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ABSTRACT

Himachal Pradesh (H.P.), a northern Himalayan stht@dia possesses all natural parameters followed by the
Government backing for the fast growing hospitailitgtustry in the state. The study was taken asbeseffect of Vigor,
Dedication and Absorption dimensions of Employegagement on the Job performance of the employedsitan
implication on this industry. The sample for thedst was drawn from all the population units witle tielp of multi-stage
sampling technique. Data was collected from marageior executives and supervisors/ junior exeesti\by
administering them structured questionnaire on eyg# engagement and job performance .Data analys#srpretation

was done by using simple percentage, Pearson @boreand One Way ANOVA .

Among the total employees surveyed, 86.86 percen¢wmales and 13.14 percent females, 69.14 percamnied
and 30.86 percent un-married, 89.43 percent canmthand 10.57 percent were salaried. Correlatialyais reveals that
vigor, dedication and absorption has positive aighiicant relationship with contextual and taskrfpemance of
employees. ANOVA also confirmed that these empleyeragagement factors significantly effects contaixand task
performance of the employees. The Stake holdeviad in H.P. Hospitality industry should conduegular survey of

their organizations and give impetus on employemgament for the success of this industry.
KEYWORDS: Employee Engagement, Job Performance, Hospitalitydtry, Himachal Pradesh (H.P.)

INTRODUCTION
Introduction of the Study

In today’s global competitive scenario Employee &g@ment has emerged as an important and critiealegit
for business success. Businesses are strivingtbaain an upper edge above others. Work placaddsnger remained a
place meant for earning a livelihood but it haséat into centre for discovering individual identiferformance of
employees plays a pivotal role in shaping the futaf any organization. Organization as a whole sdividual in

particular contributes towards improved job perfante.

The growing trends and increased competition irpitality industry has caused even the front runradrghe

industry to evaluate their practices and checlafeas of improvement.
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The most fundamental challenge facing the hospitatidustry is “the attraction and retention of thecessary
number and quality of young people” (Lewis & Airé001). Kim et al. (2009), commenting on the foousengagement
in hospitality research, have observed that “desgiie growing interest about work engagement, stuih employee

engagement are limited”.

Travel & Tourism generated 100,894,000 jobs diyettl 2013 (3.4% of total employment) , this is foast to
grow by 2.2% in 2014 and by 2024, it will account 126,257,000 jobs directly, an increase of 2.0&c pver the next ten
years (Travel & Tourism Economic Impact 2014). ik this industry contributes around 6.23 perd¢enthe national
GDP and 8.78 percent of the total employment incthéntry in the year 2013 (Ministry of Tourism Goef India, 2013).
The constant transformation has made the Indiaal medustry more functional and practical and hamed a level of
acceptance all over the world. In Himachal Pradésispitality industry is one of the important andwing industry
(Economic Survey of HP, 2013), but on it virtually study is made to assess the employee engaganmperformance .
Hence the present study is under taken to assessffétt of employee engagement on job performaf@mployees in
hospitality industry of the state and to providenagement of hospitality firms with an understandingt can stimulate

employee engagement.
Concept of Employee Engagement

The term “engagement” is rooted in the role thegrarticularly in the work of Erving Goffman (196defining
engagement as the “spontaneous involvement irrdke€ and a “visible investment of attention amduscular effort”.
According to Maslach et al. (2001), engagemenhiracterized by energy, involvement, and effictog, direct opposite
of the three burnout dimensions of exhaustion, cigm, and inefficacy. It is the level of energy atetisions making that
employee take to solve work related issues. Schaetfal. (2002), defined Work engagement as atiwesifulfilling,
work-related state of mind that is characterizedfikstly, vigor that is indicated by high levels ehergy and mental
resilience while working. Secondly, dedication whiefers to being strongly involved in one’s workdaexperiencing a
sense of significance, enthusiasm, and challengiedly absorption that is characterized by beingyfaoncentrated and
happily engrossed in one’s work, whereby time pasgéckly and one has difficulties with detachingeself from work
(Schaufeli & Bakker, 2004). Robinson et al. (20@#ates engagement as a positive attitude heldébgmployee towards
the organization and its values. An engaged emplay@aware of business context, and works witheegilies to improve
performance within the job for the benefit of theganization. According to Bakker et al. (2007), aggment is
conceptualized as a high level of energy at workaistrong identification with one’s job. Maceyaét(2009) argued that
engagement is best characterized as purposefulf@nsed energy which is directed toward organiratiogoals.
Definition of engagement reflects two essentiallitjea that are positive and energized work relatedivational state and

a genuine willingness to contribute to work rolel @amganizational success.
Concept of Job Performance

According to Lawler (1976), job performance refeyghe record of the results when employees haaetiped a
job for a certain period of time. Job performareeéfined as quality and quantity accomplishedniolviduals or groups
after fulfilling a task after a certain period ahe, measurements of employees’ job performancé&lcsrrve as criterion
for promotions, wage adjustments, rewards, punisitsn@nd evaluations (Schermerhorn, 1989) . AccgrtbrBommer et

al. (1995) “Job performance is the most widely mddcriterion variable in the organizational belwavand human
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resource management literatures”. Lee et al. (1989ded job performance into efficiency, effica@nd quality.

According to Borman & Motowidlo, 1993; Goodman &yawntek, 1999, employees performance consists of tdek or

in-role behavior and their contextual or extra-rdlehavior. The definition of task performance engies the
instrumentality of performance for organizationalats. It refers to those required outcomes and\betsathat directly
serve the goals of the organization (Motowidlo &\acotter, 1994). Contextual or extra-role perfarogais defined as
discretionary behaviors on the part of an emplayet are believed to directly promote the effectivactioning of an

organization without necessarily directly influemgian employee's productivity (Podsakoff et alQ®0 Robbins (2005)
divided the measurement of job performance intorggult, job behavior and personal traits. One ayrtbe factors that
encourage positive feelings in the work place aelp ldevelop a sense of belongingness in the emgdoieeEmployee
Engagement. It is considered as a major sourcenpfayee development and innovation (Ghafoor et24l11). Engaged
employees are called the ‘builders’ (Mishra & Mise®11). These are the employees who work withipasand feel a
profound connection to their organization. They aéwinterested in always exceeding the expectatfdheir role so that

they can perform consistently at higher levels.
Hospitality Industry in Himachal Pradesh

Hospitality is ‘a harmonious mixture of food, beage, and/or shelter, a physical environment, aacb#havior
and attitude of people’ (Cassee & Reuland ,1983)odshospitality includes generosity towards theteis to feel
comfortable in their stay, delicious and satisfyfogd and affectionate behavior of hospitality pdivg staff. Though
hospitality is inbuilt character of human beinggl avery civilization/ regions/ countries has itstbry and its guiding
principle to serve the guest, but in India basednamtras from the Taittiriya Upanishd, the prineipfAtithi Devo Bhava

meaning “the guest is God” is followed.( Anonymonsg.)

Himachal Pradesh is a small hilly State ancienttpn as “Dev Bhumi” (The abode of Gods) situatedhie
northern part of the country. The word "Hima" meansw when translated to Sanskrit, and the meafitige term stands
out to be an area that sits on the laps of the tams1 The state is covered with immense naturalutyeand is
undoubtedly, one of the most popular tourist desiims in the world. It has 1districts namely Bilaspur, Chamba,
Hamirpur, Kangra, Kullu, Lahaul & Spiti, Mandi, $hiia , Sirmour, Solan , Una and Kinnaur ( H.P Depeient Report,
2001). The state situated between latitudes 30022Wrth to 33°12'40" North and longitudes 75°45" East to 79°04'
20" East. Located in the northern part of India #tate stands bordered by Punjab in the westr Bttadesh in the
southeast, China in the east, Haryana in the sastltend Jammu and Kashmir in the north. The estate of Himachal
has a hilly and rugged terrain, with the altitudaging from 350 meters to 7000 meters above seh (BY{D Chamber of
Commerce and Industry report, 2012). Geographiedlaultural diversity ranging fornsnow covered mountainslean,
peaceful and beautiful streams, sacred shrinemritianonuments and the friendly and hospitablepfe@mpower the
state with all the basic resources necessary fmattraction and development of hospitality indusétr this hilly state .
Based on the above said factors followed by the.dmcking up in the form of appropriate infrastiwe and amenities,
this industry is picking up. Number of tourists ieased form 71.36 lakh in 2005 to 161.46 lakh it2@nd number of
hotels, guest houses and other entrepreneur veatareoming up particularly in well known hill stis like Manali,
Kullu, Shimla , Dharmshala, Dalhousie , Solan @gconomic Survey of HP, 2013).
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RESEARCH METHODOLOGY
Study Hypotheses

Job Performance dimensions that is contextual askl performance of employees was taken for theystud
Contextual Performance includes activities thapsupthe organizational, social, and psychologaalironment in which
task performance occurs. They are common to alk.jokhese activities are less role-prescribed. Famtextual
performance, the major sources of variation areleyeg predispositions and volition. Behaviors sashvolunteering,
helping, persisting, etc. are probably better ptedi by volitional variables related to individudifferences in
motivational characteristics and predispositionr(Ban & Motowidlo, 1993; Motowidlo & Van Scotter, 98) or person—
organization fit (Borman et al., 1995). Task Parfance includes activities that contribute eitheealy or indirectly to
the technical core of the organization. It variesaeen different jobs within the same organizatiime activities are role-
prescribed and are behaviors that employees perforexchange for pay. The important human charisties for
completing task activities are knowledge, skillsl abilities (KSAs). These KSAs usually co - vantiwiask proficiency
(Goodman & Svyantek, 1999).

The dimensions of Employee Engagement which wésentéor the study includes:

a) Vigor: It is characterized by high levels of energy anehtal resilience while working, the willingness to

invest effort in one’s work, and persistence evethe face of difficulties.
H1: Vigor has no effect on job performance of empleyee

b) Dedication: It refers to being strongly involved in one’s woakd experiencing a sense of significance,

enthusiasm and challenge.
H.2: Dedication has no significant influence on jobfpanance of employees

c) Absorption: It is characterized by being fully concentrated aappily engrossed in one’s work, whereby time

passes quickly and one has difficulties with deitagloneself from work (Schaufeli & Bakker, 2004).
Ho3: Absorption has no effect job performance of empésy
Data Collection

Primary data has been collected from manager/sexiecutives and supervisors/ junior executivesetécted
hotels by administering them the questionnaire mpleyee engagement and job performance. Interpaksoteractions

and observations have also been utilized for arbesking the questionnaires.

The sample for the study was drawn from all theyteion units with the help of multi-stage samplidg the
first stage all the districts were arranged in @ading order of the number of registered hotelseuridepartment of

Tourism and Civil Aviation Govt of Himachal Pradessid are given in table 1.
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Table 1: List of Registered Hotels/Guest Houses (22-2013)

Sr. No. District No. of Hotels/Guest House
1. Kullu 613
2 Shimla 397
3. Hamirpur 35
4. Kangra 379
5. Kinnaur 73
6. Bilaspur 66
7. Lahaul & Spiti 89
8. Mandi 145
9. Chamba 123
10. Sirmour 72
11. Solan 204
12. Una 51

In the second stage in order to make the samptegeptative, the following procedure was adopted.

e 4 districts [ Kullu (613), Shimla (397), Kangra(37&£hamba (123)] consisting of one among highetsto,

moderate and lowest number of registered hotels wientified for the study.

« In each district the hotels were arranged in tipbabetical order of their names and ever{) hotel is selected

for the study.

Finally 151 hotels were selected for study compgsif the hotels from four different districts down in table

Table 2: Districts and Number of Hotels Selected fahe Study

S. No. | District | No. of Hotels
1 Kullu 61
2 Shimla 40
3 Kangra 38
4 Chamba| 12

Tools for Analysis
The data was analyzed using Statistical Packag8doial Science Research (SPSS) and the followiolg tvere

used:
e Simple percentage
* Pearson Correlation
* One way ANOA

RESULTS AND DISCUSSIONS

Demographic profile of the respondents as regavddemographic variables, Age, Gender, Educationittdar

Status, Annual Income and income status along théhr Frequency and percentage is given in Table 3.
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Table 3: Demographic Variables

Demographic _
S. No Variables Descrlptlon Frequency Percentage
20-30 151 43.14
30-40 125 35.71
1| Age (Years) 40-50 57 16.29
Above 50 17 4.86
Male 304 86.86
2 | Gender Female 46 13.14
10" 46 13.14
. 120 117 33.43
3 Education UG 160 1572
PG 27 7.71
) Married 242 69.14
4 | Marital Status Un-Married 108 30.86
0-50000 32 9.15
5 Annual Income 50000-100000 161 46.00
(Rs.) 100000-150000 116 33.14
Above 150000 41 11.71
6 Income Status Contractual 313 89.43
Salaried 37 10.57

The table 3 Shows that the sample consists of 43etdent employees from the age group of (20-3)) $&71
percent from the age group (30-40 yrs), 16.29 perrem the age group of (40-50 yrs) and 4.86 paréem the age
group above (50 yrs) Among the total employees3@®tercent are males and 13.14 percent female$4 gfrcent
married and 30.86 percent un-married, 89.43 pemamtractual and 10.57 percent salaried. The failker shows 13.14
percent 10 standard, 33.43 percent™#lus two /Diploma holders, 45.72 percent undetgete and 7.71 percent Post
graduate employees. 9.15 percent employees hasméper annum less than Rs. fifty thousand, 46epefgetween Rs.
Fifty thousand and Rs. One lakh, 33.14 percent &&tRs. one lakh and Rs. One lakh fifty thousamtildn71 percent
above Rs . One lakh fifty thousand respectively489ercent employees were contractual while ofilypd percent
constituted a salaried class. Organization varglblethe respondents i.e. Job Tenure , Designatiowork , Type of

organization and its Size along with their frequeand percentage is given in Table 4.

Table 4: Distribution of the Sample in Terms of Orgnizational Variables

S. No. Org\;/z;r:ilgglt;c;nal Description [Frequency Percentage
0-10 240 68.57
10-20 81 23.14
1. Job Tenure(Years) 50-30 51 6.00
Above 30 8 2.30
Manager/Senlor 267 76.29
. . Executive
2. Designation at work Supervisor/Junior
. 83 23.71
Executive
3 Type of organization Prlva_te 314 89.71
Public 36 10.29
1-10 35 10
4 Size of organization 10-20 189 54
(No. of Rooms) 20-30 103 29.43
Above 30 23 6.57
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The table 4 shows that the respondents with thedowears of experience that is (0-10yrs) were B8drcent,
with the experience of (10-20 yrs) were 23.14 paficeith (20-30 yrs) were 6 percent and with mdratt(30 yrs) of
experience were 2.30 percent. The number of mas&geior executives in the sample was 76.29 pensbete as
supervisors/ junior executives were 23.71 percgdt7/1 percent employees were employed in privatel$iand 10.29
percent were employed in public hotels. The emmeyeom lowest size of organization (1-10 roomsjen®0 percent,
with the size of (10-20 rooms) were 54 percenthfer with (20-30 rooms) were 29.43 percent and Withsize of more

than 30 rooms were 6.57 percent.

Interrelationship between employee engagement ahdpgrformance on the basis of correlation analissis

presented in Table 5.

Table 5: Interrelationship between Employee Engageent and Job Performance

Employee Job Performance Dimensions
Engagement Contextual
Dimensions Performance LR REES
Vigor .534(**) .576(**)
Dedication A31(*) A43(*)
Absorption .507(*) .618(**)

** Correlation is significaat the 0.01 level (2-tailed).

Table 5 shows the following impact of Vigor, Dedioa and Absorption factors on the Contextual Panfmce

and Task performance dimensions of Job Performahtte employees .

a) Vigor: (r=.534, p<0.01) for contextual performance and .676, p<0.01) for task performance shows that

vigor has a positive and significant relationshighveontextual and task performance.

b) Dedication: There is a positive and significant relationshigiviieen dedication and contextual performance (r=
431, p<0.01) as well as task performance (r= .$48,01). Thus it can be inferred that if dedicatid employees is high,

it can lead to increase in contextual and taskoperdnce.

c) Absorption: There exist a significant positive relationshipvien absorption and contextual performance
(r=.507, p<0.01) and task performance (r= .618,.@¥0 The above observation concludes that incteasgree of

absorption changed the two job performance paramefeontextual and task performance in positiveation.

Interrelationship between employee engagement alng¢rformance based on One- Way ANOVA is given in
Table 6.

Table 6: Employee Engagement Dimensions and Job Rermance Dimensions

Employee Job Performance Dimensions
Engagement | Contextual Performance Task Performance
Dimensions F-Value P-Value F-Value P-Value
Vigor 4.133* .000 5.036* .000
Dedication 2.891* .000 2.865* .000

Absorption 4.036* .000 5.720* .000

p< 0.05 ** p< 0.01
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The one way ANOVA table 6 suggests that all empdogrgagement dimensions that is vigor (F=4.133,0%30
dedication (F=2.891, p<0.05) and absorption (F=@.030.05) affects contextual performance of empésysignificantly.

Further task performance is also affected by vifer5.036, p<0.05), dedication (F=2.865, p<0.05) ahdorption
(F=5.720, p<0.05) significantly. Thus employee ayggaent significantly effects contextual and taskgenance of the

employees.

The above analysis concludes that employee engagesigmificantly influences job performance of eoyses.
There are several reasons why engaged workers eréyrm better than their non-engaged counterpaBsrfierouti &
Cropanzano, 2010). According to the broaden-antittlaeory (Fredrickson, 2001), positive emotiohe ljoy, interest and
contentment share the capacity to broaden peopieiientary thought—action repertoires and buildrtipgrsonal
resources (ranging from physical and intellecteslources to social and psychological) through witemhe array of
thoughts and actions. Thus, engaged workers mdgrpebetter because they often experience positiwetions and are
open to new experiences. Several recent studiegiiffekson & Losada, 2005; Demerouti & Cropanzan@l®@ have
indeed shown that work engagement is positivelsteel to job performance, which the present studg alipports. The
analysis of the effects of vigor, dedication andaption reveals significant effect on contextuadl dask performance.

Hence it rejects the null hypothesis{iithat Vigor has no effect on job performancemptoyees.

The results indicate that strong relationship eximtween employee engagement and job performarwease
in vigor, dedication and absorption among employieeseased their contextual and task performanée more the
employees are enthusiastic and involved in thdir, jhe more their performance and work improvesislglso in
accordance study by Bakker et al. (2007) that fedethat engaged employees scored higher in eateaperformance
than those not engaged employees and work engagevasrsignificantly related to extra role perforramf employees
(Chung & Angeline, 2010). Further Schaufeli et (@002) & Ghafoor et al. (2011) in their researchdss report that
employee engagement has a positive relationship wibployee job performance and outcomes in thenarggon.
Xanthopoulou et al. (2008) in a survey on flightatants concluded that employee engagement medraeelationship
between self efficacy and both in-role and extrde performance. In short the above results corcthdt all employee
engagement is related to job performance of empkyklence the present study rejects the null hgssh(H2) that

assumes no significant influence of dedicationtenjbb performance of employees

Increase in degree of absorption found to positiwdfects job performance parameters of contexamal task
performance hence the null hypothesig3Hwhich states that absorption has significan¢afion job performance of

employees has been rejected .

The findings reveal that the null hypothesis tafarthe study were not only found to be rejectetidithe three
dimensions of Employee Engagement i.e. vigor, dsdiin and absorption taken for the study were faionkiave positive
relationship with dimensions of job performance @ontextual and task performance, therefore haldpitindustry
should conduct regular Employee engagement sutvassd upon these criteria’s. This would help tipenr@nagement to
know about how employees feel while working in tirganization and would help to increase their jebfgrmance.
Career development programmes should be designéssthe employee can clearly figure out his cape¢h and growth
opportunities available to him. These programs @dwdlp employees understand how the organizatiamdmoelp them

achieve their career goals, so that they develepnae of belongingness that would further helpréating an engaged
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organizational culture. H.P. Tourism departmentusth@onduct regular surveys of employees to knoauskhe problems
and working conditions of employees which will haavgositive effect on the tourism industry in thate particularly

when competition in the hospitality industry hasreased manifold.

CONCLUSIONS

The hospitality industry of H.P. which is growingdustry in the state, the dimensions of Employega§ament
has been found to have positive relation with disiems of job performance i.e. contextual and tasKogomance of
employees , hence for the healthy growth of thikugtry in the state , there needs to give impeiubkdse dimensions of
employees. There is needs to conduct regular ssiraagl based on them re-dress employees problerpramiie them
incentives. It will not only develop a sense ofdmgingness of these employees in their respectiygnizations but will
energize them to work enthusiastically not only thee success of their respective organizationsthmutstate hospitality
industry as whole. All Stake holders involved HHaspitality industry including private individual &ooperative, Govt
hotels, state H.P. Tourism department, state Degatt of welfare department and department of touf@ovt of India etc
should have a policy for regular time bond assessmieemployees engagement factors and their impadhe growth

and success of this industry.
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