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Abstract
This paper examines the importance of labor capabilities and their relationship with employment within the hotel
industry. This is a review of the literature related to the provision of training schemes to maintain competitiveness
and economic growth in the hotel industry. The effects of psychological contracts are examined to address the
employees’ behaviors in relation to fairness of treatment, trust, and delivery of promises. This review was
undertaken to explore the significance of skills shortages and skills mismatches. The paper suggests that training
schemes to ensure for employees’ employability, along with positive employment relationships, are the key to
helping hotels cope with skills shortages.
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Introduction
From the human resource development perspective, it is important
for employees to maintain their employability so that they can remain
competitive in the labor market. This is because the old psychological
contract of security in exchange for loyalty has been replaced by a new
contract in which provides employability in exchange for flexibility
[1]. This has resulted in a change to employees’ attitudes regarding
their career development and prospects under any given employer or
organization. In the service innovation model, it is significant that
most new service solutions involved the use of new technologies that
employees must learn and adapt to using in a new delivery system
[2-4]. For example, hotel check-in systems have evolved from being
online computer-driven applications to freestanding kiosks, and they
are now accessible with a portable or mobile device. Unless they are
able to learn and adapt to changes in the economic environment, the
productivity and service quality of hotels cannot be sustained.
Therefore, this paper examines the important area of labor capabilities
and their relationship with employment in the hotel industry.
A review of the literature review is used to investigate the
significance of skills shortages and skills mismatches. This paper also
explores the nature of employment relationships in the hotel industry
and suggests that in order to address the problem of skills shortages
hotels should enhance their employment relationships with their
employees and help employees maintain their employability.

Labor Capabilities
The development of labor capabilities is important to ensure the
standard of service quality that is delivered to the customers [5]. Labor
capabilities can be developed and managed by implementing training
schemes that keep employees’ skills and knowledge up-to-date and
competitive in response to the continual changes in the economic
environment [6,7]. These training schemes, through vocational
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education and training institutes, can then respond to the need for
skills by supplying them [6,8,9].
Skills are capabilities possessed by employees that enable them to
perform their assigned tasks in the workplace [10]. This implies that a
skills shortage can create difficult situations for hotels that cause delays
in the provision of appropriate suitable customer service, increase
operating costs, and make it impossible to deal with obstacles to
meeting their required quality standards [11]. According to Keep et al.
[5], skills shortages refer to positions that cannot be filled because
employees are unable to meet the required levels and types of skills, as
opposed to vacancies that remain open because of low pay and
unsociable hours. Therefore, job-skills training for existing employees
is essential to increase internal labor capability and thus productivity,
employment and economic performance [12-14].
Skills mismatches have significantly impacted on the quality of
service delivery and productivity of employees in the hotel industry, as
the negative image of the industry is hardly likely to attract skilled
workers [15,16]. It is noted that educational mismatches combined
with labor mobility are a major reason behind the skills gap where
overeducated workers may temporarily take a job and then move on to
better jobs when they acquire enough experience [17]. In addition,
overeducated workers (usually young) are more likely to be promoted
(internal mobility) or to leave the firm for a higher level position in
another firm (voluntary external mobility). Undereducated workers
(usually older and with more experience), on the other hand, are more
likely to be laid off due to redundancies, contracts ending, or the
closure of the firm (involuntary external mobility) [17]. However, the
consequences of skills mismatches for qualified workers are minimized
when requisite skills training is provided.
Stone [10] stresses that skills training and development used in
human resource development is concerned with changing workers’
behaviors, and thereby improving job performance. Skills training
typically emphasizes immediate improvement in job performance via
the procurement of specific skills [10]. Skill development, on the other
hand, aims to prepare workers for future job responsibilities through
the acquisition of new experiences, knowledge, skills and attitudes
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[10]. Both processes provide employees with opportunities to
continually improve their skills and knowledge, thus strengthening the
firms’ performance. It is therefore believed that achieving the best
performance outcome is a matter of judicious skills investment which
promotes capabilities that match the skills needed in response to the
changes of the economic environment.

Employment Relationships with Employability of
Employees
Employment relationships in the hotel industry have been
described as involving a “traditionalist” management style which treats
employees simply as labor at minimal cost [11]. This management
style involves exploiting employees by spending very little time on
communication, training and quality enhancement [18]. This is
because the hotel industry is traditionally managed by autocrats who
do not foster empowerment of employees and who are not concerned
with long-term human capital management [19,20]. It is suggested
that the traditional management style should be improved and should
provide a long-term strategic vision which emphasizes the value of
internal human resources [19]. Otherwise, the success of hotels, in
terms of service quality, could be undermined by widespread skills
shortages.
Strategic human resource management is based on seeking a
balance between control by management, the unpredictable nature of
demand, and the need for labor utilization strategies [21]. This
indicates that labor capability within a long-term employment
relationship can be established based on the needs of diverse hotels in
a particular market. According to Lewis et al. [18], the employment
relationships are dynamic and dependent on the organization of work
in response to a wider environment. Organization of work refers to the
characteristics of the work tasks; the way in which performance is
controlled; the participation of employees in wider organizational
decision-making; job security; and the polarization of the workforce
from core to periphery [18]. A wider environment, on the other hand,
refers to changes to the wider political, economic, technological, and
social environments in which work is located [18].
It appears that the nature of the employment relationship has
evolved and is controlled by employers who have significant power
over employees. The relationship between employers and employees is
an asymmetrical power relationship that employees agree to, and they
submit their capabilities and capacities to the authority and direction
of the employers in an economic exchange [22]. Generally, employers
need employees’ creative capacities to secure a surplus while
maintaining effective control. Lewis et al. [18] stress that this is a form
of exercising power in which employers seek to formulate expectations
and targets about work, and to control the conduct of the work.
Employees, on the other hand, develop views about their willingness to
conform to these expectations and their willingness to accede to forms
of management control and, more importantly, to find new ways of
maintaining some level of individual autonomy for employees [18].
This is because this asymmetrical power relationship influences the
nature and fairness of the organization’s treatment of the employees
who may suffer due to unfair arrangements [18,22].
Training schemes for enhancing employees’ employability have also
evolved and are designed to cope with the changes in the wider
environment which have affected employment relationships [18]. This
has directly impacted on employee perceptions with respect to job
security and employees behave according to their psychological
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contracts with employers [23]. Psychological contracts involve
fairness, trust, and delivery of promises on issues such as pay,
promotion and workload [18,24]. Although skills formation incurs
costs and increases the external job opportunities of employees,
providing one’s workforce with the ability to learn faster, better, and
more cheaply than one’s competitors could mean the difference
between retaining market leadership and barely surviving [25].
A positive employment relationship can be established through
employees’ participation and involvement in the workplace. Lewis et
al. [18] stress that employee participation is a means of their sharing
some degree of power in relation to organizational decision-making,
and employee involvement is promoted by management on a
voluntary basis to influence employees’ attitudes and workplace
behaviors. Employee participation is an attempt to extend employees’
collective interests into a variety of areas, and their involvement in
decisions at higher levels in the organization. This is related to the
degree or depth, scope, level and form of power sharing in an
organization [18,26].
Involvement, on the other hand, is regulated by management to
optimize the utilization of labor while simultaneously securing the
employees’ identification with the aims and needs of the organization
[26]. Teamwork and empowerment are two forms of involvement that
motivate employees and enhance job satisfaction, as well as improve
commitment towards service quality and productivity [26]. In
particular, empowerment allows employees to exercise greater
authority, discretion, and autonomy in their dealings with customers,
thereby enabling them to provide the best possible service [26,27].
Therefore, it is deemed that training schemes for employees, along
with positive employment relationships can help hotels to sustain a
competitive advantage, as they can benefit from enhanced service
quality, labor productivity and reduction in skills gaps. Employees, on
the other hand, can be motivated as a result of job satisfaction and are
able to perceive fair treatment in relation to issues such as
remuneration and career prospects.

Conclusion
Training schemes for to promote the employability employees,
along with positive employment relationships, are the key to helping
hotels cope with the issue of skills shortages. From a human resource
development perspective, enhancing the skills and competencies of
workers appears to be an increasingly important dimension of hotel
development strategies [28,29]. Since jobs for life have disappeared,
employees have become more sophisticated in their demands for
interesting and important work, and they increasingly request freedom
and resources to perform assigned tasks well, receive extra payment
that reflects their contributions, and gain the experience and training
needed to be employable anywhere [18,23,30]. It is believed that
employees could terminate the employment relationship at any time if
employers fail to reward them fairly on the basis of work effort in
relation to wage payment, future promotion prospects, and training
opportunities for employability.

References
1.
2.

Holland P, De Cieri H (2006) Contemporary Issues in Human Resource
Development : an Australia Perspective. N.S.W: Pearson Prentice Hall.
den Hertog P, van der Aa W, de Jong M (2010) Capabilities for managing
service innovation: towards a conceptual framework. J of Service
Manage, 21: 490-514.

Volume 5 • Issue 3 • 1000105

Citation:

Chen LC, Tseng CY (2014) Employability and Employment in the Hotel Industry: A Review of the Literature. Bus Eco J 5: 105. doi:

10.4172/2151-6219.1000105

Page 3 of 3
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.

Bilgihan A, Okumus F, Nusair K, Kwun D (2011) Information
technology applications and competitve advantage in hotel companies. J
Hosp and Tourism Techn 2: 139-154.
Martínez-Ros E, Orfila-Sintesb F (2012) Training plans, manager’s
haracteristics and innovation in the accommodation industry. Int J Hosp
Manage 31: 686-694.
Keep E, Mayhew K, Payne J (2006) From skills revolution to productivity
miracle - not as easy as it sounds? Oxford Rev Econ Policy 22: 539-559.
Garmise S (2006) People anf the Competitive Advantage of Place:
Building a Workforce for the 21st Century. New York: M. E. Sharpe.
Ubed Garcia M, Marco Lajara B, Sabater Sempere V, Garcia Lillo F
(2013) Does training influence organisational performance?: Analysis of
the Spanish hotel sector. Eur J Training and Dev 37: 380-413.
Gagg P (2005) Developing skills for the future. Works Manage 56: 28-29.
Aksu A (2008) "Employee turnover: calculation of turnover rates and
costs". In D. V. Tesone (Ed.), Handbook of Hospitality Human Resources
Manage, 195-222.
Stone R (2005) Human Resource Management. Australia: Jone Wiley &
Sons, (5thedn), Milton, Australia.
Green A, Owen D (2003) Skill shortages: local perspectives from
England. Regional Studies 37: 123-134.
Agrawal T (2013) Asian VET program. Asia-Pacific J Coop Edu 14:
15-26.
Li XF (2014) An analysis of labour productivity growth in the Canadian
tourism/hospitality industry. An Int J Tourism and Hosp Res 25:
374-386.
Giles L, Campbell M (2003) The productivity and skill challenge.
Industry and Commercial Training 35: 99-103.
Martin A, Mactaggart D, Bowden J (2006) The barriers to the
recruitment and retention of supervisors/managers in the Scottish
toursim industry. Int J Contemp Hosp Manage 18: 380-397.
Rey-Maquieira J, Tugores M, Ramos V (2006) "Implications of human
capital analysis in toursim". In L. Dwyer & P. Forsyth (Eds.), Int
Handbook on the Econ of Toursim 31: 379-398.
Hiltrop JM (1995) The changing psychological contract: the human
resource challenge of the 1990s. Eur Manage J 13: 286-294.

Bus Eco J
ISSN:2151-6219 BEJ, an open access journal

18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.

Lewis P, Thornhill A, Saunders M (2003) Employee Relationships:
Understanding the Employment Relationship. Harlow: Pearson
Education.
Ottenbacher M (2008) "Employee management and innovation". In D. V.
Tesone (Ed.), Handbook of Hosp Human Resources Manage 4: 415-430.
Liu HH (2013) The role of hospitality certificates in the relationship
between training and education and competency. Anthropologist 16:
505-511.
Wilton N (2008) "The path of least resistance? Choice and constraint in
HRM strategy in the UK hotel sector". In D. V. Tesone (Ed.), Handbook
of Hospitality Human Resources Manage 5: 291-316.
Blyton P, Turnbull P (2004) The Dynamics of Employee Relations. New
York: Palgrave Macmillan.
Sok J, Blommeb R, Trompa D (2013) The use of the psychological
contract to explain self-perceived employability. Int J Hosp Manage 34:
274-284.
Guest D, Conway N (2002) Communicating the psychological contract:
an employer perspective. Human Resource Manage J 12: 22-38.
Davila T, Epstein MJ, Shelton R (2006) Making Innovation Work : How
to manage it, measure it, and profit from it. New Jersey: Wharton School
Publishing.
Nickson D (2007) Human Resource Management for the Hospitality and
Tourism Industries. Sydney: Butterworth-Heinemann.
Lockyer TLG (2007) The International Hotel Industry: Sustainable
Management. New York: The Haworth Hospitality & Tourism Press.
Thomas R, Long (2001) Tourism and economic regeneration: the role of
skills development. Int J Tourism Res 3: 229-240.
Skinner D, Saunders NK, Beresford R (2004) Towards a shared
understanding of skill shortages: differing perceptions of training and
development needs. Education + Training 46: 182-193.
Marchante AJ, Ortega B, Pagan R (2007) An analysis of educational
mismatch and labour mobility in the hospitality industry. J Hosp &
Tourism Res 31: 299-320.

Volume 5 • Issue 3 • 1000105

