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Abstract

India’s unique culture and heritage attract travelers, resulting in a tremendous expansion in
the tourism sector in recent years. As key partners in the tourism business, travel
organizations promote destinations to tourists. Travel agency personnel produce, market,
and sell vacation packages to tourists. Employees must be efficient to generate and market
tourist travel packages. Many variables affect staff productivity, including “employee
engagement”. Employee engagement is the most talked-about topic across industries
worldwide, and companies are doing intense research to measure and understand employee
engagement. Academic research is also evolving, but research on employee engagement in
travel organizations in India is limited. This research measures employee engagement in
travel organizations and examines if demographic parameters like gender, age, and tenure
affect engagement.
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1. INTRODUCTION

Families and companions travel, making tourism friendly. UNWTO defines tourism as "the
exercises of people traveling to and satisfying in places outside their standard climate for not
more than one successive year for recreation, business and different purposes not connected
with the activity of a movement compensated from within the spot visited". The travel and
tourism industry offers types of assistance. Travel and tourism includes transportation, food
administrations, lodging, social administrations, amusement and the executives, Vvisit
administrators and travel organizations, show administrations, and a lot more vacationer
administrations (tourism hardware, visa processing and issuance). Just ideal interaction
between these sectors gives sightseers a "travel insight”. Travelers should manage
intermediaries all through. According to 2014 World Travel and Tourism Chamber (WTTC)
gauges, India's travel and tourism industry produced 6.2% of Gross domestic product and
4.9% of jobs in 2013. This industry increases worldwide Gross domestic product and
employment. It contributed 9.5% of Gross domestic product and 8.9% of employment in
2013.
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1.1. Travel Trade

The Ministry of Tourism, Legislature of India, groups travel exchange as travel
organizations, inbound and homegrown visit administrators, experience visit administrators,
and vacationer travel administrators. Visit administrators, who are wholesalers, offer their
bundles to travel organizations, who are retailers. Travel organizations are private retailers or
administration offices that sell tourism-related administrations in the interest of airlines,
vehicle rental organizations, lodgings, trains, journey lines, and bundle visits.

1.2. Human Resources in Travel Trade

Travel firm faculty are significant since they serve clients. Past expert abilities and
experience, laborers' excitement and commitment to work and association are imperative to
tourism. Just blissful, persuaded employees can give great work and client care. Tourism
laborers might influence administration quality and corporate culture. In this way, travel
firms should select devoted, excited staff at all levels. The HR chief should enlist and spur
employees.

1.3. Research objectives
* Understand the notion of employee engagement.
* Assess employee engagement in travel organizations.

» Assess the impact of demographic parameters (e.g., gender, age, tenure) on employee
engagement

2. LITERATURE REVIEW

Dhar, R. L. (2015)The review examined employee perspectives in Indian traveler lodgings,
focusing on training potential open doors and their effect on visitor administration. An
integrated model was created, revealing areas of strength for a between training openness,
backing, benefits, and organizational commitment. The findings propose expected reasonable
applications in the neighborliness industry.

Dajani, D. M. A. Z. (2015)Employee engagement has turned into a famous administrative
develop as of late, however there is an absence of scholarly examinations on it, particularly in
emerging economies like Egypt. This exploratory review plans to distinguish key drivers of
employee engagement and its effect on job performance and organizational commitment
using social trade hypothesis. The review, led on 245 bank employees in Cairo, observed that
administration and organizational equity were the main drivers of engagement. Employee
engagement altogether affected job performance however less on organizational commitment.

Garg, and Dhar(2014)The review examined factors affecting lodging employee
commitment and its effect on help quality. Information from 36 little and medium lodgings in
Delhi-NCR was broke down using SPSS large scale. Results showed organizational
commitment intercedes job pressure, pioneer part trade, and saw organizational help,
decidedly influencing administration quality.
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Sharon and Vijayalakshmi (2021)The review examines the effect of balance between fun
and serious activities ascribes on employee commitment in the training sector. It utilizes
Exploratory Variable Examination to dissect information from 480 respondents. The findings
propose that variables, for example, working climate, dynamic power, individual job, work
backing, and struggle altogether influence employee commitment. HR supervisors ought to
zero in on these elements.

3. RESEARCH METHODOLOGY

This study surveyed 100 employees in Delhi-based travel organizations, using both
primary and secondary sources. Data was collected through a survey method and
secondary sources. The questionnaire included demographic factors and employee
engagement, measured on a five-point Likert scale. The cronbach alpha was found to be
good, indicating good reliability in the study.

Table 1 Table 1 shows the overall cronbach alpha value of employee engagement, while
Table 2 displays the alpha value of employee engagement sub-dimensionally.

Table 1:Employee Engagement Reliability Statistics.

Cronbach’s Alpha Cronbach’s Alpha Based on No. of Items
0.984 Standardized Items 10
0.984

Table 2:Employee Engagement subdimension reliability statistics.

Employee Engagement No. of items Cronbach’s Alpha
Intellectual Engagement 5 0.920

Social Engagement 3 0.850
Affective Engagement 2 0.920

4. DATA ANALYSIS

The demographics of 100 samples The mean scores for three employee engagement factors
(IE, SE, AE) from a 100-person sample are shown in Table 3. No values are missing in the
data. The typical scores for IE, SE, and AE are 3.70024, 3.4571, and 3.84571. Providing the
standard error of the mean for these aspects shows the precision of the sample mean
estimations. Each facet's standard deviation (S.D.) values show variability.

Table 4 shows the mean Employee Engagement score with 100 samples and no missing
values. The mean score is 3.6487, with an SD of 0.99458 and a mean error of 0.84511.

Table 3:Average score of 3 employee engagement factors

IE SE AE

N 100 100 100
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Valid 0 0 0
Mean Missing 3.70024 3.4571 3.84571
Std. Error of 0.9745 0.07459 0.88457
mean
S.D. 1.197458 0.91425 1.08459

Table 4:Average employee engagement score

N Valid missing 100
0
Mean 3.6487
Standard error of mean 0.84511
SD 0.99458

Table 5:Comparison of gender and three employee engagement subdimensions.

Gender N Mean SD Std. Error
Mean
IE Male 50 3.7458 1.20365 0.13354
Female 50 3.5154 1.14587 0.14360
SE Male 40 3.5798 0.95478 0.10564
Female 60 3.3015 0.86487 0.10564
AE Male 70 3.2482 1.054781 0.11454
Female 30 3.7458 1.12475 0.13547

Table 5 shows gender disparities in employee engagement subdimensions IE, SE, AE. Males
have a mean IE score of 3.7458 with a standard deviation of 1.20365, while females have
3.5154 with 1.14587. In the SE dimension, males have a mean of 3.5798 and a standard
deviation of 0.95478, while females have 3.3015 and 0.86487. Males have a mean AE score
of 3.2482 and a standard deviation of 1.054781, while females have 3.7458 and 1.12475. The
standard error of the mean for each group shows the precision of the mean estimates among
gender groups for each employee engagement sub-dimension.

5. CONCLUSION

This research helps explain the evolution of "employee engagement™ and the many writers'
perspectives on it. Reviewers also stressed the importance of managers engaging staff.
Tourism is the only industry rising quickly and contributing significantly to the economy.
Companies' success or failure rely heavily on its workers. All organizations depend on their
employees, therefore they must be devoted, pleased, and engaged. According to the statistics,
travel company employees are more engaged, but organizations must take steps to sustain this
engagement level for effective growth. Organizations must consider demographic aspects like
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gender, age, and tenure since engagement levels are similar. Travel companies must take
steps to attract and retain engaged employees as employee engagement becomes the
buzzword across all sectors.
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