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Abstract 

The tourism and hospitality are still in the nascent stage in the state of Odisha. Tourism is a highly labour intensive sector and has 

the potential to generate high employment growth through a mix of activities. It is the accommodation sector that amalgamates 

with a host of other employment generating sectors through back and forth linkages to maximise tourist satisfaction through 

competent human resource. Therefore, practices of good human resources can be considered as an alternative approach for the 

growth of tourism sector. Hence, is it considered that low pay, low career opportunity, poor employment conditions, low job 
security, etc are the issues prevalent in accommodation industry. This paper studies the key factors associated with turnover  of 

employee in the accommodation sector in Odisha. The study has made a conscious attempt to discover aspects as perceived by the 

employees and employers as important for them to retain employment in the accommodation sector. Factor Analysis and Paired 

‘T’ tests were carried out to find out the veracity of the hypotheses taken under the study. 
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Introduction 

Employees are the reason for any organisation’s growth and 

success rate. According to modern school of thought by 

human resource experts, the most valuable assets an 

organisation can have is the human capital [30]. The human 

architects have become the competitive advantage and is very 

difficult to duplicate them in any form or manner [37]. Any 

person who has agreed to offer service in exchange for money 

is considered to be an employee for that particular 

establishment or organisation [28]. Various researchers have 

studied on employee turnover [24]. They are done extensive 
research on why employees leave their jobs and reasons 

behind their leaving the jobs. According to them the reasons 

could be low pay, poor career prospects, work-life balance due 

to hectic and erratic schedules, etc., [24].  

Employee turnover has always been a major concern for 

hospitality industry for years and shall continue to be 

imperative as it affects employee morale, quality of service, 

and hotel business [24]. One of the major benefits of the 

hospitality industry is that it provides employment due to its 

sectors such as travel agencies, tour operators, transportation, 

accommodation, food and beverage, etc., which require a rich 
and varied skills and competencies. The [46] indicates that, 

employment in tourism and hospitality was estimated to be 

over 230 million jobs and over ten percent of the gross 

domestic product worldwide by 2007. Various studies suggest 

that there is a positive relationship between employee 

satisfaction and customer satisfaction [3, 25, 39, 44]. One of the 

reasons for organisations’ success is their ability to manage 

efficiently and quickly to satisfy the needs and wants of the 

customers [17]. 

In order to meet the growing demand of tourists for 

accommodation, Government of Odisha accorded industrial 

status to the hotel sector for the first time in the country so as 

to attract investors to increase the capacity of hotel rooms and 

beds at tourist centres in 1980. It provided provided land and 

financial support for the hoteliers like Oberoi, Taj, Swosti, 

Prachi group of hotels and other entrepreneurs to build all 

categories of hotel in the state. Hotel and Restaurant 

Association of Orissa (HRAO) was established in 1985, which 

is the largest body made up of tour operators and travel 

agents, travel trade owners and professionals’ hotels and 

tourism educational institutions in Odisha. The members of 

the association operate in close cooperation with each other 
with one common motive of promotion of tourism industry of 

Odisha.  

The Government of Odisha is giving high priority to the 

development and promotion of both tourism and hotel 

industry. As there was a shortage of skilled manpower in 

Odisha, hotels during their initial stage had no other options 

but to recruit employees from other States. Most of the 

recruitments were in managerial positions, especially, in the 

areas like Front Office, Food Production and Food and 

Beverage Services (Data collected from HR records of various 

standard Hotels of Bhubaneswar, Odisha). The data revealed 
that 40% of the recruitments were from West Bengal, 15% 

from Uttar Pradesh and 10% from Southern States. With the 

growing need of manpower in hotel industry, the State 

Government of Odisha introduced a 3 years Diploma Course 

in Hotel Management & Catering Technology and the 

Institute was renamed as "State Institute of Hotel 

Management" in 1981. The Institute was further upgraded to 

the national level by the Government of India and was named 

as "Institute of Hotel Management Catering Technology & 

Applied Nutrition" in the year 1984. It started its full-fledged 

programs like Diploma and Degree in Hotel Management and 
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Catering Technology. Students from the various parts of the 

country joined in this Institute and eventually, hotel industry 

in Odisha could address the manpower shortage issues. 

Employee retention as of today is a major issue in the 

Accommodation Sector of Odisha which is directly affecting 

the Hotel Business as well as the growth of Tourism. The 

important possible factors that affect the employee retentions 

are better career opportunities in other Metros, Compensation 

and benefits, family issues, working environment, job 
satisfaction and recognition. 
 

Literature Review 

A voluntary move by any organisation to engage its 

employees on a long-term basis for the betterment and 

creating an environment of trust and cohesiveness is through 

retention policy it adopts.  
According to [9], this association should be able to create a 

bond between the employees and the organisation by infusing 

values and a sense of comradeship [21], work-life balance, 

subordinate and superior relationship, peer to peer 

relationship, lack of training [40, 6, 11], peer and supervisor 

relationship [14] cultural context [38], rewards [20], seasonality of 

business and nature of jobs [19, 12, 27, 29, 45]. Having control over 

these factors can possibly help the hospitality industry to grow 

and prosper [4, 5, 8] from high turnover cost [11]. 

Compensation plays significant role in attracting and retaining 

good employees specially those employees who give 
outstanding performance or unique skill which is 

indispensable to the organization. Several studies have pointed 

out the impact of employee compensation, rewards and 

employee relation on turnover and retention [2, 10, 16, 22, 31, 36, 43]. 

Financial and non-financial payments are nothing but benefits 

received by an employee which are positively linked to 

retention [35, 13, 23]. According to [41], recognition from 

superiors, team members, co-workers and customer enhances 

loyalty. Employee participation in effective decision making 

is also important [12, 15]. Job satisfaction is a set of feeling and 

emotions with which employees view their work that result 

from the perception that a job allows for the fulfilment of job 
values for the job holder [32, 7, 42] indicating that career 

development plan for the employees play a vital role in the 

retention of employees.  

The other factors that may help to reduce turnover rate of the 

organizations as [33], suggested are vphysical environment of 

the work place, that effects the performance level, motivation 

and satisfaction of the employees. Employee benefits 

provision (2010).Research also recognizes that organization 

whose support their employee in integrating between family 

responsibilities and work reduce the employee intention 

regarding leave the job [1]. [34] opined that, flexible work 

arrangement as a very important part of work-life balance that 

plays pivotal rule in the retention of employees. 

 

Objectives of the Study 
 To explore the reasons behind employee turnover in 

classified hotels of Odisha  

 To explore key employment-related issues which could 

prove useful in reducing employee turnover rate and 

possibly identify employment traits or characteristics 

which would increase retention. 

 

Research Methodology 

The study relies on both secondary and primary data. The 

secondary data sources are publications of the tourism 

industry available from multiple sources including books, 
journals, brochures, reports, and the Internet. The primary data 

were gathered from (Executives and employees) of the 

classified hotels of Odisha. Data were collected from the HR 

department of various classified Hotels. For the purpose of the 

study 100 respondents from 10 hotels consisting of 35 

executives and 65 non-executive categories of employees 

were interviewed.  

 

Sampling 

A sample survey of 200 numbers of respondents from 10 

classified hotels were taken. Out of which 100 numbers were 
Employers and 100 numbers were employees. A total of 200 

questionnaire were initially administered. 

 

Measurement 
The variables of employee retention factors was measured in 5 

point Likert Scale format ranging from 1- ‘Strongly Disagree’ 

to 5 ‘Strongly Agree’. 
 

Method of Analysis 

Prior to hypothesis testing, Factor analysis was initially 

undertaken for the study using a co-variance Matrix as input 

to test the factors to evaluate the distinctiveness of the 

measures used in this study. The research hypotheses were 

subsequently tested using t-test. 
 

Table 1: Total Variance Explained 
 

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 1.533 19.161 19.161 1.533 19.161 19.161 

2 1.328 16.602 35.763 1.328 16.602 35.763 

3 1.257 15.716 51.478 1.257 15.716 51.478 

4 1.097 13.716 65.194 1.097 13.716 65.194 

5 .916 11.454 76.649    

6 .812 10.151 86.800    

7 .547 6.834 93.634    

8 .509 6.366 100.000    

Extraction Method: Principal Component Analysis. 
The table – 1 shows the out of eight variables of employee retention factors only the four factors are extracted. 65% of data is variable and 35% is 
invariable. 
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Table 2: Component Matrixa 

 

 
Component 

1 2 3 4 

Salary and Reward .274 .501 -.436 .052 

Compensation -.063 .586 .534 .003 

Stress at Work Place .396 .204 -.187 .667 

Job satisfaction -.727 .118 -.118 .467 

Motivation .437 .527 -.150 -.443 

Career opportunity .204 .083 .842 .153 

Work Environment .298 -.573 .044 -.190 

Professional and Nonprofessional Tussle .670 -.256 .032 .419 

Extraction Method: Principal Component Analysis. 

a. 4 components extracted. 
 

The table - 2 shows the out of eight variables of employee 
retention factors only the four factors are extracted, they are 

professional and nonprofessional tussle which contribute as 

the most important factors for employee retention followed by 

motivation, stress at work place and work environment. 

 
Table 3: Mean Overall Employee’s Perception towards Employee 

Retention 
 

Sl. No. Employee Perception Mean 

1 Salary and Reward 1.83 

2 Compensation 2.47 

3 Stress at Work Place 3.13 

4 Job satisfaction 3.55 

5 Motivation 2.60 

6 Career Opportunity 2.74 

7 Work Environment 3.77 

8 Professional and Nonprofessional Tussle 2.32 

9 Grand Mean Index 2.8 

 

As would be seen from the above Table - 3, employee 

perception is high with their job though not to an optimum 

level. The overall mean perception index score is 2.8. This 

means that they are satisfied with their jobs up to 80 per cent 

level. However, there are some attributes like “Salary and 

Reward”, ‘Compensation’, ‘Career opportunity’, ‘motivation’ 

and ‘professional and nonprofessional tussle’ in which 

thelevel of dissatisfaction is high. The one area with which 

they are most dissatisfied is their “Salary and Reward” (Mean 

– 1.83); and another aspect with which they are least reactive 

towards the Work environment (Mean – 3.77). 

This table indicated the employer’s perception level towards 

the employee retention with the similar factors as perceived by 

the employees. The Mean is calculated and presented in the 

table. 

 
Table 4: Mean Overall Employer’s Perception towards Employee 

Retention 
 

Sl No. Employer Perception Mean 

1 Salary and Reward 3.56 

2 Compensation 3.81 

3 Stress at Work Place 3.60 

4 Job satisfaction 3.55 

5 Motivation 3.40 

6 Career Opportunity 3.56 

7 Work Environment 3.82 

8 Professional and Nonprofessional Tussle 3.88 

9 Grand Mean Index 3.64 

 

In Table – 4, the Perception level of employer is more than 

moderate. The grand mean index score of 3.64 implies that 
employer’s perception to a larger extent is up to a maximum 

level. To find out whether the differences were statistically 

significant or not, a paired‘t’ test was employed. The results of 

this test are presented in the Table.  

 

Hypothesis I proposed that are significant differences in the 

employee perception and employer’s perception with regard to 

Factors contributing to Employee Retention. In order to 

evaluate the differences paired sample t-test was conducted. 

 
Table 5: Paired Samples Statistics 

 

 Mean N 
Std. 

Deviation 

Std. Error 

Mean 

Pair 
1 

Employers 3.6663 8 .16431 .05809 

Employee 2.808750 8 .6415926 .2268372 

 

Paired Samples Test 

 

Paired Differences 

t df 
Sig.  

(2-tailed) Mean Std. Deviation Std. Error Mean 
95% Confidence Interval of the Difference 

Lower Upper 

Pair 1 Employers - Employee .8575000 .6227072 .2201603 .3369037 1.3780963 3.895 7 .006 

 

The result is summarised in Table – 5 shows that the Sig. (2- 

Tailed) value is 0.006. This value is less than .05. Because of 
this we can conclude that there are significant difference in 

Employees and Employer’s perception towards the factors 

contributing to employee retention. 

 

Hypothesis II: Proposed that there are significant differences 

in the employee perception and employer’s perception 
towards salary and reward as a factor for employee retention. 

In order to evaluate the differences paired sample t-test was 

conducted. 

Table 6: Salary and Reward 
 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Salary and Reward (Employers) 3.56 99 1.255 .126 

Salary and Reward (Employees) 1.83 99 .893 .090 
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Paired Samples Test 

 

Paired Differences 

t df 
Sig.  

(2-tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval 

of the Difference 

Lower Upper 

Pair 
1 

Salary and Reward (Employers) - Salary 
and Reward (Employees) 

1.727 1.504 .151 1.427 2.027 11.428 98 .002 

 
The result is summarised in Table – 6 the Sig. (2- Tailed) 

value is 0.002. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 

between the mean towards the perception of salary and reward 

by employers and employees. Employees perceive that they 

get less Salary and reward whereas the employers perceive 

that the employees are well paid. 

 

Hypothesis III proposed that there are significant differences 

in the employee perception and employer’s perception 

towards Compensation as a factor for employee retention. In 

order to evaluate the differences paired sample t-test was 

conducted. 

 
Table 7: Compensation 

 

Paired Samples Statistics 

 Mean N 
Std. 

Deviation 

Std. Error 

Mean 

Pair 
1 

Compensation 
(Employers) 

3.81 99 1.085 .109 

Compensation 
(Employees) 

2.47 99 1.082 .109 

 
Paired Samples Test 

 

Paired Differences 

t df 
Sig. (2-

tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval 

of the Difference 

Lower Upper 

Pair 

1 

Compensation (Employers) - 

Compensation (Employees) 
1.333 1.552 .156 1.024 1.643 8.549 98 .002 

 

The result is summarised in Table – 7 the Sig. (2- Tailed) 

value is 0.000. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 
between the mean towards the perception of Compensation by 

employers and employees. Employees perceive that their 

compensation package is not up to their expectation, whereas 

the employers perceive that the employees are well 

compensated. 

 

Hypothesis IV proposed that there are significant differences 
in the employee perception and employer’s perception 

towards Stress at work Place as a factor for employee 

retention. In order to evaluate the differences paired sample t-

test was conducted. 

 
Table 8: Stress at Work Place 

 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Stress at Work Place (Employers) 3.60 99 1.277 .128 

Stress at Work Place (Employees) 3.13 99 1.122 .113 

 

Paired Samples Test 

 

Paired Differences 

t df 
Sig.  

(2-tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval of 

the Difference 

Lower Upper 

Pair 
1 

Stress at Work Place (Employers) – 
Stress at Work Place (Employees) 

.465 1.606 .161 .144 .785 2.879 98 .005 

 

The result is summarised in Table – 8 the Sig. (2- Tailed) 

value is 0.005. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 

between the mean towards the perception of Stress at work 

place by employers and employees. Employees perceive that 

their job is very stressful, whereas the employers perceive that 

the employee’s work place is less stressful. 

Hypothesis V proposed that there are no significant 

differences in the employee perception and employer’s 

perception towards Job Satisfaction as a factor for employee 

retention. In order to evaluate the differences paired sample t-

test was conducted 
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Table 9: Job Satisfaction 
 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Job satisfaction (Employers) 3.70 99 1.305 .131 

Job satisfaction (Employees) 3.55 99 1.248 .125 

 

Paired Samples Test 

 

Paired Differences 

t Df 
Sig.  

(2-tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval of 

the Difference 

Lower Upper 

Pair 
1 

Job satisfaction (Employers) - Job 
satisfaction (Employees) 

.152 1.809 .182 -.209 .512 .833 98 .407 

 

The result is summarised in Table – 9 the Sig. (2- Tailed) 

value is 0.407. This value is greater than .05. Because of this 

we can conclude that there is a statistically no significant 

difference between the mean towards the perception of Job 

satisfaction by employers and employees.  

Hypothesis VI proposed that there are statistical insignificant 

differences in the employee perception and employer’s 

perception towards Motivation as a factor for employee 

retention. In order to evaluate the differences paired sample t-

test was conducted. 

 
Table 10: Motivation 

 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Motivation (Employers) 3.40 99 1.772 .178 

Motivation (Employees) 2.60 99 .957 .096 

 

Paired Samples Test 

 

Paired Differences 

t df 
Sig.  

(2-tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval of 

the Difference 

Lower Upper 

Pair 
1 

Motivation (Employers) -
Motivation (Employees) 

.808 2.074 .208 .395 1.222 3.878 98 .002 

 

The result is summarised in Table – 10 the Sig. (2- Tailed) 

value is 0.002. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 

between the mean towards the perception of Motivation by 

employers and employees. Employees perceive that are not 

motivated, whereas the employers perceive that the employees 
are well motivated. 

Hypothesis VII proposed that there are significant differences 

in the employee perception and employer’s perception 

towards Career Opportunity as a factor for employee 

retention. In order to evaluate the differences paired sample t-

test was conducted. 

 
Table 11: Career Opportunity 

 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 Career Opportunity(Employers) 3.56 99 1.272 .128 

Career opportunity (Employees) 2.74 99 1.046 .105 

 
Paired Samples Test 

 

Paired Differences 

t df 
Sig.  

(2-tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval of the Difference 

Lower Upper 

Pair 1 
Career Opportunity (Employers) – 
Career opportunity (Employees) 

.818 1.656 .166 .488 1.148 4.916 98 .002 

 

The result is summarised in Table – 11 the Sig. (2- Tailed) 

value is 0.002. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 

between the mean towards the perception of Career 

Opportunity by employers and employees. Employees 

perceive that are their career opportunities are not good 

whereas the employers perceive that the employees get good 

career opportunities. 

 

Hypothesis VIII proposed that there are no significant 
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differences in the employee perception and employer’s 

perception towards Work Environment as a factor for 

employee retention. In order to evaluate the differences paired 

sample t-test was conducted. 

 
Table 12: Work Environment 

 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Work Environment (Employers) 3.82 99 1.232 .124 

Work Environment (Employees 3.77 99 1.141 .115 

 

Paired Samples Test 

 

Paired Differences 

t df 
Sig. (2-

tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval of 

the Difference 

Lower Upper 

Pair 
1 

Work Environment (Employers) 
Work Environment (Employees 

.051 1.521 .153 -.253 .354 .330 98 .742 

 

The result is summarised in Table – 12 the Sig. (2- Tailed) 

value is 0.742. This value is greater than .05. Because of this 

we can conclude that there is no statistically insignificant 

difference between the mean towards the perception of Work 

environment by employers and employees. 

Hypothesis IX proposed that there are significant differences 

in the employee perception and employer’s perception 

towards Professional and Nonprofessional Tussle as a factor 

for employee retention. In order to evaluate the differences 

paired sample t-test was conducted. 

 
Table 13: Professional and Nonprofessional Tussle 

 

Paired Samples Statistics 

 Mean N Std. Deviation Std. Error Mean 

Pair 1 
Professional and Nonprofessional Tussle (Employers) 3.88 99 1.189 .119 

Professional and Nonprofessional Tussle (Employee) 2.38 99 1.184 .119 

 

Paired Samples Test 

 

Paired Differences 

t df 
Sig. (2-

tailed) Mean 
Std. 

Deviation 

Std. Error 

Mean 

95% Confidence Interval 

of the Difference 

Lower Upper 

Pair 
1 

Professional and Nonprofessional Tussle (Employers) 
Professional and Nonprofessional Tussle (Employee) 

1.495 1.781 .179 1.140 1.850 8.353 98 .002 

 

The result is summarised in Table – 13 the Sig. (2- Tailed) 

value is 002. This value is less than .05. Because of this we 

can conclude that there is a statistically significant difference 

between the mean towards the perception of professional and 

nonprofessional tussle by employers and employees. 

 

Summary of the results 

The summary of the results is discussed in the following. We 

conducted a comparison between the perception of employees 

and employers towards the factors contributing in retention of 

employees in hotels in Odisha. From the results, we may see 
that there are eight variables in the research questionnaires 

which were distributed to employers and employees in various 

star category hotels in Odisha. After a data acquisition in 

SPSS, it is found that the employees’ perception towards 

factors such as salary & reward, compensation, stress at work 

place, working with co-workers, motivation, career 

opportunity and professional and non-professional tussle were 

the major contributor of employee turnover in hotels.  

 

Conclusion 

From the inception of hotel business, employee turnover has 

been a major issue in Odisha. These alarming issues not only 

affect the hotel enterprises but also growth and development 

of tourism industry in the State. This means that compensation 

is a major factor that employees consider when making the 

decision to leave or remain in an organisation. Due to the 

increase in sudden rise of global economy, the per capita 

income has also increased considerably and the prices of vital 

commodities like transportation, food, accommodations etc. 

have hiked. In this respect, Hotel and Restaurant Association 

of Odisha (HARRO), an apex body should take into 

consideration this important matter to meet the employee’s 
expectation leading to better practices of hotel business as 

well as to sustain thetourism and hospitality in the State. Due 

to the globalization and technological advancement, people 

get ample opportunity to explore in different places rather than 

their home town. Therefore, in this study, the factor better job 

opportunity also occupies a significant place. It is very 

important for management to develop a retention strategy that 

addresses employee compensation and job satisfaction as 

major factors. This means that management should be able to 

create a total reward structure that includes more than just 

compensation. Compensation and benefits package of 
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employees should be lucrative so that it attracts the valued 

employees to remain in the organization.  
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