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ABSTRACT 

The main goal of this study was to investigate the relationship between human resource practices and employee turnover 
intentions in the Jaipur hotel industry. Recognition, Competency Development, Information Sharing, Performance Evaluation, 
Compensation Management, and Training Practices were used as variables to predict such intentions. Employees working in hotels with 
a four- or five-star rating were given 378 questionnaires in total. The results of the SPSS analysis revealed that all practices have a 
significant positive relationship with the likelihood of employees leaving. The hotel industry in Jaipur has also been discovered to have 
common practices such as information sharing, training, recognition, and performance evaluation. The findings of this study are intended 
to aid hotel managers in putting these practices so that their employees stay with them and their turnover intention is mitigated. 
 
Keywords: Human resource practices, employees’ turnover intention, hotel industry, Jaipur. 
 
INTRODUCTION 

Human resources are people who are employed in an organization to carry out their daily duties in exchange for wages, salaries, 
or rewards (Griffeth et al., 2000). On the one hand, human resource management (HRM) is a formal system that includes philosophy, 
policies, and practices in an organization to ensure that it effectively utilizes the knowledge, skill, abilities, and other characteristics of 
its employees to achieve organizational goals (Brashear et al., 2005). Proper human resource management can provide organizations 
with a competitive advantage in their respective industries. 
 

It is critical for the organization to hire the right people to fill open positions in order to meet the standard required for delivering 
the required quality of services and products (Teclemichael Tessema & Soeters, 2006). As a result, by advertising job openings in media 
that job seekers can easily access, such as newspapers and the internet, the likelihood of finding the ideal candidate increases. With 
increased competition in the hotel industry, every organization will look for ways to gain a competitive advantage through service 
quality. Customers prefer high-quality services that are free of flaws, which will lead to future customer retention and term “referrals 
(Martins, 2002). 

 
As a result, the hotel industry's workforce management should place a premium on work quality. As a result, an organization's 

survival and competitiveness are determined by its employees' work quality, attitudes, and behavior in the workplace. Because the 
human resource management department is so important in employee management, it has become the department's responsibility to 
keep employee turnover under control. Unfortunately, high employee turnover is a common problem in the hotel industry, where the 
turnover rate is estimated to range from 50 percent of the total to 250% annually, compared to 45.3 percent in the manufacturing industry 
(Mumtaz et al., 2011). 

 
Employee turnover has negative consequences for the organization, including the loss of valuable employees and an increase 

in costs. Some of these costs include hiring new employees and training practices to help them learn or improve their skills. As a result, 
effective human resource practices should be developed in order to increase employees' intention to remain in the hotel industry. The 
number of hotels in India is growing as tourism has grown in recent years. According to the Federation Association of Hotels, there 
are 2790 hotels that are members of this organization. In India, there seem to be 150 and 250 registered hotels with 4 and 5 stars, 
respectively (Ministry of Tourism, 2019). A hotel is a popular choice for providing shelter for people when they are away from home. 
Quality of service provided is critical in order to fulfill customer and ensure their return visit. Human resources department should 
implement various types of best interventions to retain valuable employees so that the organization maintains a high level of 
performance. 

 
Most research has concentrated on the important factors in employee turnover (Abdullah et al., 2011). Employee turnover was 

influenced by a combination of work-related and personal characteristics, according to(Paré et al., 2000). Age, hourly salary status, 
family responsibilities, years of employment, career satisfaction, well before job requirements, gratification with compensation and 
perks, and colleagues’ attachment styles were all related factors.  
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Non-union employees have a higher turnover rate, according to (Rhoades et al., 2001). If the organization has an employee 
retention participation programme, the number of managerial employees is reduced. This study was prompted by the fact that the 
majority of previous research was conducted outside of India. 

 
Furthermore, the majority of research on overall firm and organizational practices, and there is a need for a study focused 

specifically on the hotel industry, particularly in India. The purpose of this study is to look into human resource practices in the hotel 
industry and see how they relate to employee turnover intentions. The following are the types of objectives: 

i. How can the problem of turnover intention be solved? 
ii. Can human resource practices for employee development solve the problem of turnover intention? 
iii. Is there a link between human resource practices and turnover intention? 

 
The purpose of this research is to gain a better understanding of the various human resource management practices used in the 

JAIPUR hotel industry, with the goal of determining whether effective HR practices can reduce employee turnover. For different 
industries, the effectiveness of implementing human resource management practices varies. The results of this study, which focuses on 
the hotel industry, are expected to help the industry by providing more accurate and specific information about retaining their valuable 
employees. Furthermore, the findings and conclusions will facilitate managers and Hr professionals in improving their Human resource 
practices and continuing to develop suitable approaches. Managers will gain a better understanding of effective employee strategies as 
a result of this study, and will be able to use them as guidelines or references when developing Human resource practices. 
 
LITERATURE REVIEW 
Human Resource Practices 

Human resource management, according to Singh (1992), has three components. The traditional management activities, such 
as hiring and training, come first. Second, employees are seen as the organization's most valuable asset, and there is a desire to develop 
them. Finally, the employee relations function is incorporated into strategy implementation by the executive team. Human resource 
management was considered a strategic asset of an organization by (Balkan, 2014), and human resources practices were critical to an 
effective information system in a competitive environment. 

 
Human resource management has been defined in a variety of ways by researchers. It is defined by (Martins, 2002) as the 

layout of organization systems to ensure that the organization's qualified individuals are used effectively and successfully to accomplish 
organizational objectives. On the one hand, (Nolan, 2002) described human resource  is the set of teaching skills that include a set of 
different practices that can be combined to make sure a professional approach to managing people in an organization. 
 
Recognition Practices 

Many employers believe that when employees are dissatisfied, their turnover rate increases. To slow down the rate of turnover, 
they generally use simple recognition procedures. According to (Govaerts et al., 2011), recognition has a significant impact on employee 
performance. Recognition mostly refers to the formal program like employee of the year. Recognition procedures, according to their 
research, have a negative impact on the intention to leave. Many countries have recognition programmes for employees who have 
worked for them for a long time, such as the long service award or the loyalty award. In industries with a high turnover rate, this type 
of activity helps to keep staff. (Price, 2001) claimed that, in order to be recognized as the "best place to work" in their business, 
organizations today tend to implement recognition programmes as part of their strategy. Their analysis found that recognition strategies 
are negatively connected with the desire to leave. Recognition is both positively and adversely connected to turnover intention, according 
to (Paré & Tremblay, 2007). It goes on to say that by adopting a sound recognition programme that aligns with values, a firm may get 
better results in both business and culture, and that having a great culture is the key to reducing staff turnover and retaining high talent. 
 
Training Practices 

Training practises are defined as a planned process that assists in providing on-the-job experience and modifying employees' 
attitudes, skills, and knowledge to achieve satisfactory performance while handling their everyday duties (Hom et al., 1984). 

 
One of the key reasons for significant employee turnover in the hotel business is a lack of properly trained and competent 

employees (Getz, 1994). According to (Solnet & Hood, 2008), the hospitality business is very people-intensive, with limited career 
opportunities and significant employee turnover. On-the-job training is the most common approach employed in hotels (Nolan, 2002), 
however employers fail to provide training with qualified trainers (Poulston, 2008), lowering the training quality. Employee training 
and skill development has been one of the front-burner challenges for the hotel sector for many years, according to (Teare, 1990). Both 
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formal and informal training, they claim, is critical for a variety of reasons, including the industry's global expansion, the need to reduce 
employee turnover, the need for knowledge enhancement and career paths, increasing legal requirements, and, most importantly, to 
improve the quality of service provided to customers. 

 
Compensation Management Practices 

Due to low skills and a lack of union support, hotel employees have been viewed as the lowest compensated among employees 
in other industries (Nankervis & Debrah, 1995). Employees will be less likely to leave if they are offered monetary and educational 
incentives. Employees in the hospitality business are underpaid and undertrained, resulting in low motivation, job discontent, high 
employee turnover, and ultimately disappointed customers (Breaugh, 1981). Employees do not willing to stay in the hotel front office 
for long periods of time because of the tough labor, poor earnings, and uncertain chances for advancement (Haiyan & Baum, 2006) in 
their studies compensation. Management methods have a negative impact on turnover intentions. In order to recruit and keep talented 
people, employers should focus on improving the work environment, particularly in terms of salary and benefits (Baum, 2008). 
Employee issue in the hospitality industry is primarily due to higher salaries and better perks offered elsewhere (Chan & Kuok, 2011). 
Employees are less likely to consider leaving an organization if it offers promotion possibilities and competitive compensation (Blomme 
et al., 2010), and the results support the negative significance on turnover intention. 
 
Performance Evaluation Practices 

Performance evaluation practices appear to be on the rise, particularly in the hotel industry's highest echelons (Nankervis & 
Debrah, 1995). Employee performance standards should be tied to customer service policies, and employees should be evaluated against 
them (Redman & Mathews, 1998). Performance requirements should be realistic, feasible, and measurable. Because performance 
appraisal scores are frequently used to determine employment choices like salary raises and promotions, bias in ratings will have a 
negative impact on work satisfaction and the likelihood of turnover (Poon, 2004). Performance appraisals must be linked to appropriate 
compensation and training strategies, according to (Aggarwal & Bhargava, 2009), and learning appraisals aligned with long-term and 
specific/unspecific performance measures, career management, and skill-based training will result in stronger employment relations. 
Their research discovered that performance evaluation practices are important in nature and have a negative relationship with the 
intention to leave. 
 
Competency Development Practices 

The lack of internal employment opportunities is one reason that encourages hotel employees to look for work elsewhere (Cho 
et al., 2006). According to (Walsh & Taylor, 2007), employees in the hospitality business quit after a year or two since there is no clear 
career path in sight. They also discovered that employees are less satisfied with intrinsic aspects of their jobs, such as challenging jobs 
and a team-oriented work environment, than extrinsic aspects, such as rewards, which is associated with higher chances of turnover. 
Employees quit their jobs because of a lack of training and professional growth chances in hotels (Bagri et al., 2010), and their findings 
also indicated a negative substantial impact on turnover intention. According to (Paré & Tremblay, 2007), competency growth is both 
positively and adversely associated to turnover intention. According to (Haiyan & Baum, 2006), professional development is crucial for  
employees to develop skills and gain a competitive advantage. 

 
Information Sharing Practices 

Information sharing practices is a term that is related to sending and receiving messages (Whitener, 2001). In the hotel industry, 
Information sharing practices is an important attribute in human resource practice. Kaur & Singhal, (2019) mentioned in their research 
that successful organizations depend heavily on the effectiveness of Information sharing practices. Information sharing practices is 
important between managers and employees as well as among employees themselves. If the Information sharing practices system is 
ineffective, employees cannot access the path to express their thoughts. Thus, ineffective Information sharing practices will lose its 
primary function of Information sharing practices. Kaur & Singhal, (2019) said that good Information sharing practices may enhance 
working relationships. In addition, good Information sharing practices system may also help in knowing the reason behind well-trained 
and quality employees leaving the organization. Through this, the organization may improve its strategy and plan in order to decrease 
the turnover rate Chandrasekar, (2011). In order to communicate effectively, researchers also suggested that organizations should reduce 
their hierarchical Information sharing practices. Moreover, it was found that managers who are concerned with Information sharing 
practices in the organization increased the employee’s job satisfaction and self-esteem Dirks & Ferrin, (2001). The Information sharing 
practices system also influenced the productivity of employees where a good Information sharing practices system could increase 
organizational productivity Kim et al., (2012). Good internal Information sharing practices also helps in increasing the intention of 
employees to stay in the organization (Farrell, 2013). 
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Turnover Intention 
Intention is defined as "conducting something’s or bringing additional abilities with a particularly unique orientation, and with 

methods, objective, or strategy in the personal passion" (Govaerts et al., 2011). According to (Price, 2001), turnover intention is the 
approximate likelihood that an employee will sustain to work for an organization. Furthermore, it refers to the employee's intentional 
preference to work for the same organization (Mayer et al., 1995). The conceptual framework for this study is shown in the table below. 
 

Figure 1: Conceptual Framework 
Independent variable Dependent variable 

 

 
 
Impact Of Human Resource Practices on the Turnover Intention 

According to (Chand & Ranga, 2018) research, effective human resource practices such as education and training practices, a 
performance acknowledgement system, information sharing practices, authorization, and power were able to lower employees' intention 
to leave the organization, indicating that they were willing to stay with the same organization. According to (Frincke et al., 2007), 
training practices and development, as well as remuneration and recognition, had a positive relationship with turnover intention in the 
organization. However, (Hornsby & Kuratko, 2003a) asserted that only the incorporation of a job evaluation will influence an employee's 
plans to quit or turnover. 

 
Furthermore, (Nishii et al., 2008) stated that talented employees are willing to stay with the organization if management 

implements an appreciative learning and working environment. Factors associated with employee turnover intention are also important 
to management in order to develop strategies that may facilitate employees' intention to stay in the same organization (Narban et al., 
2016). Through the implementation of strategies, the subsequent costs associated with staff turnover, such as development and retention 
practices for new employees, can be reduced. Furthermore, (Anand, 2011) discovered that supervision, job training practices, and pay 
practices are important attributes that can contribute to the overall success and, as a result, reduce employee turnover intention. They 
furthermore explained that in order to reduce turnover and meet objectives, companies should consider job satisfaction and implement 
human resource practices in the workplace. These are likely to increase employees' desire to remain in the industry. (Karatepe, 2012) 
discovered that the quantitative and qualitative methods they used for their studies yielded different results. Work-life balance, training 
practices and development, constituent attachment, and culture all played a role in employee retention, according to the former method, 
which used a questionnaire distribution approach. They discovered that the prestige provided the learning environment, promotion and 
growth opportunities, and a sense of ownership, facilities, opportunities for socialization and recreational activities, international brand 
name and goodwill, teamwork and cooperation, and the ease of information exchange practices all helped contribute to employee 
retention. As a result, effective human resource practices should be implemented in order to increase employees' intent to stay or remain 
with their company. 
 
METHODOLOGY 

For this study, employees of four- and five-star hotels in jaipur were polled. The respondents worked in a variety of departments, 
including front desk, housekeeping, catering, food production, human resources, accounting, and more. A total of 20 hoteliers agreed to 
participate in the study. A total of 378 questionnaire sets were distributed to the target respondents, with a success rate of 75%. 
 
FINDINGS 

Gender, marital status, age, department worked in, time of quitting job, previous job, and length of service in the organization 
are among the demographic data shown in Table 2. There have been 116 men (51.3%) and 110 women (48.7%) among the 250 people 

Human Resource Practices:  

 

Recognition practices  

Competency development 

Information sharing practices 

Turnover intention 
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who responded. There were 118 respondents (52.2%) who were single and 108 responses were received (47.8%) who were married. 
Participants' ages were classified into four groups. 

 
The age range of 26-35 years was represented by 40.7 percent of respondents. Then came the 18-to-25-year-olds, who made 

up 31.3 percent of the total 62. 
 

Respondents and those aged 36-45 years (24.8%). It was found that only 16 respondents (7.5%) fell in the category of more 
than 45 years of age. 
 

Table 1: Respondent Summary 
Characteristics Frequency Percent (%) 
Gender:   
Male 116 51.3 

Female 110 48.7 

Marital Status:   

Single 118 52.2 
Married 108 47.8 

Age:   

18-25 62 27.4 
26-35 92 40.7 
36-45 56 24.8 
>45 16 7.5 

 
Relationship between Human Resource Practices and Turnover intention 

Correlation was used to see if there was a link between the independent and dependent variables. The purpose of this study was 
to see how strong the link between two variables was (Latukha, 2018). The correlation analysis revealed in Table 2 that all human 
resource practices were positively correlated to turnover intention, with a significant value of p 0.05. The correlation revealed that 
'Information sharing practices’ (r = 0.634, p 0.05) had the significant relation with employees' intention to leave, followed by 
'performance evaluation practices’ (r = 0.597, p 0.05). Recognition practices with turnover intention (r =0.414, p 0.05) had the lowest 
correlation. 

 
Table 2: Correlation Analysis among Human Resource Practices and Turnover intention 

Variable r p 
Recognition practices (REC) 0.414 0.000 
Training practices (TRAI) 0.546 0.000 

Compensation management practices 
(COMP) 

0.538 0.000 

Performance evaluation practices 
(PERF) 

0.597 0.000 

Competency development 
practices(CMP) 

0.584 0.000 

Information sharing practices (IMP) 0.634 0.000 
Note: p<0.05   

 
Multiple linear regression analysis was used to investigate the relationship between human resource practices and turnover 

intention. In this method, only one independent variable is used to predict the value of the dependent variable from the independent 
variable. The coefficient of determination (R2) indicates how much of the variance in the dependent variable can be explained by 
regression (Latukha, 2018). Table 3 shows the results of the regression analysis on human resource practices and turnover intention. 
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Table 3: Multiple linear Regression Analysis on Human Resource Practices and Turnover intention 

Variables Beta R² F Sig. 
Recognition practices 0.460 0.172 46.399 0.000 

Training practices 0.486 0.298 95.015 0.000 
Compensation 
management practices 

0.494 0.290 91.336 0.000 

Performance 
evaluation practices 

0.535 0.356 124.021 0.000 

Competency 
development practices 

0.578 0.341 115.968 0.000 

Information sharing 
practices 

0.528 0.383 150.879 0.000 

Note: Sig. < 0.05 
 
DISCUSSION 
Identification of Human Resource Practices 

Individual employee turnover rates were calculated by having respondents answer the question "How often times have you 
leave your job in the last six years?" as part of their demographic profile information. More than half of those polled said they had never 
quit their jobs in the previous five years, implying that the majority of them had been working in their respective hotels for more than 
five years (33.7 percent) or had decided to work there within six years. Because experience is appreciated more than education in the 
hotel industry, candidates with better qualifications are frequently hired at entry level positions and encouraged based on performance 
(Sheth & Dubey, 2016). Information sharing practices were ranked first as the most commonly used human resource practice in the 
hotel industry, implying their importance and necessity. According to Chew et al., (2006), information sharing practices in a hotel are 
important because the system's effectiveness determines the organization's success. On the one hand, the findings of this study suggested 
that training practices for development were always carried out for hotel employees, as training practices were the second most 
commonly used practice. Practices that are already being implemented, according to (Hornsby & Kuratko, 2003b), should include 
training practices. As a result, it can be concluded that training practices are often managed to carry out in the hotel industry. 
 
Relationship between Human Resource Practices and Turnover intention 

All of the human resource management practices variables were positively correlated with turnover intention and significant 
when the p value was less than 0.05, according to the findings. As a result, it was discovered that each of the six practices examined 
(recognition, training, compensation management, performance evaluation, competency development, and information sharing) had a 
significant relationship with the likelihood of turnover. This means that human resource management practices can have an impact on 
employees' intentions to leave and work in their current hotels. As a result, it's reasonable to conclude that the more satisfied employees 
are with the practices and techniques, the more likely they are to leave. The use of information sharing practices has been shown to have 
a significant impact on employee turnover. According to the results of a linear regression analysis, information sharing practices have 
the highest R*2, at 0.40, revealing that they have more predictive power to explain employees’ turnover intention than other practices. 
Employees can express their thoughts, culture, opinions, and other factors through good information sharing practices systems, which 
may reduce an employee's desire to leave (Chand & Ranga, 2018). Other practices in this study that had a significant impact on employee 
retention included recognition and compensation management. Organizations should focus more on employee recognition practices in 
order to identify and employ human resources who are more likely to stay with the company. In terms of compensation management 
practices, (Delmestri & Walgenbach, 2005) found that pay rates and benefits that were comparable to competitors helped to retain high-
quality employees, lowering employee turnover intentions. 

 
Furthermore, according to research, training practices have a significant relationship with the intention of employees to leave 

the company (Haneberg, 2005). Employee turnover intentions would increase, if training practices resulted in increased productivity, 
which would indirectly increase employee salaries (Walsh & Taylor, 2007) claimed that performance evaluation practices could reduce 
the likelihood of hotel employees leaving. Employees who are happy with their appraisal feedback, such as their job performance, have 
a higher level of job satisfaction and commitment to their company (Poulston, 2008). 
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According to the findings of this study, the more satisfied employees were with the performance review, the higher their 
turnover intentions the organization, which would result in greater organizational commitment. Previous research has found positive 
significant relationships between and turnover intention (Cho et al., 2006), which this study affirmed. (Solnet & Hood, 2008) found a 
link between competency development practices and turnover intention. Employees would leave hotels if they felt insecure in their jobs, 
so competency development practices are critical in an organization. 
 
CONCLUSION 
 The hotel management is usually in charge of her practices for the employees. Established practices are essential because a 
successful practice can give an organization a competitive advantage in the industry. This study had three goals: How can the problem 
of turnover intention are solved? Can human resource practices for employee development solve the problem of turnover intention? Is 
there a link between human resource practices and turnover intention? The most commonly used human resource practices in the 
JAIPUR hotel industry are information sharing practices and training practices. This finding is in line with (Chan & Kuok, 2011). 
 
LIMITATIONS 

This study had a number of limitations. To begin with, because the study is being conducted on 4- and 5-star hotels, there may 
be significant differences in employee attitudes among 4- and 5-star hotel employees. As a result, the outcome will be less precise. If 
the research was conducted on hotels with the different star rating, the outcome could be more accurate. Another constraint was indeed 
the communication problem. Due to time constraints, some hotels have been unable to participate. This has the potential to reduce the 
study's accuracy. Due to time constraints, it was not possible to collect data at the essential stage. 
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