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ABSTRACT 

Talent Development has significantly contributed in the development of efficient manpower in Hotel 

Industry. This study has focused on the adoption of the various talent development practices and 

their importance by the selected Hotels in the NCR (National Capital Region). There is a large 

difference in the different practices adopted by the hotels depending on the location and their 

manpower. The management in small hotels has been reluctant to make best use of manpower at 

times as they lack in better talent development practices. The analysis has been done through 

personal interviews with the Training Managers of 200 Hotels from different locations of Delhi and 

National Capital Region. The study results to promote Talent Development adoption among hotels in 

a better way to increase their revenues and motivate their manpower to work more efficiently.  
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INTRODUCTION 

In India tourism acts as a key driver for the creation of jobs, enterprises, infrastructure development 

and foreign exchange earnings. The earnings from tourism make it one of the biggest sectors in the 

world. The sector’s total contribution to the worldwide gross domestic product (GDP) is estimated to 

be US$5,991.9 billion or 9.1% of global GDP in 2011. In India, travel and tourism contributed 3,680.4 

billion or 4.5% of the country’s GDP in 2011(WTTC, Travel & Tourism Economic Impact, 2011). In 

addition to tourism’s revenue contribution, it also accounted for 7.5% of the total employment in 

the country in 2011 WTTC, Travel & Tourism Economic Impact, 2011). India has been a late starter as 

far as tourism is concerned. Post the country’s independence, the government of India focused on 

developing other industries, such as agriculture, irrigation, power. 

From the current 810 million travelers to 1,747 million in 2021 – is India equipped to cater to such a 

volume, it is a major are of concern. India will witness an increase of 937 million travelers over the 

next ten years which is actually more than what the country caters to today and infrastructure. It 

was only in 1982, three decades ago, that the first Tourism Policy was drafted and presented in the 

country. However, it is only over the past two decades that tourism in India has really taken form. 

Lack of qualified manpower is one of the biggest challenges faced by the industry today. By the very 

nature of hospitality being a service industry, its efficient administration and successful operation 

depend largely on the quality of manpower. With the expansion of branded supply of an 

international standard, the demand for skilled and experienced staff is at an all-time high. The 

hospitality industry is a labor intensive industry, and low pay packages, long working hours, six-day 

work weeks and lack of personal growth are all commonly associated with the hotel sector. This 

discrepancy in the expected and the actual level of skill set poses as a significant problem for Human 

Resource executives. Due to an insufficient skill set to begin with, new recruits struggle to develop 

the required skill set to move up to mid-level and/or high-level executive positions. Essentially, this 

leads to a small talent pool for HR managers to poach from for senior level positions. It is safe to say, 

that the industry almost needs two types of schools to cater to the impending demand: 1) a skills-

oriented training academy and 2) a high quality managerial academy. The availability of skilled and 

trained manpower is a crucial element in the successful long-term development and sustainability of 

a tourist destination. Needless to say, there is dire need for better trained and qualified graduates to 

enter the industry in order to meet the manpower requirement by 2021. Watkins (1989) found, 

“Human Resource Development is fostering long term, and work related learning capacity at 

individual group and organizational level”. So from the critical examination of above definition, 

human resource can be defined as, it facilitates an organisational environment where in people 
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come first and everything else comes next. HRD understands people are major assets of organisation 

and that an organisation can make full utilization of individual potential by providing a 

developmental environment and opportunities by encouraging and rewarding innovativeness and 

creativity. HRD seeks to achieve the goals and objectives of an organisation in an effective manner 

through developing the employees of the organisation. 

Human resource performs various functions for the achievement of organisational goals. Various 

HRD thinkers have designed their own HRD mechanism in different ways. Rao, T. V. opines that HRD 

mechanism should comprise of performance appraisal, potential appraisal, career planning, training, 

performance coaching, OD, employee welfare, QWL and HRIS. Pareek, Udai makes reference of 

performance appraisal, feed back, counselling, career advancement, career planning and training 

under HRD system.  

Sahv, B.P.  stated about 12 sub- systems prevalent in industries. They are: 1). Role Analysis  2). 

Performance Appraisal 3). Potential Appraisal 4). Training  5). Management Development  6). 

Organisation Design 7). Quality of Work Life 8). Career Planning 9). Motivation and Reward System 

10). Employee Welfare 11). Counselling 12). Job Resign 

TRAINING AND DEVELOPMENT 

Training and Development refers to the imparting of specific skills, abilities and knowledge to 

employee. Randall S. Schuler, et al.,(1989) stated that training & development is any attempt to 

improve current or future employee performance by increasing an employee’s ability to perform 

through learning, usually by changing the employee’s attitude or increasing his or her skills and 

knowledge. The origin for training and development is determined by the employee’s performance 

deficiency computed as follows: 

Training and Development = Standard Performance – Actual Performance. 

Peter Drucker has opined that, ‘only meaningful economic resource’ is Knowledge. The well-trained 

employee will help the organisation thrive and ultimately produce increased profits, AH&LA (2002). 

Training and development term is more highlighted in a famous Chinese proverb “if you give a man 

a fish, you feed him for a day, but if you train him how to fish, you feed him for all his life”. Swanson 

& Holton (2001) stressed that “Training and development is the process of developing expertise for 

the purpose of improving performance”. 

REVIEW OF LITERATURE 

Waton and Lawrence (1985) found four major areas of HRM policy, “reward systems, including 

compensation and benefits, employee influence.” Guest (1987) viewed that more effective 
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utilization of human resources  in organizational content is likely to give organization a competitive 

advantage. 

Enz & Sigaw (2000) analyzed that training has become an important critical area of management  for 

company to enhance service quality. Nolan (2002) stated that indeed facing more bad 

environments, development of HR has become a critical issues for hotel industry in recent years with 

the growing interests of relying on it to achieve competitive advantage. Mclelland (2002) stressed 

that training is a crucial path of motivating employees and increasing productivity in the business. 

Harris (2007) opined training as to improve knowledge & in turn knowledge improves the delivery of 

hospitality business related activities. Wilkins, Merrilees & Herington (2007) stressed that training is 

an important part of service quality that draws performance of hotels. 

Dunzo & Robbins (2007) stated that practical information should be provided, during the training,  

role-plays, simulations & meetings with foreign employees will help the trainers to understand 

better. Haddad and Singh (2007) resulted in their study of  46 hotels in San Deigo that by providing 

training & development, the hotels employees morale, productivity & job satisfaction is improved, 

which can in turn improves manager’s morale. 

Sommerville (2007) defined training as a process that provides employees, with the knowledge & 

the skills required to operate with in the systems & standards set by the management. Sommerville 

(2007) evaluated that not only employees  management & organization will be  benefited from staff, 

training, customers and guests will be benefited as well, because of received quality product and 

services. 

Niulson (2007) Training & Development can be seen as a key instrument in the implementation of 

Human Resource Management practices & policies. Mondy (2008) defined training as activities that 

are designed to provide learners with knowledge & skills needed for their present job, whereas 

development is learning that goes beyond today’s job& has more long term focus. 

Banuls (2008) pointed out that skills training equips employees with the tools to increase customer 

loyalty is not overhead, cost. Danils (2008) insisted that in current economic situation, companies 

may be tempted to cut their training budgets, but they should not abandon trainings. 

Yafang Wang (2008) viewed that a company needs organized staff training if wants to be 

competitive among others. 

Ely (2009) found training to be a competitive edge & lead to better employee retention. He also 

viewed that continuous training can also make knowledge, skills & behavior a working part of a 

person’s day. 
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Main Objectives of the study are 

1. To study the different Talent Development Practices in the selected Hotels of Delhi(NCR). 

2. To assess the impact of Talent Development Practices in selected Hotels of Delhi(NCR). 

RESEARCH METHODOLOGY 

The present study is proposed to examine the Talent Development Practices in the selected hotels of 

Delhi(NCR). In fact the present study is an empirical study designed to test some working hypothesis. 

Therefore, for analysis various statistical techniques will be used to study the importance and usage 

of various training and development practices. Moreover, the results will be calculated by applying 

SPSS (statistical package for social sciences). 

Table 1 presents the distribution of sample hotel organizations with respect to the star category of 

the hotels. In terms of star category 100 (50%) existed for 3 star hotels, 60 (30%) for four star hotels, 

30 (15%) for five star category hotels and 10 (5%) for five star deluxe hotels. This shows that most of 

the hotels come under 3 star hotel categories.  

It also presents the distribution of sample hotel organisations with respect to the demographics 

used in the study. In terms of years of existence, 70 (35%) existed for 6 to 10 years, 50 (25%) existed 

for 11 to 15 years, and another 25 (16.5%) for more than 16 years. 45 (22.5%) existed for less than 5 

years. This shows that most hotels have already established their names in the market, gained 

stability in the society, and indeed is part of a growing hospitality industry. The capital of most 

organisations is less than 100 million; 79 (39.5%) hotels having capital more than 100 million. There 

are 67 (33.5%) hotels with capital between Rs 101-300 million, 24 (12%) hotels are having capital 

between Rs 301-500 million, 17 (08.5%) hotels are with the capital between Rs. 501-100 million and 

13 (06.5%) hotels have capital more than 1000 million. The size of employment in most 

organisations is less than 50 employees, most of the hotels (79 or 39.5%) had 50 or more employees. 

There are 62 (31%) that have 51 to 100 employees, 35 (17.5%) with 101 to 200 employees, 19 

(0.9.5%) with 201-300 employees and 11 (05.5%) hotels with more than 300 employees. The findings 

imply that the number of employees was largely dependent on the organizational set-up of the 

hotels and the services offered. Finally most hotel organisations 140 (70%) are individual enterprises 

and 60 (30%) are Chain (joint, partnership).  
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Table 1 Distribution of sample according to respondent characteristics (N=200) 

 Number Percentage 

Category of hotels   

 5 star Deluxe  10 5 

 5 star 30 15 

 4 star 60 30 

 3 star 100 50 

Age (in years)   

≤ 5 45 22.5 

6 – 10 70 35 

11 – 15 50 25 

16 – 20 25 12.5 

≥ 21 10 5 

Capital (in million Rs)   

≤ 100 60 30 

101 – 300 40 20 

301 – 500 60 30 

501 – 700 30 15 

≥ 701 10 5 

Employees (numbers)   

≤ 100 120 60 

101 – 300 30 15 

301 – 500 15 7.7 

501 – 700 20 10 

≥ 701 15 7.5 

Type of enterprise   

Individual 140 70 

Chain, Others (joint, 

partnership) 

60 30 

In order to test H1 or to explore the existing talent development practices prevailing in Indian hotel 

industry especially in NCR, factor analysis was employed. In the initial stage property management 

practices measured on a Likert-type 5-point scale ranging from 1=never 5= Always) for usages. The 

level of implementation of talent development practices of Indian hotels in terms of product offering 

http://www.skirec.org/


 

Asia Pacific Journal of Research in Business Management 
Vol. 10, Issue 4,  April 2019  Impact Factor: 6.737, ISSN: (2229-4104) 

www.skirec.org Email Id: skirec.org@gmail.com 

 

 An International Double-Blind, Peer Reviewed, Refereed Open Access Journal - Included in the International Indexing Directories 
 

 

Page 7 

is presented in Table 2. The 12 items have been derived based on our data coincide with the 

conceptually derived talent development practices and tested empirically in the hotel organisations 

in National Capital Region. 

Summarizing the above findings, it may be said that the set of “various talent development practices 

plays a significant role in the performance of employees” ‘quality holds more importance than 

quantity’, ‘training of employees should be carried out for using various talent development 

methods’ and ‘suggesting the employees to use the new features by which they can get more 

information easily about the service offered by you is a good idea’ may constitute the most 

important talent development practices and are widely used in the hotels in National Capital Region.  

Table 2 

Talent Development practices ( Variables)  Importance                              Usage 

 Mean  SD Mean  SD 

On the Job Training is mandatory for Job 4.01 0.74 3.80 0.79 

Cross Departmental Training plays a significant role 4.06 0.67  

 

3.18  

 

0.79  

 

Off Job Training Methods 4.60 0.70 3.11  

 

0.78 

Employees appraisal done on the basis of trainings done. 4.05 0.75 3.95  

 

0.76 

Management Training has major impact. 3.14 0.79 4.00 0.75 

Virtual Training plays a significant role 4.20 0.73 3.14 0.77 

Training is significant in entry level 4.00 0.75 4.20 0.75 

OJT helps in development of talent 4.29 0.74 3.84 0.79 

Talent Engagement is significant  4.42 0.71  

 

3.82 0.77 

Training plays important role in nurturing talent 4.38 0.70 3.61  0.79 

Talent development includes cross departmental trainings 4.41 0.71  3.68  

 

0.77 

Campus Placement helps in Talent Debelopment 4.36 0.70  3.64  

 

0.75 

* Based on 3-point scale (1= not important, 2=moderately important, 3= important) 

** Based on 5-point scale (1=never, 2=rarely, 3=sometimes, 4=often, 5=very often) 

In order to assess the relationship between some of the controls (or demographic variables) and 

http://www.skirec.org/


 

Asia Pacific Journal of Research in Business Management 
Vol. 10, Issue 4,  April 2019  Impact Factor: 6.737, ISSN: (2229-4104) 

www.skirec.org Email Id: skirec.org@gmail.com 

 

 An International Double-Blind, Peer Reviewed, Refereed Open Access Journal - Included in the International Indexing Directories 
 

 

Page 8 

organisational performance. There is a positive relationship between talent development practices 

and organisational performance, one-way ANOVAS were performed. The results of this analysis are 

summarised in Table 3 which presents the corresponding F-values.  

Table 3 F-values from the one-way ANOVA on organisation  

performance variables 

Performance variables Control variables 

Measures Mean 

scores 

Category 

of hotel 

Age Size in 

capital 

Size in 

employees 

Type of 

enterprise 

Profitability compared to business 

unit objectives  

4.20 5.435** 1.237 1.891 1.584 5.435** 

Market share compared to 

business unit objectives 

5.12 4.142** 0.720 0.839 0.761 3.621* 

Sales growth compared to hotel 

industry average 

4.21 4.412** 1.628 1.018 1.230 3.935 

Sales volume compared to 

business unit objectives 

4.97 4.230** 0.927 0.671 1.035 3.541** 

Return on investment compared 

to industry average 

5.42 4.082** 0.725 0.739 0.781 3.720** 

Is your PMS user friendly 4.09 4.862** 1.262 0.531 0.735 3.352** 

Quality holds more importance 

than quantity 

4.39 3.700* 1.301 1.245** 0.264 0.350 

Does your PMS helps in saving 

Cost. E.g. Less Paper 

4.39 3.700* 1.301 1.245** 0.264 0.350 

Overall assessment (OA) 5.71 4.270 1.385** 1.370 1.479* 1.453* 

Note: *p≤0.05, **p≤0.01, ***p≤0.001 

The findings in this table are informative. In column ‘mean scores’ the average scores of the 

corresponding performance variables are reported. It is seen that all means are much above level 4 

in the 5-level Likert scale. This should be of no surprise because all hotels included in the sample 

were the ‘best performing hotels’ according to the Ministry of Tourism, (Government of India) 

directory. 
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CONCLUSION 

According to talent management practices literature hotels face potential unique problem types 

derived from owner-manager and size related characteristics which may well contradict the 

commonly perceived high flexibility, fast responsiveness traits frequently propounded as key sources 

of competitive advantage for the Indian hotels especially medium size hotels . The decision making 

process is centralized to top management, so as the initiation and the implementation of property 

management practices. The statistical analysis revealed that the majority of the Indian hotels in the 

sample appreciate the contribution of property management practices to better performance but 

unable to apply property management practices due to high cost and firm demographic 

characteristics. The results confirm that property management practices have great impact on 

different firm‘s aspects, especially on cost reduction and quality improvement. As it was expected 

the hotel managers‘ perception mainly shape the direction, the scope and the resource allocation of 

the organization that will be implemented. During the initiation phase of talent management 

practices the owners ‘decisions are based mainly on the financial performance. In the case of 

implementing property management practices, the owners seem to consider heavily on planning, 

information collection and pursuing goals and objectives, along with quality and control.There are 

various talent development practices which have a positive impact on organization performance.  
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