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Abstract

Motivated and rationally utilized human resources add efficiency and effectiveness to
the functioning of the organization. With this viewpoint, it can be claimed that
financial success or failure of an organization largely depends upon the attitude of
human resources toward management of the organization. It will be proper to explain
that an organization may be using automatic systems for conducting organizational
activities, but is has to mainly depend upon the human resources for handling its
materials, machines, and equipment for creating, distributing goods and facilitating
services with the consideration that human element is present in all departments of
the organization. They are also available at all levels of the organization. Nothing
could be operated without the involvement of human resources. Every organization
has to essentially deal with several external factors such as government, competitors
and above all customers. This task can be performed without active and motivated
involvement of human resources of the organization. Thus, dissatisfied lot of
implication and identification of performance among the Employees
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report2013)* It may be noted that the
corporate image of an organization is one
of the main attractions for several people

Introduction:

The travel and tourism industry has

emerged as one of the largest and fastest
growing economic sectors globally.
According to the United Nations World
Tourism Organization (UNWTO)
Tourism Highlights 2013, tourism “total
contribution to worldwide GDP is
estimated at 9 percent. Tourism exports
in 2012 amounted to USD 1.3 trillion
accounting for 6 per cent of the world
“exports. New tourist destinations,
especially those in the emerging markets
have started gaining prominence with
traditional markets reaching maturity.
Asia Pacific recorded the highest growth
in the number of international tourist
arrivals in 2012 at 7 per cent followed by
Africa at 6 percent (UNWTO annual

to offer their services to a particular
organization.

Performance among the Employee of
Hospitality Industry

It can be evidently seen that
organizations with better corporate
image and social acceptability attract
good and efficient people, who prefer to
work in good and cordial environment.
They may give due importance to good
relations with management while
deciding about joining a particular
organization. In comparison to this, an
organization with bad corporate image
and low social acceptability may attract
less qualified and less committed
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employees who may later on create
several conflicts within the organization
and that may ultimately result in low
productivity and poor efficiency. The
competitive ability of an organization is
another factor that will determine the
type of human resources; it gets to
operate its activities and their
commitment to the organization. It will

be appropriate to state that an
organization with better competitive
capacity will certainly communicate a
positive message to the society that it is
going to stay for longer period on the
economic scenario and subsequently is
gets employees who are highly committed
to the achievement of organizational
objectives.

Courtesy: Tehri lake sridev suman sagar having tourist activities (Uttarakhand

Tourism)

In  comparison to this, an
another  organization  with poor
competitive ability may not be considered
by the society that it will be able to stay
effectively on the economic scenario for a
longer duration and therefore, may not
attract human resources with strong
commitment to the organizational
objectives. There is another very
important factor that determines the
nature of human resources it is going to
attract for organizing and managing its
various activities. It is the paying
capacity of the organization to human
resources for retaining them as
employees. An organization with better

paying capacity to its employees may be
able to get and retain better people who
will contribute their best towards the
achievement of the organizational goals.
Such organization will leave no stone
unturned to generate appropriate
organizational culture and environment
and is can be assured of committed stay
of good and efficient people in the
organization for longer duration. Once,
good people are hired by an organization
then it will be able to prevent these
people to leave the organization. In
comparison, to this an organization with
poor paying capacity may not be able to
procure and retain human resources for
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longer duration with strong commitment to the betterment of the organization.

Courtesy: Tehri lake sridev suman sagar having tourist activities (Uttarakhand
Tourism)

The promotional opportunities organizational ventures, the nature of
offered by an organization to its commitment to the objectives and their
employees also explain the type of people relationship with leaders of the
preferring  their  association  with concerned organization

Courtesy: Tehri lake sridev suman sagar having tourist activities (Uttarakhand
Tourism)

An organization offering proper employees may be able to attract efficient
promotional  opportunities to its human resources and in comparison to
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those organization which offer fewer
opportunities for promotion to
employees. On the similar pattern of
previously  explained factors, the
influence of formal and informal groups
such a labour union and several others

also play an important role in defining
and designing behavioural pattern of
human resources. Similarly, external
forces such as, government and society
also influences the behaviour of human
resources within the organization.

Courtesy: Tehri lake sridev suman sagar having tourist activities (Uttarakhand

Tourism

These forces are located outside
the organization but they influences
organizational events so effectively that
they can change relationship between
management and employees. This sets a
tendency of ever changing complexion of
relationship between management and
employees. Thus what may act as an
incentive at one time may be useless on
other occasions. With this it can be
claimed that the management of every
organization has to remain alert and
active with regard to acquisition,
utilization a d development of its human
resources. On the similar pattern of
previously  explained factors, the
influence of formal and Informal groups
such a labour union and several others
also play an important role in defining
and designing behavioural pattern of
human resources. Similarly, external
forces such as, government and society

also influences the behaviour of human
resources within the organization. These
forces are located outside the
organization  but they influences
organizational events so effectively that
they can change relationship between
management and employees. This sets a
tendency of ever changing complexion of
relationship between management and
employees. Thus what may act as an
incentive at one time may be useless on
other occasions. With this it can be
claimed that the management of every
organization has to remain alert and
active with regard to acquisition,
utilization a d development of its human
resources.

Human resources implication and
identification of performance among the
employee
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An attempt has been made here to
examine how human resources include
implication  and identification  of
performance among the employee. Since
the large numbers of hotel units become
sick due to various human resource
managerial factors like the improper
criteria of training & development. In
order to know employees’ performance
and problems of training & development
a detailed analysis has been carried out in
this chapter on the basis of different
parameters. An exploratory research
design was followed to carrying out this
study. Primary data was collected on the
basis of field investigation in
Uttarakhand. The primary data was
based on questionnaire and field survey,
whereas, secondary data was collected
from published and unpublished records
of concerned units under study and other
various promotional organization. The
Universe/Population of the study was
Uttarakhand. The districts of the state
were selected on the basis of
concentration of hotels concentration in
these areas. The Sample Size is 400 units.
The data was collected on the basis of
Stratified random sampling. A hypothesis
has made to check the relationship
between various demographic factors and

Frequency Tables

the impact of training & development i.e.
the impact of Various Demographic
profile and Training & Development are
independent to each other.

Analysis and Interpretation data:
Hypotheses

On the basis of literature review the
following hypotheses are proposed to be
tested:

H1. Applicants are fully informed about
the qualifications required to perform
the job before being hired

H1. Working condition supports the
training program

H1.Training and
employees help in
financial turnover

development  of
improving the

H1.Training re-shapes my approach
towards problem-solving methodology
and exposes workers to best practices.

The analysis is finally based on data as to
each aspect/characteristics in tabulated
form. Data was tested with the help of
test of significations besides using various
other statistical techniques like average,
correlation, regression, trend analysis etc.

Table 71:Gender

Frequency | Percent | Valid Percent Cumulative Percent
Male 992 66.1 66.1 66.1
Valid | female 508 33.9 33.9 100.0
Total 1500 100.0 100.0
Standard Deviation

The table depicts that there are total 1500 respondent. Among them 992(66.1%)
respondents are male and 508(33.9%) are female.
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7able Z-Monthly income
Frequency Per Valid Per | Cumulative
cent cent Per cent
less than Rs. 10000 8 .5 .5 .5
Rs 10001 - Rs 20,000 525 35.0 35.0 35.5
Valid | Rs"20001 - Rs 35,000" 84 5.6 5.6 411
above Rs 35,000 883 58.9 58.9 100.0
Total 1500 100.0 100.0
Standard Deviation .95322

The table depicts that there are total
1500 respondent. Among them8(5%)
belong to who’s monthly income less then
Rs. 10000 income class ,525(35%) belong
to who’s monthly income between 10001-

20000 income class,84(5.6%) belong to
who’s monthly income between 20001-
35000 Rs. Income class and 883(58.9%)
belong to who’s monthly income above
Rs. 35000 income class.

Table 3: Applicants are fully informed about the qualifications required to perform
the job before being hired.

Frequency | Per cent Valid Per Cumulative
cent Per cent
Agree 508 33.9 33.9 33.9
Undecided 542 36.1 36.1 70.0
Valid Disagree 170 11.3 11.3 81.3
Strongly Disagree 280 18.7 18.7 100.0
Total 1500 100.0 100.0
Standard Deviation 1.08515
The table depicts that there are total 280(18.7%) respondent are strongly

1500 respondent. Among them
508(33.9%) respondent are agree,
542(36.1%) respondent are undecided,
170(11.3%) respondent are disagree and

disagree with this “Applicants are fully
informed about the qualifications
required to perform the job before being
hired”.
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Table 4 Monthly income Vs working condition supports the training program

Working condition supports the
training program
Agree Undecided | Disagree
less than Rs Count 4 0 4
g 10000 % of Total 0.3% 0.0% 0.3%
8 Rs 10001 - Rs Count 234 132 0
i 20,000 % of Total 15.6% 8.8% 0.0%
43'_1 Rs "20001 - Rs Count 59 0 25
g 35,000" % of Total 3.9% 0.0% 1.7%
g Count 56 260 567
above Rs 35,000 % of Total 3.7% 17.3% 37.8%
Count 353 392 596
Total
% of Total 23.5% 26.1% 39.7%
Chi-square 957.189

The table depicts that there are total
1500 respondents. Among total 1500
respondents there are 8(0.6%)
respondents are belong to less than Rs
10000 income class, 417(34.5%)
respondents are belong to less than Rs
10001 - Rs 20,000 income class, 59(3.9%)
respondents are belong to less than Rs

respondents are disagree. The calculated
value of Chi-Square for degree of freedom
3 is. 957.189 and tabulated value of Chi-
Square for degree of freedom 6 & at 5%
level of significance is 12.6. As the
calculated value of chi square is greater
than the tabulated value of chi square,
the null hypothesis Hy is rejected. Hence,

10001 - Rs 20,000 income class & we conclude that the factors “monthly
883(58.9%) respondents are belong to less  income” and  “Working  condition
than Rs above Rs 35,000 income class. supports the training program” are
among them 4(0.3%) respondents are dependent.
agreed to the statement and 4(0.3%)
Table 5

Sex Vs Training and development of employees help in improving the financial
turnover

Training and development of employees help in

limproving the financial turnover

Strongly Agree  |Undecided Disagree

Agree

male Count 584 308 100 0
Sex % of Total 38.9% 20.5% |6.7% 0.0%
temale Count 185 160 4 159
% of Total 12.3% 10.7% ]0.3% 10.6%
Total Count 769 468 104 159
% of Total 51.3% 31.2% |6.9% 10.6%

Chi-square 5.397
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The table depicts that there are total
1500 respondents. Among total 1500
respondents there are 992 (66.20%)
respondents are males. among them
584(38.9%) respondents are strongly
agreed to the statement, 308(20.5%)
respondents are agreed, 100(6.7%) agreed
to undecided. 508(33.90%) respondent are
female. among  them 185(12.3%)
respondents are strongly agreed to the
statement, 160(10.7%) respondents are
agree, 4(0.3%) respondents are undecided
and 159(10.6%) respondents are disagree.

The calculated value of Chi-Square for
degree of freedom 3 is. 5.397 and
tabulated value of Chi-Square for degree
of freedom 3 & at 5% level of significance
is 7.815 . As the calculated value of chi
square is lesser than the tabulated value
of chi square, the null hypothesis H, is
accepted. Hence, we conclude that the
factors “Sex” and “Training and
development of employees help in
improving the financial turnover” are
independent.

Table 6

Sex Vs Training re-shapes my approach towards problem-solving methodology and

exposes workers to best practices.

Training re-shapes my approach
towards problem-solving
methodology and exposes workers to Total
best practices.
Agree Undecided St_rongly
Disagree
male Count 460 280 252 992
Sex % of Total 30.7% 18.7% 16.8% 66.1%
cemale Count 451 4 53 508
% of Total 30.1% 0.3% 3.5% 33.9%
Total Count 911 284 305 1500
% of Total 60.7% 18.9% 20.3% 100.0%
Chi-square 270.105

The table depicts that there are total
1500 respondents. Among total 1500
respondents there are 992 (66.20%)
respondents are males. among them
460(30.7%) respondents are agreed to the
statement, 280(18.7%) respondents are
undecided and 252(16.8%) respondents
are strongly disagree. 508(33.90%)
respondent are female. among them
451(30.1%) respondents are agreed to the
statement, 4(0.3%) respondents are
undecided and 252(16.8%) respondents
are strongly disagree. The calculated

value of Chi-Square for degree of freedom
3 is. 270.105 and tabulated value of Chi-
Square for degree of freedom 2 & at 5%
level of significance is 5.992 . As the
calculated value of chi square is greater
than the tabulated value of chi square,
the null hypothesis Hj is rejected. Hence,
we conclude that the factors “Sex” and
“Training re-shapes my  approach
towards problem-solving methodology
and exposes workers to best practices”
are dependent.
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ZI('J Proposed Relationship Results

1 Education Vs Applicants are fully informed about the H,
qualifications required to perform the job before being hired rejected

- .-y - - HO

2 Sex Vs Working condition supports the training program rejected

3 Sex Vs Training and development of employees help in H,
improving the financial turnover accepted

4 Sex Vs Training re-shapes my approach towards problem- H,
solving methodology and exposes workers to best practices. rejected

Summary of results for y° Test

Discussion

Human resources implication and
identification of performance among the
employee. A cross-sectional Bi-Variate
analysis was made in  between
Demographic variables and the various
variables related to cause of successful
recruitment & selection procedure in the
organization.

The null hypothesis has rejected for the
variable “FEducation” & “Applicants are
fully informed about the qualifications
required to perform the job before being
hired” the views of respondents of
different Education group regarding the
statement “Applicants are fully informed
about the qualifications required to
perform the job before being hired” are
different. The null hypothesis has
rejected for the variable “Sex” &
“Working condition supports the training
program” the views of respondents of
different Sex group regarding the
statement “Working condition supports
the training program” are different. The

null hypothesis has accepted for the
variable “Sex” & “Training and
development of employees help in

improving the financial turnover” the

views of respondents of different Sex
group regarding the statement “Training
and development of employees help in
improving the financial turnover” are
indifferent The null hypothesis has
rejected for the variable “Sex” &
“Training re-shapes my  approach
towards problem-solving methodology
and exposes workers to best practices”
the views of respondents of different Sex
group regarding the statement “Training
re-shapes my approach towards problem-
solving methodology and exposes workers
to best practices” are different.

Conclusion and Recommendations:

After developing a human resource
strategy is to ensure hotel respondents
are agreed that recruitment procedure in
the organization is satisfactory. HRM
development has to be planned and
monitored in ways that are beneficial
both to the individual and to the
organizations. The misappropriation
in the implementation of different rural
program should be checked with firm
hand so that the fruits should reach the
deserving ones. Concern for women is
needed to be seen not only from welfare
point of view of but also from the
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development point of view realizing
their importance in the process of
development. Analysis and interpretation
of the thesis is an attempt to examine the
trend and perspective of various Human
Resource factors, viz. Recruitment
and Selection Practices for the research
unit i.e. hotel industry. In order to know
employees’ performance and problems of
recruitment and selection a detailed
analysis has been carried out on
the basis of different
parameters.55% respondents are
strongly agreed that HR department
conducts briefing and  debriefing
sessions for employees sponsored for
training whereas 45%  respondents
are agreed that the employee’s
competency matches with the job
specification.58%respondents are agree
that organizational culture facilitates the
training and development program.
Majority of the respondents agreed
that induction training provides an
excellent opportunity for newcomers to

learn comprehensively about the
organization” are independent.
Employee respondents agreed that

senior management takes interest and
spends time with the new staff
during induction training and training
of workers is given importance. Majority
of employee respondents are satisfied
that training re-shapes their approach
towards problem-solving methodology
and exposes workers to best practices.
It is interesting to note that due to
the improper criteria of recruitment
and selection, large numbers of hotel
units become sick in both Kumaon and
Garhwal. The overall performance of the
star category hotels has improved to low
extent. The state and the central
government should provide various
facilities to these hotel organizations so
that the problems can be settled in the

newly developed state of Uttarakhand.
Traditional man power planning,
consisting in forecasting future
requirement in labor skill is on decline
phase, as a tool for designing human
resource inventions instead labor market
analysis is taking over. There are several
reasons which emerge into the present
study to avoid the declining phase. The
hospitality industry is a customer-
oriented industry It is concluded that
the hospitality professionals requires
sound approach to deal with human
relations. After analysis and
interpretation of various data collected
from hotel entrepreneurs and
employees, it can be summarized that
tourism in the region is developing at a
faster growth rate. Hotel entrepreneurs
are trying to keep tourists satisfied and
assure them of their best and prompt
services. The destination however suffers
from the main constraint of quality
infrastructure that hampers the growth
of tourism. The reason that most of the
destinations of the study area are being
located in the vicinity of upper reaches
of Uttarakhand Himalaya itself is the
main stumbling block in development of
tourism  infrastructure.  Hospitality
industry still concentrates on producing
tourism products and then
endeavouring to sell them to
overseas markets rather than first
identifying the needs and expectations of
respective markets and providing
products to meet those needs. Location
and amenities have greater influence
than the prices on the tourist demand for
accommodation.
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