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Abstract

“If employee are happy they make the customer happy, if they make the customer happy they make
me  happy”.  Reliable  casual  relationship  between  employee  attitudes  in  the  form  of  their
commitment to the organization, their satisfaction with the job their perceived engagement with and
trust in the firm and their perceptions of fairness and justice at work and vital customer outcomes
such as  satisfaction  and repeat  business  translating  into  better  financial  performances.Possitive
employee relations served as an intangible and enduring asset a source of sustained competitive
advantage  at  the  organization  level.  Employee  satisfaction  and  engagement  are  related  to
meaningful business outcomes. Good employee attitude evolve from good personal policy, the level
of employee satisfaction regarding working conditions, the recognition and encouragement they
receive  for  their  good  work  ,the  opportunities  provided  to  help  them  perform  well  and  the
commitment to product or service all contributed to the business units with more progressive HR
policies had higher monthly revenue, concern for perceptions of organizational justice or measuring
job satisfaction should be of intrest.Having engaged,commited and satisfied employee can certainly
.The  HR policies   described  can  facilitate  more  positive  attitudes  to  manage  the  employment
relationship.

Key  words: Human  Resource  Management, HR  policies, Organizational

performance, Employment Relationship

Introduction:
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Good service means employees are satisfied from their  current assignment with value of profit

toward  organization.  Which  include  employees’  understanding  the  practices,  Workplace

environment procedures, and behaviours, all are appreciated by the hospitality organizations. Three

cases of innovative hospitality industry human resources practices demonstrate that innovation is

often a function of how well an idea is implemented. Developed an employee-recognition program

dubbed  “Service  Plus”  to  acknowledge  consistent  excellence  by  offering  rewards  that  are

specifically  meaningful  to  employees;  McDonald’s,  which  has  implemented  sales-promotion

incentives that both drive product sales and encourage employee retention; and Sodexo, which uses

as many social media platforms as possible to attract and engage potential employees to brand itself

as a desirable employer.(Cornell Hospitality Report Vol. 11, No. 4, February 2011Implementing

Human Resource Innovations’ bcvThree Success Stories from the Service Industry by Justin

Sun and Kate Walsh, Ph.D)1A well- established fact and properly proposed concept is that every

business and non-business organization essentially requires an input of human resource. This is true

for all organization irrespective of their nature of work,  goal or operation. In the same context, it

can be rightfully claimed that success of any such organization primarily depends upon its approach

about acquiring maintaining developing and utilizing its human resources. In other words, it can be

stated that the commitment and contribution of organization's human resource largely determines

the survival, growth and status of corporate image. Thus, an organizational setting has had larger

effect on available human resource, in spite of significant scientific and technological advancement.

Whatever  may  be  the  status  of  an  organizational  possession  about  latest  and  sophisticated

technology  but  it  cannot  appropriately  operate  its  activities  without  suitable  input  of  human

resource.  It is evident that the complexion of the Human Resource Management has  changed

dramatically during last few decades.  The changed complexion of Human Resource Management

has subsequently a greatly expanded role for it.  Today, Human Resource Managers in a business

organization are performing  very crucial role. The positions of Human Resource Managers have

significantly improved in organizational hierarchy. In this regard, several researchers and business

professionals have appropriately observed that human resource leadership brainstormed the future

of business professionals. In this regard, it  can be appropriately said that yesterday a company

with access to the most capital  or  latest  technology  had  the  best  competitive  advantage  but

today,  companies that can offer products with the highest quality are the ones with leg  on the

competition. The only thing that will uphold a company's advantage tomorrow will be the calibre

of people in the organization. That’s what the importance of human resource is highly prioritized

in today’s highly volatile global competitive world. 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) 2, tourism’s 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’s  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 report 2013) 3 since time immemorial

man had a quest for wandering. Travel for fun emerged centuries after and became a luxury affair of

some affluent people.  In the western world the lords and in India the royal class enjoyed what in

recent years is termed as ‘tourism’. Earlier this privilege of affluent groups latter on became a mass

affair which came to be known as Mass tourism. Slowly then this mass movement  of  people  to

some  popular  places  created  over  usage  of  natural resources of the destinations. Since then the

phenomena of tourism underwent a sea change.

 Traditional  behaviour  of  tourists  to  look  for  modernized  cities,  star  hotels, amusement

parks, and night clubs has been shifting due to a variety of factors. Travel to relatively less pollute

undisturbed natural areas for the purpose of studying; admiring and enjoying the nature, its wild

plants, animals and local culture are getting popular these days. This form of tourism is beneficial

as on  one hand it satisfies the changing fashion of tourists on the other it sustains the industry

environmentally and economically (Singh, 1983) 4. Uttarakhand became the 27thState of Republic

of India on November 9, 2000. It borders Tibet in the north-east and Nepal to the south-east, while

its  neighbouring states are Haryana, Himachal Pradesh and Uttar Pradesh. The high Himalayan

ranges  and glaciers  cover  most  of  the northern parts  of  the  state,  while  the lower reaches  are

densely forested.  Uttarakhand is a region of  outstanding natural beauty. The unique Himalayan

ecosystem plays host to a large number of animals (including Bharal, Snow leopards, Leopards and

Tigers), plants and rare herbs. Two of India's mightiest rivers, the Ganga and the Yamuna take birth

in the glaciers of Uttarakhand, and are fed by innumerable lakes, glacial melts and streams in the

region. The tourism industry is a major  contributor to the economy of Uttarakhand, with hill-

stations like; New Tehri, Chamba, Dhanaulty,  Mussoorie, Almora, Ranikhet and Nainital being

some of the most frequented  destinations. To this region also belong some of the holiest Hindu

shrines,  and  for  almost  2000  years  pilgrims  have  been  visiting  the  temples  at  Haridwar,

Rishikesh,  Badrinath and Kedarnath in the hope of salvation and purification  from sin. Recent

developments  in  the  region  include  initiatives  by  the  state  government  to  capitalize  on  the

burgeoning visitors’ volume (Ministry of Tourism, Government of India, year 2012-2013) 5. 



Fig 1.1 Rich culture of domestic traditional dance and instruments in every occasion of Uttarakhand

Nature has endowed this region with so much beauty and spiritual bliss that the land is also known

as Dev Bhumi, the Land of Gods. Uttarakhand is one of the most beautiful, well preserved and

enchanting regions located in the northern part of India. The state comprises 13 districts of the

erstwhile Uttar Pradesh, The Western Himalayas having length  approximately 320 km.,  is the

smallest among the four Himalayan regions and lies between river Kali and the great defile of river

Sutlej and comprises the Garhwal and Kumaon hills. In the heart of these majestic mountains lies

the state of Uttarakhand. The mountainous region offers a wonderful panorama of high snow clad

peaks. The unparalleled beauty, mystic surroundings and breath taking views make one fall in love

with  the  Himalayas  and  feel  closer  to  God.  In  Uttarakhand,  tourism is  considered  to  be  an

important vehicle for economic and social development. The tourism industry has the potential to

generate foreign exchange earnings, create employment, promote development in various parts of

the region, reduce income and employment disparities among regions, strengthen linkages among

many sectors of the national as well as state economy and help to alleviate poverty. However, this

standard view of the tourism industry does not give a complete picture of the potential contribution

that tourism can provide for parts of country in general and other countries in particular.  A  more

complete  viewpoint  can  be  provided  by  the  concept  of sustainable tourism development,

because it can help policy-makers make more effective policies and plans designed to realize the

full social and economic potential of the tourism industry. In Uttarakhand, tourism is considered to

be  an important  vehicle  for  economic and social  development.  The tourism industry has the

potential  to  generate  foreign  exchange  earnings,  create  employment,  promote  development  in

various parts of the region, reduce income and employment disparities among regions, strengthen

linkages  among many sectors  of  the  national  as  well  as  state  economy and help to  alleviate

poverty. However, this standard view of the tourism industry does not give a complete picture of

the  potential  contribution  that  tourism  can  provide  for  parts  of  country  in  general  and  other



countries in  particular.  A  more  complete  viewpoint  can  be  provided  by  the  concept  of

sustainable tourism development, because it can help policy-makers make more effective policies

and  plans  designed to  realize  the  full  social  and economic  potential  of  the  tourism industry.

Recently the development made by govt of Uttarakhand with the efforts of department of tourism

by attracting people with various activities in the sridev suman sagar at New Tehri as supreme

destination.

Fig 1.2 Activities like floating marina restaurant, wooden huts, floating huts, zet skiing, rafting
with barge to attract the tourist.

Review of Literature:

Training and Development, On the Job Training, Training Design and Delivery style are four of the

most  important  aspects  in  Human  resources.  The  focus  of  current  study  is  to  Managing  the

Employment  Relationship,  On  the  Job  Training,  Training  Design  and  Delivery  style  on

Organizational performance. Training and Development, On the Job Training and Training Design

and  Delivery  style  have  significant  effect  one  employee  Performance  and  relationship  to  the

Organizational  performance  and  all  these  have  positively  affect  the  Organizational

Performance(Raja Abdul Ghafoor Khan, and et. Al, 2011)6.It is very necessary for the organization

to  design  the  training  very carefully  (Michael  Armstrong,  2000)7.  The  design  of  the  training

should be according to the needs of the employees (Ginsberg, 1997)8. Those organizations which

develop  a  good  training  design  according  to  the  need  of  the  employees  as  well  as  to  the

organization always get good results (Partlow, 1996; Tihanyi et al., 2000; Boudreau et al., 2001)9.

It  seems that Training design plays a very vital  role in the employee as well  as organizational

performance. A bad training design is nothing but the loss of time and money  (Tsaur and Lin,

2004) 10.



Fig. 1.3 Impact of Training and Development on Organizational Performance

Source:  Raja  Abdul  Ghafoor  Khan,  and  et.  Al,  2011  Global  Journal  of  Management  and
Business Research Volume 11 Issue 7 Version 1.0 July 2011)11

The dependent and independent variables are shown in the theoretical framework as drawn above.
The training & development  is  the independent  variable  and organizational  performance is  the
dependent variable. These two variables have been chosen to see the relationship between these
variables i.e. to see the impact of Training & development on the organizational Performance. The
theoretical frame work can also be seen from the above diagram (Raja Abdul Ghafoor Khan,
Furqan Ahmed Khan, Dr. Muhammad Aslam Khan, 2011)12.According to McKenna and  Beech
(2002:110)13 in their book “Human Resource Management-A Concise Analysis”, it is stated that “It
is important that a sound basis is established for other associated elements of Human Resource
Management  practice  such  as  performance  management(appraisal),  reward
management(motivation) combined with training and development”.(According Cole 2002)14, in
his  book Personnel  and Human Resource  Management,  training  is  a  learning activity  directed
towards the acquisition of specific knowledge and skills for the purpose of an occupation or task.
The focus of training is the job or task for example, the need to have efficiency and safety in the
operation of particular machines or equipment, or the need for an effective sales force to mention
but a few. According to Cole (2002)15 training can achieve: 

1. High morale - employees who receive training have increased confidence, motivation and
relationship; 

2. Lower cost of production – training eliminates risks because trained personnel are able to
make better and economic use of material and equipment thereby reducing and avoiding
waste; 

3. Lower turnover – training brings a sense of security at the workplace which reduces labor
turnover and absenteeism is avoided; 

4.Change management-  training helps to manage change by increasing the understanding
and involvement  of  employees  in  the  change  process  and also  provides  the  skills  and
abilities needed to adjust to new situations; 

5. Provide recognition,  enhanced responsibility and the possibility of  increased pay and
promotion; 

6. Give a feeling of personal satisfaction and achievement, and broaden opportunities for
career progression; and 

7. Help to improve the availability and quality of staff. 



(Kenney et  al  1992)16 makes a point that companies should have different policies for training

depending on the class or level of employment or level of employees to be trained. They pointed

out that training policies are necessary for the following reasons: 

1)  To provide guidelines for those responsible for planning and implementing training; 
2) To ensure that training resources are allocated to pre-determined requirements; 
3)  To provide for equality of opportunity for training throughout the company; and 
4)  To inform employees of training and development opportunities

Research Methodology:

An attempt has been made here to examine how Employment Relationship can be managed.

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 1500 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 the impact of employee relationship. 

Analysis and Interpretation data:

The purpose of the data analysis and interpretation phase is to transform the primary data collected

into credible evidence about the development of the research and its performance. Analyses check

how the  program made a  difference & how big  is  this  difference or  change in  Education  and

Monthly income.

Hypotheses

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

 H1. Induction training provides an excellent opportunity for newcomers to learn comprehensively
about the organization.

H2. Senior  managers  provide  the  right  kind  of  climate  to  implement  new ideas  and  methods
acquired by their juniors during training

H3. Effective and efficient personnel management practices are essential for the rendering of guest
oriented services 

H4. Profitable suggestions of the employees are implemented in the organization

H5. The employee’s competency matches with the job specification



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.  The total no. of respondents in this research
study was 1500. The frequency analysis is as given.

                  Education

Frequency Percent
Valid

Percent
Cumulative

Percent

Valid

Illiterate 8 .5 .5 .5

High School 63 4.2 4.2 4.7

Intermediate 744 49.6 49.6 54.3

Graduation 641 42.7 42.7 97.1

Post-graduation 44 2.9 2.9 100.0

Total 1500 100.0 100.0

Standard Deviation .64846
Table 1

The table depicts that there are total 1500 respondent. among them 8(5%) respondent are illiterate,

63(4.2%)  respondent  are  high  school  passed,  744(49.6%)  respondent  are  intermediate  passed,

641(42.7%)  respondent  are  graduate  and  44(2.9%)  respondent  are  post  graduate  with  this

“Education”.
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Table Fig 1.4 Respondent’s Education

            Monthly income

Frequency Percent
Valid

Percent
Cumulative

Percent

Valid

less than Rs. 10000 8 .5 .5 .5
Rs 10001 - Rs 20,000 525 35.0 35.0 35.5

Rs "20001 - Rs 35,000" 84 5.6 5.6 41.1
above Rs 35,000 883 58.9 58.9 100.0

Total 1500 100.0 100.0
Standard Deviation .95322

Table 2

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.



0
100
200
300
400
500
600
700
800
900

1000

 

Fig.1.5 Respondent’s Monthly Income

Education Vs Induction training provides an excellent opportunity for newcomers to learn
comprehensively about the organization.

Induction training provides an excellent opportunity for
newcomers to learn comprehensively about the organization.

Strongly Agree Agree
Undecide

d

E
d

u
ca

ti
on

Illiterate
Count 0 8 0

% of Total 0.0% 0.5% 0.0%

High School
Count 59 0 4

% of Total 3.9% 0.0% 0.3%

Intermediate
Count 244 185 156

% of Total 16.3% 12.3% 10.4%

Graduation
Count 53 128 0

% of Total 3.5% 8.5% 0.0%

Post-graduation
Count 44 0 0

% of Total 2.9% 0.0% 0.0%

Total
Count 400 321 160

% of Total 26.7% 21.4% 10.7%
Chi-square 1266.540

Table 3
The table depicts that there are total 1500 respondents.  Among total 1500 respondents there

are 8(0.5%) respondents are illiterate, 63(4.2%) respondents are high school passed, 744(49.6%)

respondents are intermediate, 641(42.7%) respondents are graduate and 44(2.9%) respondents are

post-graduate.  Among  them  8(0.5%)  respondents  are  agreed  to  the  statement.  Among  them

59(3.9%) respondents are  agreed to the statement and 4(0.3%) respondents are undecided. The

calculated value of Chi-Square for degree of freedom 3 is. 1266.540 & tabulated value of Chi-

Square for degree of freedom 8 & at 5% level of significance is 15.6. As the calculated value of chi

square is greater than the tabulated value of chi square, the null hypothesis H0 is rejected. Hence, we

conclude that the factors “Education” and “Induction training provides an excellent opportunity for

newcomers to learn comprehensively about the organization” are dependent.



Education Vs Senior managers provide the right kind of climate to implement new ideas and

methods   acquired by their juniors during training
Senior managers provide the right kind of climate to implement

new ideas and methods   acquired by their juniors during
training

Strongly Agree Agree Undecided

E
d

u
ca

ti
on

Illiterate
Count 8 0 0

% of Total 0.5% 0.0% 0.0%

High School
Count 0 59 4

% of Total 0.0% 3.9% 0.3%

Intermediate
Count 292 193 259

% of Total 19.5% 12.9% 17.3%

Graduation
Count 460 124 0

% of Total 30.7% 8.3% 0.0%

Post-
graduation

Count 0 44 0

% of Total 0.0% 2.9% 0.0%

Total
Count 760 420 263

% of Total 50.7% 28.0% 17.5%

Chi-square 661.533

Table 4

The table depicts that there are total 1500 respondents. Among total 1500 respondents there

are 8(0.5%) respondents are illiterate, 63(4.2%) respondents are high school passed, 744(49.6%)

respondents are intermediate, 641(42.7%) respondents are graduate and 44(2.9%) respondents are

post-graduate.  Among them 8(0.5%) respondents are  strongly agreed to  the statement.  Among

them 59(3.9%) respondents are agreed to the statement and 4(0.3%) respondents are undecided.

The calculated value of Chi-Square for degree of freedom 3 is. 661.533; and tabulated value of

Chi-Square for degree of freedom 8 & at 5% level of significance is 15.6. As the calculated value

of chi square is greater than the tabulated value of chi square, the null hypothesis H0  is rejected.

Hence, we conclude that the factors “Education” and “senior managers provide the right kind of

climate  to  implement  new  ideas  and  methods  acquired  by  their  juniors  during  training”  are

dependent.



Monthly income Vs Effective and efficient personnel management practices are essential for 
the rendering of guest oriented services

Effective and efficient personnel management practices are
essential for the rendering of guest oriented services.

Strongly Agree Agree Undecided

m
on

th
ly

 in
co

m
e

less than 
Rs 10000

Count 0 8 0
% of Total 0.0% 0.5% 0.0%

Rs 10001 –
 Rs 20,000

Count 128 48 349
% of Total 8.5% 3.2% 23.3%

Rs "20001 - Rs
35,000"

Count 25 59 0
% of Total 1.7% 3.9% 0.0%

above Rs 35,000
Count 0 560 163

% of Total 0.0% 37.3% 10.9%

Total
Count 153 675 512

% of Total 10.2% 45.0% 34.1%
Chi-square 8.278

Table 5
The table depicts that there are total 1500 respondents.  Among total 1500 respondents there are

4(0.3%) 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 10001 - Rs 20,000 income class & 883(58.9%) respondents are belong to less than Rs

above Rs 35,000 income class.  Among them 8(0.5%) respondents  are  agreed to  the statement.

Among them 128(8.5%) respondents are strongly agreed to the statement, 48(3.2%) respondents are

agree and 349(23.3%) respondents are undecided. The calculated value of Chi-Square for degree of

freedom 3 is. 8.278and 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 lesser than the tabulated value of chi

square, the null hypothesis H0  is accepted. Hence, we conclude that the factors “monthly income”

and “Effective and efficient personnel management  practices are essential for the rendering of

guest oriented services” are independent.

Monthly  income  Vs  Profitable  suggestions  of  the  employees  are  implemented  in  the
organization

Profitable suggestions of the employees are implemented in the
organization

Strongly Agree Agree Undecided

m
on

th
ly

 in
co

m
e

less than Rs
10000

Count 0 0 0
% of Total 0.0% 0.0% 0.0%

Rs 10001 – 
Rs 20,000

Count 0 0 472
% of Total 0.0% 0.0% 31.5%

Rs "20001 – 
Rs 35,000"

Count 0 0 84
% of Total 0.0% 0.0% 5.6%

above Rs
35,000

Count 156 107 620
% of Total 10.4% 7.1% 41.3%

Total
Count 156 107 1176

% of Total 10.4% 7.1% 78.4%
Chi-square 47.874

Table 6



The table depicts that there are total 1500 respondents.  Among total 1500 respondents there are

4(0.3%) 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 10001 - Rs 20,000 income class & 883(58.9%) respondents are belong to less than Rs

above Rs 35,000 income class. The calculated value of Chi-Square for degree of freedom 3 is.

47.874and tabulated value of Chi-Square for degree of freedom 6 & at 5% level of significance are

12.6. As the calculated value of chi square is greater than the tabulated value of chi square, the null

hypothesis H0  is rejected. Hence, we conclude that the factors “monthly income” and “Profitable

suggestions of the employees are implemented in the organization” are dependent.

Monthly income Vs The employee’s competency matches with the job specification
The employee’s competency matches with the job specification

Agree Undecided Disagree

m
on

th
ly

 in
co

m
e

less than Rs
10000

Count 4 0 0
% of Total 0.3% 0.0% 0.0%

Rs 10001 -
Rs 20,000

Count 212 181 124
% of Total 14.1% 12.1% 8.3%

Rs "20001 -
Rs 35,000"

Count 0 59 0
% of Total 0.0% 3.9% 0.0%

above Rs
35,000

Count 460 316 107
% of Total 30.7% 21.1% 7.1%

Total
Count 676 556 231

% of Total 45.1% 37.1% 15.4%
Chi-square 473.416

Table 7
The table depicts that there are total 1500 respondents.  Among total 1500 respondents there are

4(0.3%) 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 10001 - Rs 20,000 income class & 883(58.9%) respondents are belong to less than Rs

above Rs 35,000 income class.  Among them 4(0.3%) respondents  are  agreed to  the statement.

Among them 212(14.1%) respondents are  agreed to the statement,  181(12.1%) respondents are

agree undecided and 124(8.3%) respondent are disagree. The calculated value of Chi-Square for

degree of freedom 3 is. 473.416a 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 H0 is rejected. Hence, we conclude that the factors “monthly

income” and “The employee’s competency matches with the job specification” are dependent.



Conclusion:

Examined  the  cause  of  successful  Managing  employment  relationship  procedure  in  the
organization. A cross-sectional Bi-Variate analysis was made in between Demographic variables
and the various variables related to cause of successful managing employment relationship in the
organization.

Sl.
No.

Proposed Relationship Results

1. Education Vs Induction training provides an excellent  opportunity
for newcomers to learn comprehensively about the organization

H0 rejected

2.
Education Vs Senior managers provide the right kind of climate to
implement new ideas and methods   acquired by their juniors during
training.

H0 rejected

3.
Monthly  income Vs  Effective  and  efficient  personnel  management
practices are essential for the rendering of guest oriented services H0 rejected

4. Monthly  income  Vs  Profitable  suggestions  of  the  employees  are
implemented in the organization

H0 rejected

5. Monthly income Vs The employee’s competency matches with the job
specification

H0 rejected

Table No. 8  Summary of results for χ2 Test

The Bi-Variate cross-sectional analysis can be concluded as follows: 

1. The  null  hypothesis  has  rejected  for  the  variable  “Education”  &  “Induction  training
provides  an  excellent  opportunity  for  newcomers  to  learn  comprehensively  about  the
organization” the views of respondents of different Education group regarding the statement
“Induction  training  provides  an  excellent  opportunity  for  newcomers  to  learn
comprehensively about the organization” are different.

2. The null hypothesis has rejected for the variable “Education” & “Senior managers provide

the right kind of climate to implement new ideas and methods   acquired by their juniors

during  training”  the  views  of  respondents  of  different  Education group  regarding  the

statement “Senior managers provide the right kind of climate to implement new ideas and

methods   acquired by their juniors during training” are different.

3. The  null  hypothesis  has  rejected  for  the  variable  “Monthly  income”  &  “Effective  and

efficient personnel management practices are essential for the rendering of guest oriented

services” the views of respondents of different Age group regarding the statement “Effective

and  efficient  personnel  management  practices  are  essential  for  the  rendering  of  guest

oriented services” are different.

4. The  null  hypothesis  has  rejected  for  the  variable  “Monthly  income”  &  “Profitable

suggestions of the employees are implemented in the organization” the views of respondents

of different  Monthly income  group regarding the statement “Profitable suggestions of the



employees are implemented in the organization” are different.

5. The null  hypothesis  has accepted for the variable  “Monthly income”& “The employee’s

competency  matches  with  the  job  specification”  the  views  of  respondents  of  different

Monthly income group regarding the statement “The employee’s competency matches with

the job specification” are indifferent.

Policy Implications and Suggestions:

After careful observations of the field findings, the following policy measures may be made for
Managing the Employment Relationship Hospitality sector in Uttarakhand. These aspects become
necessary  for  capacity  building,  partnership  formation,  problem/conflict  resolution,  change
management  and  local  development  planning  for  the  economic  well-being  of  the  various
stakeholders.  Government  intervention  is  required  in  tourism  industry  where  each  and  every
hospitality units could be managed with sound policies in the better interest of stakeholders Various
approaches to bring together a range of stake holders in an open structured forum and facilitates
partnership between government, private practitioners and developers is suggested for the holistic
development of hospitality sector in the state.

Financial Intervention:  Most of the Hoteliers of Uttarakhand are first-generation entrepreneurs
and are unable to invest due to want of financial aid. The government should take steps to increase
the financial assistance/ loan with minimum rates by considering the hotels as an industry. This
Investment is needed to encourage the growth and economic benefits of the hoteliers.

 Loan waiver: After Natural Calamity in Uttarakhand most of the hotels situated in the region faces
problem in paying the interest on the loan taken. This is leading to the hoteliers in worse situation to
the extinction of survival so the loans can be waived off on the priority basis.

Training:  For the employees  to  become tourist  oriented their  training is  important  to  generate
problem solving and decision making skills. Imparting training and thereby enhancing skill level of
existing stakeholders is an important responsibility of the government. This can be achieved by
conducting  workshop,  promoting  seminars,  opening  new  hospitality  courses  in  the  various
academic institutions running hospitality courses in the hilly state.

Skill  Up  gradation:  With  the  recent  Guidelines  from  the  Central  Government  the  State
Government should focus on the skill development pertaining to with various programs.

 Marketing:  This has been one of the biggest concerns of Uttarakhand Hospitability sector. To
achieve a brand in the international Market creating new opportunities in the various countries like
France, Germany, Italy, Norway, Sweden, Switzerland, United Kingdom and America New MOU‟s
should signed by defining the specific needs of the visitors from these places.

Infrastructure:  Proper Transportation/Parking facilities in the vicinity of various tourists’ spots
and hotels can solve the congestions woes. This can help the tourists to move around hassle free
and making their visit a pleasant one.

New Destinations:  The Government with the help of stakeholders like hoteliers/Tourists Guide
should explore the possibilities of the search of new and unexplored places of Uttarakhand.
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	An attempt has been made here to examine how Employment Relationship can be managed. 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 1500 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 the impact of employee relationship.

