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Abstract:

Purpose: Tounderstand the concept of employee engagement in the context of hospitality industry and to study
how effective it is on opinion index, in the present competitive environment.

Research Design/Methodology: The study was done based on the purposive sampling technique method and
gathered 310 respondents through structures Questionnaire. The inference drawn from the One Way ANOVA.
Findings: The study found that, it tends to be seen that all the ten factors of opinion index have a huge positive
relationship with the age of the respondents as the mean qualities are over satisfaction levels.

Originality/Value: This is first attempt to exploratory analysis on age of Employees of Employee Engagement
on Opinion Index at Hospitality Industry
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Introduction

It is the level of obligation and commitment that an employee feels towards his or her organisation and its
characteristics that is measured by employee engagement. An agent's positive or negative energetic association
with their work, partners, and affiliation can be measured, and the level of this association has a significant
impact on their ability to learn and perform at their place of employment. Employee responsibility manifests
itself in a variety of shades and arranged definitions, as it is widely acknowledged that it clearly combines a
horrendously basic yet diverse layers and shades that increase its unpredictability while remaining horrendously
basic. Because levels of interest vary from one member of staff to another in an organisation, the significance of
engagement and the way in which one characterises it will differ depending on his or her job, association,
singular fulfilment, and surprisingly close to home joy in different situations. The culture of organisational
scholars has had an impact on organisational performance for the last three centuries, according to research. In
contrast, it is widely acknowledged that culture operates on a variety of different levels.

Literature Review

Mortimer (2010), explained that there are a variety of factors that keep employees involved and motivated in
their jobs, such as quality initiative, regard for businesses, motivators, and professional stability, among others.
It is necessary for the organization's supervisor to hire labourers who are respectful and responsible in their
work. A safe and beneficial working environment can increase the profitability of labourers while also
motivating them to participate in authoritative action. Thompson (2009),it was discovered that it is difficult for
human resource managers to hire talented labourers and place them in the best possible position based on their
experience and mastery, as well as to include them in their positions. Representatives should be enthralled by
the way their job is completed and should be open to new ideas. Positive ideas, a stable corporate environment,
human activities, and an inspiring disposition to authoritative life all imply that labourers are enthusiastic about
their jobs and their carecers. Dicke, et al. (2007),revealed how a commitment impacts the undertaking at
different scales, including the miniature and large-scale levels, under different headings to achieve successful
results, the Manager must be aware of the organization's strengths and weaknesses, and he or she must find a
way to mitigate the shortcoming.

Research Gap

From the literature survey, it has been discovered that there are no recognised examinations in India for
employee engagement in the hospitality industry. As a result, employee engagement in the hospitality industry
was taken into consideration for my research project.

Objectives of the Study

1. To study the impact of age of employees of employee engagement in hospitality industry.

2. To offer suggestions and strategies for further improvement of employee engagement in the context of
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hospitality industry.

Hypothesis of the Study
1. There is a significant relationship between opinion index and demographic factors (age).

Research Methodology
Reliability: The alpha scale technique was used for reliability analysis for opinion index measurement.
Sample Size: 310 respondents
Sample Technique: Purposive Sample Technique
Data: Primary Data was gathered form 310 respondents through structures questionnaire.
Data Analysis & Interpretation
The alpha scale technique was used for reliability analysis for opinion index measurement.

S. No Dimensions Alpha Statements / Variables

1 Opinion Index 0.851 10

Source: Primary Data

From the alpha, we came to know that the statements are mentioned in the questionnaire are understood by the
respondents.

Hypothesis: There is a significant relationship between opinion index and demographic factors (age)
Mean values associating Opinion Index and age

SL . 26-35 36-45

No. Variables 20-25 Years Years Years Average

1 I see .ho'w my ogcupatlon adds to 483 470 473 475
accomplishing key bearings.

) I have the fundamental aptitudes to add to 492 433 417 497
nonstop improvement endeavours.

3 My Superlqr qubly defies issues before they 467 467 420 462
become serious issues.

4 My organization is light-footed in reacting 450 443 460 447
to employee needs.

5 I have career discussions with my Superior. | 4.25 4.76 4.72 4.58

6 I gtudy the actions and focuses for our 459 438 430 4.45
objectives to make upgrades.
I have caused changes in my work during

7 the latest year to improve steadiness and | 4.26 4.63 4.63 4.50
finish.
My administrator is requesting my

8 contribution on the improvement of | 4.58 4.42 4.03 4.44
departmental goals.

9 My Superior provides useful performance 445 453 462 451
feedback.

10 I acknpwledge how my work prompts 464 457 457 459
improving fundamental adequacy.

Average 4.50 4.54 4.46 4.52

Source: Primary Data

It has been revealed that a graphic insight into the relationship between the opinion index and the age of the
respondents has been revealed. According to the findings of the study, respondents in the age group of 26-35
years have a stronger relationship, with a mean estimation of 4.54, followed by respondents in the age groups of
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20-25 years (4.50) and 36-45 years (4.50). (4.46). When comparing respondents from different age groups, it
has been discovered that those between the ages of 20 and 25 years are more closely associated with the opinion
index factors. Respondents between the ages of 20 and 25 years old were particularly enthusiastic about one
variable: ' see how my occupation contributes to accomplishing key objectives,” which received an average
rating of 4.83 out of 5. My superior successfully defies issues before they become serious issues' and 'l
acknowledge how my work prompts improving fundamental adequacy' are the second and third exceptionally
appraised factors, respectively, with mean estimations of 4.67 and 4.64.

When it comes to respondents between the ages of 26 and 35, the most highly valued variable is 'l have career
discussions with my superior', which has a mean estimation of 4.76 out of 5. "I see how my occupation
contributes to accomplishing key bearings" and "My Superior successfully defies issues before they become
serious issues" are the second and third most highly rated factors, achieving mean estimations of 4.70 and 4.67,
respectively, in the second and third places. With a mean estimation of 4.73, the variable 'l see how my
occupation contributes to accomplishing key bearings' is the most highly regarded among respondents between
the ages of 36 and 45 years old. The second and third profoundly evaluated factors are 'l have made changes in
my work over the past year to improve steadiness and finish' and 'l have made changes in my work over the past
year to improve steadiness and finish', with mean estimations of 4.72 and 4.63, respectively. It is generally
accepted that all ten factors of the opinion index have a critical positive relationship with the age of the
respondents, as long as the mean qualities are greater than 4.

Opinion Index and age — ANOVA (One-Way)

Variables F Sig.
I see how my occupation adds to accomplishing key bearings. 2.313 101
I have the fundamental aptitudes to add to nonstop improvement

2.052 130
endeavours.
My Superior viably defies issues before they become serious issues. 9.205 .000
My organization is light-footed in reacting to employee needs. 1.309 271
I have career discussions with my Superior. 33.910 .000
I study the actions and focuses for our objectives to make upgrades. 5.469 .005
I have caused changes in my work during the latest year to improve

. . 17.597 .000

steadiness and finish.
My administrator is requesting my contribution on the improvement of

10.763 .000
departmental goals.
My Superior provides useful performance feedback. 1.359 0.259
I acknowledge how my work prompts improving fundamental 0.564 0.569
adequacy.

Source: Primary Data

The opinion index and age of the respondents is appeared. It tends to be seen that among the ten factors, My
Superior viably defies issues before they become serious issues (F=9.205; p=0.000< 0.05), I have career
discussions with my Superior (F=33.91; p=0.000< 0.05), I have caused changes in my work during the latest
year to improve steadiness and finish (F=17.597; p=0.000< 0.05), My administrator is requesting my
contribution on the improvement of departmental goals (F=10.763; p=0.000< 0.05), and I study the actions and
focuses for our objectives to make upgrades (F=5.469; p=0.005< 0.05) have huge positive connection between
the opinion index and the age of the respondents.

The factors, I see how my occupation adds to accomplishing key bearings (F=2.313; p=0.101> 0.05), I have the
fundamental aptitudes to add to nonstop improvement endeavours (F=2.052; p=0.13> 0.05), My Superior
provides useful performance feedback (F=1.359; p=0.259> 0.05), My Organization is light-footed in reacting to
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employee needs (F=1.309; p=0.271> 0.05), and I acknowledge how my work prompts improving fundamental
adequacy (F=0.564; p=0.569> 0.05) don't have a huge connection between the opinion index and the age of the
respondents. As a result, it is reasonable to conclude that most of the factors demonstrate a significant
relationship between the opinion index and the age of the respondents.

Conclusion

According to the findings of the study, it can be observed that all ten factors of the opinion index have a
significant positive relationship with the age of the respondents, as the mean qualities are higher than the
satisfaction levels. According to the findings of the study, it can be concluded that among the ten factors, I have
caused changes in my work during the latest year to improve steadiness and finish(F=17.597; p=0.000 0.05), I
have career discussions with my Superior (F=33.91; p=0.000 0.05), and there is a large positive relationship
between the opinion index and the respondents' age.
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