gets.
If such career ladders are implemented, the image of the tourism sector regarding promotion
opportunities and responsibility hopefully improves contributing to attracting more skilled personnel.
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6.4.2.3 Increase the level of job security
The level of job security in the tourism sector can be increased if the sector will be developed on the
island. When more tourists come, there will be more work for people, which may increase the level
of job security. This is of importance as the majority of the respondents value a secure job as very
important (see section 5.3.2). It is thus essential that the recommendations with regard to
development of the tourism sector (see section 6.3) should be taken into account and acted upon by
the island government and Dutch government. In other words, in this case an internal improvement
in the tourism labour market is dependent on structural external factors.
6.4.3 Stabilize the island government
With regard to political instability, it is of importance that the island government politically stabilizes.
This is because the government should be a key player in the labour market by for example
stimulating the development of human capital, act as an intermediary for matching labour demand
and supply, regulate the labour market, doing investments, attracting foreign investors, etc. When it
is unstable and does not have a budget to invest, it is difficult to focus on developing the tourism
labour market. The current financial and administrative supervision should therefore be persisted
until the island government put their things back together. Considering the economic and social
development of the island, the island government is recommended to listen and to cooperate with
the Dutch government, which has implemented the financial and administrative supervision. A
cooperative attitude would be beneficial for both parties in terms of getting somewhere politically.
Then, it must also be said that the Dutch government is recommended to listen to the island
government, so that the island government feels heard and understood. Clear communication and
mutual respect and understanding between the two parties is key if this cooperation is to succeed.
Regarding the island government's budget, the STDF should directly approach the Dutch government
and show Statia's potential for the development of the tourism sector and its economic importance
for the island in order to get finances (e.g. in the form of a loan). The Tourism Master Plan can serve
as a tool for this.
6.4.4 Develop human capital
Another weakness that characterizes Statia's tourism labour market and which needs immediate
attention is the employees' skills deficiency. This namely contributes to the lack of service in the
tourism sector, which needs to be improved if Statia wants to develop its tourism sector and wants
to be able to compete with other tourist destinations (Baum, 2010; Hunter, 2013b; Popescu et al.,
2013) or destination from its competitors. As service is key in tourism businesses, the shortage of
skills is problematic. If locals do not want to work or do not have the skills and more qualified people
can be brought in from abroad, employers bring in personnel from other islands. Therefore, several
possible strategies are created in order to improve the level of skills of the current tourism
employees and ensure a sufficient level of skills of the future local tourism employees. Increased job
satisfaction (Gürbüz, 2007; Lam et al., 2001; Wright & Davis, 2003), higher productivity and higher
salaries might be the result (Becker, 1993).


The STDF and island government should assemble the tourism employers on the island and form
a network where the emphasis should be placed on the importance of having skilled employees
in the company if tourism companies want to grow in the future. Subsequently, learning can be
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6.5

shared and ideas exchanged, which might lower the threshold to develop the skills of their
employees.
In 2012, the GvP school started with the host/hostess education, set up by the ROACN, as it was
noticed that this was necessary for tourism development. The host/hostess education already
offers internship opportunities at the island itself, which is a good thing. However, the
host/hostess internship can also be shaped in a different way: let the students do an internship
at one of the neighbouring islands, so that they can experience how it really is to work in the
tourism sector and how the service provision needs to be. This also applies to the people who
already work in the sector. Send them off island for a certain period of time and let them work in
one or multiple tourism companies in order to upgrade their skills. This of course costs money,
but employers need to see it as an investment in the company and its future. The STDF could
help the tourism companies at Statia by reaching out and making contact with tourism
companies on neighbouring islands in order to get this idea with regard to training going.
Sometimes people are brought in, because locals simply lack the skills. However, after a certain
period of time these people leave again and locals still do not have the required skills. It is
therefore recommended that when people are brought in from abroad, they take one or more
locals who are willing to learn that specific profession and train them in the meantime by
showing how the job is done. If then the foreigner leaves, a local person can fill up the vacant
job. It is recommended that the island government takes the lead in this in cooperation with
tourism businesses.
Tourism employers should offer the possibilities for further training to their employees, so that
they can professionally and personally develop themselves. Currently, NuStar is perceived to
offer to a higher extent opportunities for further training than the tourism sector. This
perception might be changed if employers sit together with the STDF, STEBA, CoC and NCF and
think of how exactly such opportunities for further training can be provided.

RECOMMENDATIONS FOR FURTHER RESEARCH

This thesis used quantitative research methods to research perceptions on the tourism sector, so no
underlying reasons were examined. It would be in addition however also interesting to qualitatively
examine the perceptions on the tourism sector and the underlying motivations of Statians for
working or not working in the tourism sector. In this way, a more complete image of the tourism
labour market on Statia can be formed, which should result in effective measures of how it can be
improved. It would also be interesting to examine what the future generation (i.e. the students on
the GvP school) thinks is important to have in a job, how they perceive the different sectors on the
island and research their motivations for wanting or not wanting to work in the tourism sector. They
are the future labour force and it would be helpful to get this kind of information in order to respond
accordingly, so that for the future labour force the tourism sector will become an as attractive as
possible sector to work in.
As mentioned before a host/hostess education was introduced in 2012. It would be recommendable
to research the content of these programs and evaluate this. So, for example whether the program is
effective in terms of whether it really learns the skills that are needed in the tourism sector and
whether it teaches what employers ask for. This would give insight in what can or should be
improved, so that it will be ensured that students who graduate the program have obtained a
sufficient level to work in the tourism sector on Statia.
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From this thesis it appeared that skills in the tourism sector play a very important role. The
development of human capital is therefore of utmost importance. Hence, it would be
recommendable to investigate tourism employers' willingness to invest in in-service training and the
conditions under which this might happen. Lastly, interviewees indicated that agriculture is a
potential sector which can be further developed on the island. It is good to research how this should
be done, what development strategies are feasible, how the agricultural sector could reinforce the
tourism sector and other economic sectors and vice versa, how this development should be financed,
how local people can be stimulated to get involved in the agricultural sector, etc.
Other external factors exist, which have not been examined, but might play a role in influencing the
(tourism) labour market. An example for further research is powerful families living on the island, if
they affect the labour market, and if so, in what way. Another example is NuStar, which is currently
the biggest private employer and has quite some power as a multinational company on such a small
island. It would be interesting to look further into how NuStar's dominant position affects the
(tourism) labour market and in what way NuStar would be affected if the tourism sector develops
and becomes the biggest private employer on the island in the future.
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APPENDIX I: STRUCTURE OF THE GOVERNMENT

_

96

APPENDIX II: SURVEY

SURVEY OF EMPLOYMENT ON STATIA
Dear respondent,
Thank you for participating in this research. This research is part of my Master thesis that I am
conducting at Wageningen University in the Netherlands. Your responses will help me to obtain a
deeper insight into the labour market in Statia.
The survey consists of four parts and contains questions on your own employment and employment
in other economic sectors on the island. Please read all instructions carefully and respond to the
questions on the basis of your first impression. There are no wrong answers. While you are free to
leave some questions blank, you are encouraged to respond to every question.
All responses are anonymous. There are no personally identifying pieces of information collected
and only aggregate data will be reported. Data will only be used and retained for academic
publication purposes and as input for the Tourism Master Plan of Statia.
Thank you for your assistance.
Marcia Koetsier
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PART 1
For the following statements, please check the box that describes how satisfied you feel about that
aspect of your current main job.
Very
satisfied

Satisfied

Dissatisfied

Very
dissatisfied

□

Neither
satisfied nor
dissatisfied
□

1. Being able to keep busy all the time.

□

□

□

2. The chance to work alone on the job.

□

□

□

□

□

3. The chance to do different things
from time to time.
4. The chance to be ''somebody'' in the
community.
5. The way my boss handles his/her
workers.
6. The competence of my supervisor in
making decisions.
7. Being able to do things that don’t go
against my conscience.
8. The way my job provides for steady
employment.
9. The chance to do things for other
people.
10. The chance to tell people what to
do.
11. The chance to do something that
makes use of my abilities.
12. The way company policies are put
into practice.
13. My pay and the amount of work I do.

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

14. The chances for advancement on
this job.
15. The freedom to use my own
judgment.
16. The chance to try my own methods
of doing the job.
17. The working conditions.

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

□

18. The way my co-workers get along
with each other.
19. The praise I get for doing a good job.

□

□

□

□

□

□

□

□

□

□

20. The feeling of accomplishment I get
from the job.

□

□

□

□

□
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PART 2
For the following statements, please check the box which describes how important you find that
factor when choosing a job.

Job factor

Importance when choosing a job
Very

Fairly

Not

1. A job that I will find enjoyable.

□

□

□

2. Colleagues that I can get along with.

□

□

□

3. Pleasant working environment.

□

□

□

4. A secure job.

□

□

□

5. A job that provides intellectual challenge.

□

□

□

6. Good promotion prospects.

□

□

□

7. A job which gives me responsibility.

□

□

□

8. High earnings over length of career.

□

□

□

9. A job where I will contribute to society.

□

□

□

10. A job where I can use my (university) degree.

□

□

□

11. A job where I gain transferable skills.

□

□

□

12. A job that is respected.

□

□

□

13. Reasonable workload.

□

□

□

14. A job with high quality resources and equipment.

□

□

□

15. The opportunity to travel abroad.

□

□

□

16. Job mobility - easy to get a job anywhere.

□

□

□

17. A job that I can easily combine with parenthood.

□

□

□

18. Good starting salary.

□

□

□

19. A job where I can care for others.

□

□

□

20. A job that offers opportunities for further training.

□

□

□
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PART 3
For the following statements, please check the box which describes the extent to which you think
the government, NuStar and tourism sector offers the job factors mentioned below. The tourism
sector includes hotels, transport, tour guides, tourist attractions, tour operators and travel agencies,
conference business, souvenir shops, etc.
Job factor

1. A job that I will find enjoyable.

2. Colleagues that I can get along with.

3. Pleasant working environment.

4. A secure job.

5. A job that provides intellectual
challenge.

6. Good promotion prospects.

7. A job which gives me responsibility.

8. High earnings over length of career.

9. A job where I will contribute to
society.

10. A job where I can use my
(university) degree.

Sector

Extent to which the sector offers this
Definitely

Somewhat

Not

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□
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Job factor

11. A job where I gain transferable
skills.

12. A job that is respected.

13. Reasonable workload.

14. A job with high quality resources
and equipment.

15. The opportunity to travel abroad.

16. Job mobility - easy to get a job
anywhere.

17. A job that can easily be combined
with parenthood.

18. Good starting salary.

19. A job where I can care for others.

20. A job that offers opportunities for
further training.

Sector

Extent to which the sector offers this
Definitely

Somewhat

Not

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□

Government

□

□

□

NuStar

□

□

□

Tourism

□

□

□
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PART 4
This last part includes some demographic and job related questions.

1. Are you male or female? Please circle one.

Male

Female

2. What is your age?

_________________________

3. What is your nationality?

_________________________

4. What is the highest level of education you attained? Please check one box.
□
□
□
□

Unfinished primary school
Primary school
Secondary school
Higher education

5. What is your main job?

_________________________

6. Please give a full description of your job (i.e. tasks and responsibilities).
_____________________________________________________________________________
_____________________________________________________________________________
_____________________________________________________________________________
_____________________________________________________________________________
7. What is your average net income per month? Please check one box.
□
□
□
□
□
□

$0 to $1000
$1000 to $2000
$2000 to $3000
$3000 to $4000
$4000 t0 $5000
$5000 or more

8. How many hours per week on average do you work in your main job? ________________
9. How many years are you currently working in your main job?

________________

Thank you for your participation in this research!
For questions and/or comments, please contact me at the mail address below:
marciakoetsier@hotmail.com
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APPENDIX III: INTERVIEW GUIDE

_

Interview topics
1.
The organization/government department
 Can you give a full description of what the organization/department you work for is
doing?
2.
The Statian labour market
 What are strengths of the Statian labour market?
 What are problems that occur in the Statian labour market?
 Considering the future, what are threats and opportunities for the Statian labour
market?
3.
The tourism labour market as part of the Statian labour market
 What are strengths of the tourism labour market/tourism sector on Statia?
 What are problems that occur in the tourism labour market/tourism sector?
 Considering the future, what are threats and opportunities for the tourism labour
market/tourism sector?
 How do you think that employment in the tourism sector can be made attractive for the
local people on Statia?
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APPENDIX IV: JOB SATISFACTION

Job satisfaction facets of government, tourism and private sector employees.
Facets of job satisfaction
1. Being able to keep busy all the
time.
2. The chance to work alone on the
job.
3. The chance to do different things
from time to time.
4. The chance to be ''somebody'' in
the community.
5. The way my boss handles his/her
workers.
6. The competence of my supervisor
in making decisions.
7. Being able to do things that don’t
go against my conscience.
8. The way my job provides for
steady employment.
9. The chance to do things for other
people.
10. The chance to tell people what to
do.
11. The chance to do something that
makes use of my abilities.
12. The way company policies are
put into practice.

Sectors
Government
Tourism
Private
Government

Meana
1.72 (.573)
1.97 (.857)
1.64 (.574)
1.86 (.677)

Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private
Government
Tourism
Private

2.21 (.880)
1.72 (.630)
1.80 (.889)
1.94 (.736)
1.79 (.861)
1.82 (.635)
2.29 (.799)
2.05 (.705)
2.33 (.851)
2.16 (1.019)
2.02 (1.115)
2.47 (.856)
2.00 (.842)
2.24 (1.008)
1.94 (.740)
1.83 (.664)
1.93 (.640)
1.96 (.713)
1.85 (.834)
1.90 (.860)
1.69 (.552)
1.68 (.589)
1.86 (.774)
2.34 (.600)
2.41 (.743)
2.05 (.844)
1.88 (.696)
1.77 (.690)
1.89 (.868)
2.88 (.807)
2.18 (.936)
2.33 (.917)

f
2.643

pb
0.075

4.451

0.014

0.383

0.682

4.634

0.012

1.065

0.348

2.556

0.082

0.306

0.737

0.188

0.829

1.068

0.347

2.849

0.062

0.271

0.763

7.593

0.001
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13. My pay and the amount of work I
do.

Government
2.96 (1.110)
Tourism
2.91 (1.067)
Private
2.37 (1.092)
14. The chances for advancement on Government
2.85 (1.091)
this job.
Tourism
2.69 (.896)
Private
2.33 (1.141)
15. The freedom to use my own
Government
2.04 (.841)
judgment.
Tourism
2.03 (.870)
Private
2.00 (.940)
16. The chance to try my own
Government
2.19 (.891)
methods of doing the job.
Tourism
2.06 (.966)
Private
2.09 (.910)
17. The working conditions.
Government
2.41 (.888)
Tourism
2.37 (1.031)
Private
1.86 (.941)
18. The way my co-workers get along Government
2.12 (.872)
with each other.
Tourism
2.00 (.921)
Private
2.21 (1.059)
19. The praise I get for doing a good Government
2.37 (.883)
job.
Tourism
2.24 (1.075)
Private
2.30 (1.124)
20. The feeling of accomplishment I
Government
2.10 (.743)
get from the job.
Tourism
1.97 (.969)
Private
2.18 (1.126)
a
b
Values in parentheses are standard deviations. p is significant when <0.05.

3.843

0.024

2.755

0.068

0.026

0.975

0.221

0.802

4.511

0.013

0.459

0.633

0.169

0.845

0.476

0.622
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APPENDIX V: DIFFERENCES IN JOB SATISFACTION

____

Differences in facets of job satisfaction between government, tourism and private sector
employees.
Facets of job
(I) Sector
(J) Sector
Mean difference pb
satisfaction
(I-J)a
The chance to
Government
Tourism
-.349 (.161)
0.098
work alone on
Private
.136 (.151)
1.000
the job.
Tourism
Government
.349 (.161)
0.098
Private
.485 (.166)
0.012
Private
Government
-.136 (.151)
1.000
Tourism
-.485 (.166)
0.012
The chance to be Government
Tourism
-.478 (.158)
0.009
''somebody'' in
Private
-.232 (.149)
0.367
the community.
Tourism
Government
.478 (.158)
0.009
Private
.245 (.164)
0.410
Private
Government
.232 (.149)
0.367
Tourism
-.245 (.164)
0.410
The way company Government
Tourism
.701 (.196)
0.002
policies are put
Private
.553 (.188)
0.012
into practice.
Tourism
Government
-.701 (.196)
0.002
Private
-.149 (.205)
1.000
Private
Government
-.553 (.188)
0.012
Tourism
.149 (.205)
1.000
My pay and the
Government
Tourism
.044 (.243)
1.000
amount of work I
Private
.586 (.229)
0.035
do.
Tourism
Government
-.044 (.243)
1.000
Private
.542 (.249)
0.093
Private
Government
-.586 (.229)
0.035
Tourism
-.542 (.249)
0.093
The working
Government
Tourism
.037 (.210)
1.000
conditions.
Private
.548 (.198)
0.020
Tourism
Government
-.037 (.210)
1.000
Private
.511 (.216)
0.058
Private
Government
-.548 (.198)
0.020
Tourism
-.511 (.216)
0.058
a

b

Values in parentheses are standard errors. p is significant when <0.05.
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APPENDIX VI: PERCENTAGES IMPORTANCE AND EXTENT OF JOB FACTORS_

107

108

APPENDIX VII: IMPORTANCE OF JOB FACTORS AND THE GOVERNMENT
Differences between importance of having certain factors in a job and the extent to which the
respondents believe a job in the government sector offers these.
Job factor
Importance Government Mean
t
pb
a
a
mean
offers mean difference
1. A job that I will find enjoyable.
1.13 (.362)
1.80 (.719)
-0.67
-8.531 0.000
2. Colleagues that I can get along
1.31 (.464)
1.69 (.612)
-0.38
-5.188 0.000
with.
3. Pleasant working environment.
1.18 (.390)
1.76 (.678)
-0.58
-7.271 0.000
4. A secure job.
1.13 (.364)
1.43 (.673)
-0.30
-4.237 0.000
5. A job that provides intellectual
1.29 (.457)
1.66 (.587)
-0.37
-4.966 0.000
challenge.
6. Good promotion prospects.
1.38 (.566)
1.92 (.650)
-0.54
-6.559 0.000
7. A job which gives me
1.23 (.444)
1.39 (.612)
-0.16
-2.217 0.029
responsibility.
8. High earnings over length of
1.54 (.613)
1.86 (.692)
-0.32
-3.765 0.000
career.
9. A job where I will contribute to
1.39 (.547)
1.49 (.642)
-0.10
-1.234 0.220
society.
10. A job where I can use my
1.62 (.708)
1.61 (.695)
+0.01
0.112
0.911
(university) degree.
11. A job where I gain
1.38 (.528)
1.74 (.661)
-0.36
-4.442 0.000
transferable skills.
12. A job that is respected.
1.34 (.496)
1.51 (.670)
-0.17
-2.296 0.024
13. Reasonable workload.
1.47 (.522)
1.72 (.570)
-0.25
-3.567 0.001
14. A job with high quality
1.60 (.554)
1.99 (.707)
-0.39
-4.320 0.000
resources and equipment.
15. The opportunity to travel
1.76 (.692)
1.78 (.712)
-0.02
-0.235 0.815
abroad.
16. Job mobility - easy to get a
1.61 (.680)
2.05 (.687)
-0.44
-4.759 0.000
job anywhere.
17. A job that I can easily
1.77 (.823)
1.69 (.670)
+0.08
0.933
0.353
combine with parenthood.
18. Good starting salary.
1.43 (.590)
1.81 (.662)
-0.38
-4.533 0.000
19. A job where I can care for
1.70 (.701)
1.81 (.644)
-0.11
-1.465 0.146
others.
20. A job that offers
1.33 (.533
1.74 (.663)
-0.41
-4.952 0.000
opportunities for further training.
a
Values in parentheses are standard deviations. Importance mean value 1 = very important, 2 =
fairly important and 3 = not important. Government offers mean value 1 = definitely offers, 2 =
somewhat offers, 3 = does not offer.
b
p is significant when <0.05.
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APPENDIX VIII: IMPORTANCE OF JOB FACTORS AND NUSTAR
Differences between importance of having certain factors in a job and the extent to which the
respondents believe a job at NuStar offers these.
Job factor

Importance
meana
1.13 (.375)
1.30 (.460)

NuStar
offers meana
1.88 (.736)
1.74 (.637)

Mean
difference
-0.75
-0.44

t

pb

1. A job that I will find enjoyable.
-8.399 .000
2. Colleagues that I can get along
-5.735 .000
with.
3. Pleasant working environment.
1.20 (.431)
1.66 (.646)
-0.46
-5.533 .000
4. A secure job.
1.11 (.321)
1.64 (.682)
-0.53
-6.767 .000
5. A job that provides intellectual
1.29 (.458)
1.58 (.667)
-0.29
-3.436 .001
challenge.
6. Good promotion prospects.
1.33 (.516)
1.47 (.619)
-0.14
-1.741 .085
7. A job which gives me
1.23 (.451)
1.34 (.564)
-0.11
-1.518 .132
responsibility.
8. High earnings over length of
1.49 (.582)
1.36 (.584)
+0.13
1.680
.096
career.
9. A job where I will contribute to
1.44 (.564)
1.82 (.708)
-0.38
-4.024 .000
society.
10. A job where I can use my
1.70 (.756)
1.68 (.747)
+0.02
.257
.798
(university) degree.
11. A job where I gain
1.43 (.582)
1.54 (.621)
-0.11
-1.296 .198
transferable skills.
12. A job that is respected.
1.36 (.506)
1.52 (.624)
-0.16
-2.057 .043
13. Reasonable workload.
1.44 (.522)
1.69 (.593)
-0.25
-3.615 .000
14. A job with high quality
1.59 (.557)
1.35 (.562)
+0.24
2.955
.004
resources and equipment.
15. The opportunity to travel
1.79 (.723)
1.79 (.723)
0.00
.000
1.000
abroad.
16. Job mobility - easy to get a
1.60 (.686)
1.82 (.667)
-0.22
-2.320 .023
job anywhere.
17. A job that I can easily
1.80 (.833)
2.04 (.735)
-0.24
-2.105 .038
combine with parenthood.
18. Good starting salary.
1.41 (.574)
1.36 (.524)
+0.05
.744
.459
19. A job where I can care for
1.75 (.735)
2.14 (.702)
-0.39
-4.656 .000
others.
20. A job that offers
1.34 (.577)
1.35 (.542)
-0.01
-.130
.897
opportunities for further training.
a
Values in parentheses are standard deviations. Importance mean value 1 = very important, 2 =
fairly important and 3 = not important. NuStar offers mean value 1 = definitely offers, 2 = somewhat
offers, 3 = does not offer.
b
p is significant when <0.05.
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APPENDIX VIII: IMPORTANCE OF JOB FACTORS AND THE TOURISM SECTOR
Differences between importance of having certain factors in a job and the extent to which the
respondents believe a job in the tourism sector offers these.
Job factor

Importance
meana
1.13 (.371)
1.31 (.464)

Tourism
offers meana
1.52 (.603)
1.54 (.583)

Mean
difference
-0.39
-0.23

t

pb

1. A job that I will find enjoyable.
-5.536 .000
2. Colleagues that I can get along
-3.381 .001
with.
3. Pleasant working environment.
1.20 (.427)
1.40 (.535)
-0.20
-2.815 .006
4. A secure job.
1.13 (.333)
1.69 (.632)
-0.56
-7.363 .000
5. A job that provides intellectual
1.29 (.454)
1.64 (.606)
-0.35
-4.382 .000
challenge.
6. Good promotion prospects.
1.36 (.548)
1.73 (.668)
-0.37
-3.739 .000
7. A job which gives me
1.22 (.440)
1.49 (.584)
-0.27
-4.132 .000
responsibility.
8. High earnings over length of
1.56 (.642)
1.94 (.688)
-0.38
-4.151 .000
career.
9. A job where I will contribute to
1.41 (.557)
1.40 (.574)
+0.01
.137
.892
society.
10. A job where I can use my
1.66 (.738)
1.76 (.691)
-0.10
-.988
.326
(university) degree.
11. A job where I gain
1.39 (.536)
1.58 (.580)
-0.19
-2.306 .023
transferable skills.
12. A job that is respected.
1.33 (.496)
1.57 (.599)
-0.24
-3.349 .001
13. Reasonable workload.
1.48 (.525)
1.67 (.543)
-0.19
-2.370 .020
14. A job with high quality
1.60 (.562)
1.83 (.618)
-0.23
-2.833 .006
resources and equipment.
15. The opportunity to travel
1.76 (.707)
1.47 (.648)
+0.29
3.333
.001
abroad.
16. Job mobility - easy to get a
1.60 (.686)
1.78 (.653)
-0.18
-2.002 .048
job anywhere.
17. A job that I can easily
1.76 (.806)
1.79 (.667)
-0.03
-.324
.747
combine with parenthood.
18. Good starting salary.
1.42 (.587)
1.90 (.655)
-0.48
-5.102 .000
19. A job where I can care for
1.73 (.709)
1.60 (.610)
+0.13
1.790
.077
others.
20. A job that offers
1.32 (.535)
1.54 (.564)
-0.22
-2.824 .006
opportunities for further training.
a
Values in parentheses are standard deviations. Importance mean value 1 = very important, 2 =
fairly important and 3 = not important. Tourism offers mean value 1 = definitely offers, 2 =
somewhat offers, 3 = does not offer.
b
p is significant when <0.05.
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APPENDIX X: DIFFERENCES IN JOB FACTORS OFFERED BY THE THREE SECTORS
Differences in the extent to which the respondents think a job factor is offered by the government, NuStar
and the tourism sector.
c
Job factor
Sector
Mean
Mean
t
p
a,b
offers
difference
1. A job that I will find
Government - NuStar
1.90 (.730) -0.05
-0.532
0.596
enjoyable.
Tourism - Government
1.56 (.611) -0.34
-3.364
0.001
NuStar- Tourism
1.95 (.718) 0.39
3.761
0.000
2. Colleagues that I can
Government - NuStar
1.81 (.614) 0.01
0.207
0.836
get along with.
Tourism - Government
1.59 (.585) -0.22
-2.694
0.009
NuStar- Tourism
1.80 (.639) 0.21
2.759
0.007
3. Pleasant working
Government - NuStar
1.87 (.681) 0.20
2.693
0.009
environment.
Tourism - Government
1.44 (.547) -0.43
-5.126
0.000
NuStar- Tourism
1.67 (.649) 0.23
2.709
0.008
4. A secure job.
Government - NuStar
1.49 (.705) -0.18
-2.062
0.042
Tourism - Government
1.73 (.626) 0.24
2.779
0.007
NuStar- Tourism
1.67 (.683) -0.06
-0.761
0.449
5. A job that provides
Government - NuStar
1.73 (.588) 0.11
1.490
0.140
intellectual challenge.
Tourism - Government
1.68 (.604) -0.05
-0.705
0.483
NuStar- Tourism
1.62 (.675) -0.06
-0.743
0.459
6. Good promotion
Government - NuStar
1.92 (.648) 0.45
5.513
0.000
prospects.
Tourism - Government
1.80 (.658) -0.12
-1.596
0.114
NuStar- Tourism
1.47 (.631) 0.33
-3.714
0.000
7. A job which gives me
Government - NuStar
1.45 (.649) 0.08
1.470
0.145
responsibility.
Tourism - Government
1.52 (.592) 0.07
0.973
0.333
NuStar- Tourism
1.36 (.575) -0.16
-2.322
0.023
8. High earnings over
Government - NuStar
1.86 (.707) 0.46
5.313
0.000
length of career.
Tourism - Government
1.99 (.665) 0.13
1.557
0.124
NuStar- Tourism
1.40 (.608) -0.59
-6.165
0.000
9. A job where I will
Government - NuStar
1.52 (.671) -0.31
-3.689
0.000
contribute to society.
Tourism - Government
1.43 (.589) -0.09
-1.303
0.196
NuStar- Tourism
1.83 (.717) 0.40
4.561
0.000
10. A job where I can use
Government - NuStar
1.64 (.725) -0.02
-0.390
0.697
my (university) degree.
Tourism - Government
1.80 (.694) 0.16
1.971
0.052
NuStar- Tourism
1.66 (.720) -0.14
-1.657
0.101
11. A job where I gain
Government - NuStar
1.74 (.682) 0.19
3.067
0.003
transferable skills.
Tourism - Government
1.59 (.587) -0.15
-2.489
0.015
NuStar- Tourism
1.55 (.632) -0.04
-0.555
0.581
12. A job that is
Government - NuStar
1.58 (.698) 0.06
1.000
0.320
respected.
Tourism - Government
1.62 (.599) 0.04
0.455
0.650
NuStar- Tourism
1.52 (.611) -0.10
-1.303
0.196
13. Reasonable workload. Government - NuStar
1.75 (.582) 0.01
0.207
0.836
Tourism - Government
1.69 (.539) -0.06
-0.869
0.387
NuStar- Tourism
1.74 (.587) 0.05
0.851
0.397
14. A job with high quality Government - NuStar
2.01 (.707) 0.64
7.309
0.000
resources and equipment. Tourism - Government
1.87 (.607) -0.14
-1.948
0.055
NuStar- Tourism
1.37 (.559) -0.50
-5.635
0.000
15. The opportunity to
Government - NuStar
1.80 (.741) 0.03
0.315
0.754
travel abroad.
Tourism - Government
1.49 (.649) -0.31
-3.338
0.001
NuStar- Tourism
1.77 (.683) 0.28
3.051
0.003
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16. Job mobility - easy to
get a job anywhere.

Government - NuStar
2.12 (.714) 0.23
2.895
0.005
Tourism - Government
1.83 (.667) -0.29
-3.642
0.000
NuStar- Tourism
1.89 (.671) 0.06
0.672
0.504
17. A job that I can easily
Government - NuStar
1.66 (.652) -0.34
-4.742
0.000
combine with
Tourism - Government
1.80 (.656) 0.14
1.880
0.064
parenthood.
NuStar- Tourism
2.00 (.720) 0.20
2.275
0.026
18. Good starting salary.
Government - NuStar
1.75 (.646) 0.37
4.670
0.000
Tourism - Government
1.91 (.640) 0.16
2.187
0.032
NuStar- Tourism
1.38 (.537) -0.53
-6.450
0.000
19. A job where I can care Government - NuStar
1.88 (.640) -0.27
-3.643
0.000
for others.
Tourism - Government
1.63 (.601) -0.25
-3.357
0.001
NuStar- Tourism
2.15 (.673) 0.52
6.581
0.000
20. A job that offers
Government - NuStar
1.79 (.662) 0.38
4.683
0.000
opportunities for further
Tourism - Government
1.57 (.567) -0.22
-2.529
0.013
training
NuStar- Tourism
1.41 (.565) -0.16
-2.402
0.019
a
Values in parentheses are standard deviations.
b
The mean belongs to the first sector in the pair in that specific row, so for job factor 1: government mean =
1.90, tourism mean = 1.56 and NuStar mean = 1.95. Mean offers value 1 = definitely offers, 2 = somewhat
offers, 3 = does not offer.
c
p is significant when <0.05.
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APPENDIX XI: SWOT ANALYSIS OF THE TOURISM LABOUR MARKET
SWOT analysis of the tourism labour market.
Internal analysis
Strengths
S1 Satisfied with jobs.
S2 More satisfied with ''The way company
policies are put into practice'' than
government employees.
S3 Positive image regarding a few job aspects
compared to government and NuStar.
S4 Image of offering to a higher extent than
the government job mobility, transferable
skills and opportunities for further training.
S5 Image of offering to a higher extent than
NuStar a job that can be combined with
parenthood and which contributes to
society.
Weaknesses
W1 Respondents do not believe that a job in
the tourism sector will offer the job factors
which they find important.
W2 Image of low starting salary and least
satisfied with pay and the amount of work.
W3 Image of insecure job compared to
government.
W4 Image of offering to a lower extent than
NuStar good promotion prospects,
responsibility, high earnings over length of
career, high quality resources and
equipment, and opportunities for further
training.
W5 Skill deficit: low level of service in the
sector.

External analysis
Opportunities
O1 Easing of taxes for start up businesses and
made investments.
O2 Favourable geographical location relative
to St. Maarten and St. Kitts and basic
ingredients for niche tourism products are
present.
O3 Organizations in place that can influence
the tourism labour market.
O4 STDF (promotes, advises the government,
raises awareness).

Threats
T1
Island government is characterized by
political instability and has no budget to
invest.
T2
Lack of qualified people on the island.
T3
Positions in the tourism sector are mainly
occupied by foreigners.
T4
Competition from other Caribbean Islands.
T5
A second oil terminal of NuStar.

114

APPENDIX XII: CONFRONTATION MATRIX TOURISM LABOUR MARKET

Confrontation
matrix tourism
labour market

External
Opportunities

O1

Strengths

S2
S3
S4
S5
W1

Weaknesses

Internal

S1

W2
W3
W4
W5

Total

Legend
+
++
--

++
+
++
++
++
----

O2

-----

O3

++
++
++
++
++
--

--

Threats

O4

T1

++
++
++
++
++
-----

T2

T3

Total

T4

++
+
++
+
+
------

+
+
++
++
++
-----

++

T5

++
++

--

-

+

9

0

10

10

0

7

8

2

4

-

8

8

4

9

0

10

9

2

1

+
12
7
12
9
11
10
10
10
10
12

0
0
0
0
0
0
0
0
0
0

Positive
Very positive
Negative
Very negative
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