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Abstract: Purpose: To determine the structural relationship between hospitality workplace dig-
nity, organisational commitment, and intent to quit, and further to evaluate the mediating effect of
organisational commitment on hospitality workplace dignity and intent to quit special in the Hotel
Industry. Design/methodology/approach: The study is quantitative in nature with empirical evi-
dence associated with it. A total of 250 employees working in luxury hotels in Jaipur are considered
for the study. Data is collected from the respondents based on quota and convenience sampling
and is analysed using Structural Equation Modelling. Findings: The results from the exploratory
factor analysis conducted extracted four factors namely—recognition at workplace (RW), barriers
to workplace dignity (BWPD), organisational commitment (OC) and intention to quit (INQ). Both
the structural and measurement models generate a good fit and significant association between RW
and INQ; while the influence of BWPD on INQ is not significant and OC fully mediates the rela-
tionship. OC partially mediates the relationship between RW and INQ. The analysis is conducted
in two stages. The first stage enquires the mediating relationship of OC on the relationship between
RW and INQ); the second stage corresponds to measuring the mediating effect of BPWD and INQ.
The path from BWPD to OC and OC to INQ is seen to be statistically significant. This states that
the variable of OC does have a fully mediating role among these two variables. Originality: The
study attempts to find the influence of workplace dignity on intention to quit amongst employees in
a highly acclaimed tourist destination in a developing nation while measuring the mediating role of
organisational commitment.
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1. Introduction

Hospitality sector is one of the most developing and economically contributing sectors across the
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globe. The hospitality sector even in a developing country like India contributes a substantial por-
tion in terms of employment. According to Lock', a total of 13.13 million in the United States of
America work in the hospitality and leisure industry. However, Davidson et al.””’ rightly mentioned
that the only responsibility of HR managers in an organisation is not to recruit and train employees,
but it also includes retaining them in order to increase the performance of the organisation'”. The
efficiency of an employee does increase with their level of attachment towards the organisation and
hence measures must be undertaken to expand the avenues of growth in these areas.

The employment conditions in the hospitality sector have certain unique characteristics of their
own. The sector is a service based one and often requires the employees to deal with intangible as-
pects in workplace'*. Hospitality sector demands its employees to have some number of skills in
order to function in the landscape. Moreover, it is quite an intensive job with low pay"”, therefore,
it sets crucial responsibilities on the part of the HR managers in the hospitality sector to retain their
employees. Through this paper, an attempt has been made to determine the role of one of the most
influential factors at workplace, i.e., dignity and its effect in measuring an employee’s intention to
quit. Organisational commitment is a factor that can be evidently seen to influence an employee’s
performance and motivation to stay in an organisation'®”. The role of organisational commitment in
this paper has been attempted to be observed as a mediating variable. The mediating effect of organ-
isational commitment in managing the relationship between workplace dignity and intention to quit
would be an interesting angle.

2. Literature review

2.1. Workplace dignity

There are several aspects of workplace dignity being discussed in the past literature™, suggest-
ing that workplace dignity is not just a prime concept in management but also engulfs several other
broad perspectives. The paradigm of workplace dignity discusses the presence of organisations for
the purpose of survival and dignity'". It also covers the problem of rising debates amongst share-
holders and stakeholders about the rise in profit gaps""'?. The concept of dignity goes long back to
the past when the most appropriate definition of the term can be one’s intrinsic worth!”. The same
concept if extended to the workplace can be considered as workplace dignity and wraps up all con-

cerns occurring in the workplace.

The jobs in a hotel involve characteristics that are not there in case of any other sector men-
tioned the role played by the housekeeping staff in a hotel is often referred to by various individuals
as dirty. This involves having a demeaning relationship with the guests where they require to clean
for them"¥, but it is found that these employees often try to cope with their workplace conditions
with the formulation of positive identities for themselves by restructuring the social views of their
respective job. It has been stated that the violation of the rights of workers in the hospitality indus-
try is quite frequent mostly the ones where there is a proper violation of dignity'"”. The violation of
workplace dignity is often in the form of verbal abuse, aggression and sexual harassment to name a
few!"®). These workplace dignity violations often lead to questioning about an employee’s job satis-
faction and eventually lead to one’s intention to quit. Thus, incorporating the variable of workplace
dignity in measuring intention to quit amongst employees in the hospitality sector becomes utmost
essential. The first hypothesis formulated for the study is:

2 Environment and Social Psychology (2023) Volume 8, Issue 1



Acharya and Datta

H,,: There is no significant impact of workplace dignity on the intention to quit amongst employ-
ees in the hospitality sector.

2.2. Mediating role of organisational commitment

Mowday et al.""” stated that it is nothing but the relative strength associated with their own
identity when involved with a definite organisation. The impact of organisational commitment of
employees on the well-being of the organisation has been discussed in many instances by several
researchers'”. Having a committed workforce helps in increasing the performance parameters of an
organisation along with a competitive and more productive environment at the workplace'*. Apt-
ly stated the results mentioning the significant impact lay down by organisational commitment on
the ability to retain employees in an organisation'”. While there are several factors identified that
eventually lead to the attainment of organisational commitment amongst employees, one of them is
related to the amount of support one receives in the workplace'". Hence, to observe the role of or-
ganisational commitment as a mediator in the relationship between workplace dignity and intention
to quit, here is the second proposed hypothesis:

H,y,: There is no mediating effect of organisational commitment on the relationship between
workplace dignity and intention to quit.

The demographics of the employees in a hospitality workplace environment can often lead to
interesting insights. Datta and Singh”” found a difference in the treatment at hotel among male and
female employees. There lies an indication towards the unbalanced nature of workplace conditions
based on gender.

H,;: There exists no difference in the factors of workplace dignity, organisational commitment
and intention to quit amongst employees in the hospitality sector based on gender.

The working conditions or the organisational climate existing amongst employees at various job
positions in a hotel are often diverse in nature. The perspective of employees at the entry, manageri-
al and superior levels in a hotel is found to be quite different”".

Hy,: There exists no difference in the factors of workplace dignity, organisational commitment
and intention to quit amongst employees in the hospitality sector based on the different positions
held at workplace.

Another noticeable difference observed by researchers with respect to workplace differences is in
terms of the department of work®". It is natural to encounter differences in perspective of workplace
parameters especially when the natures of jobs are so diverse, for example, between the housekeep-
ing staff and that of the one in the engineering department.

Hys: There exists no difference in the factors of workplace dignity, organisational commitment
and intention to quit among employees in the hospitality sector based on their respective depart-
ments of work.

The research design formulated for the study thus corresponds to the following framework as
shown in Figure 1.
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Figure 1. Research design.
3. Research methodology

3.1. Research design: Descriptive research (quantitative research)
The data was collected by the following techniques for the research:

* Personal interviews: Personal interviews with Human Resource Managers and Employees
of Hotels were conducted to understand and explore the workplace dignity in the hospitality
industry and its influence on the organisation commitment and intention to quit. We have also
discussed the workplace culture to take care of psychological satisfaction of employees.

* Questionnaire: A 7 Likert scale questionnaire were forwarded and relevant questions was
drafted and handed over to the sample to obtain responses from the hotel employees.

3.2. Measuring instrument

The instrument used for measuring the required parameters in the study is a structured question-
[91

naire" .

The questionnaire items are modified and constructed according to the understanding of the re-
spondents. The questionnaire upon being prepared is reviewed by both academicians in the field and
HR practitioners in the real world. A total of 31 items measuring the three broad aspects of work-
place dignity, organisational commitment and intention to quit is finally included in the instrument
along with certain relevant demographic variables. The scale is then pilot tested with 30 respondents
and an acceptable reliability measure is achieved. Thus, after such scrutiny the questionnaire is ap-
proved for the final data collection procedure.

3.3. Sampling techniques

» Sample frame: The participants for the survey are selected amongst a population correspond-
ing to hotel employees in the 4 and 5 Star categories in one of the most popular tourist des-
tinations in India-Jaipur. The hotels considered for primary data collection involve only the
ones falling under the luxury category (4-Star and 5-Star Hotels).

» Sample design: The appropriate sampling process for collecting the responses is non-proba-
bility sampling by convenience sampling and quota sampling. The convenience of the hotel
guests is a prime lookout in such a situation and hence quota sampling for selecting the hotels
from the list and convenience sampling to approach each respondent is used within Jaipur.

« Sample size: As structural equation modelling is aimed to be used for the study, it is found in
the literature that a sample size of a minimum of 200 is desired for this particular method”.
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The number of responses successfully collected is 272; however, after discarding the incom-
plete and incompetent responses, a total of 250 has been finalised for proceeding with the
analyses.

Along with the tools mentioned above, relevant secondary data for the research was also collect-
ed from relevant journals, books and Internet.

3.4. Limitations of the study

* This study is solely based on information provided by sample hotel employees and manage-
ment.

» The study is being done in the present, and the respondents’ attitudes, perceptions, and expec-
tations may change with time.

* The convenience sampling method is used in study which may have its own limitations like
Bias in sampling; external validity is limited and occurrence of unknown errors.

4. Results

The primary data collected for the purpose of conducting the research is analysed using Statis-
tical Package for Social Sciences (SPSS) and RStudio, which is used to do data analysis and make
predictions on data to frame a conclusion for the study.

4.1. Description of respondents

The data gathered can be analysed quite effectively by categorising them on the basis of their
demographic characteristics. Often demographic representation of the samples generates inter-
esting insights into a topic and helps researchers understand better. A total of 250 respondents are
approached for collecting responses and the ratio of male to female respondents has been aimed to
follow the workplace composition””. The data suggests that around 23% of the workplace popula-
tion is dominated by female employees. Here, the composition of male participants is 66.8% while
female employees cover the remaining 33.2%. The age group of participants is dominated by the
below 25 years age bracket. This reveals the composition of hotel employees as young talents and
hence 63.2% belong to the entry level job positions. A detailed demographic composition is repre-
sented in Table 1.

4.2. Data processing

The final data collection process involves a total of 400 questionnaires; however, before going for
the final data collection, a pilot survey had been initiated by the researcher in the same population.
A total of 100 questionnaires had been distributed to 4- and 5-Star hotel employees in Jaipur. The
responses gathered have been analysed using Cronbach’s alpha to measure reliability of the items.
The values generated are shown in Table 2.

As all three scales show values of more than 0.70, the scale can be considered acceptable for the
final data collection process.

A total of 31 items are presented in the questionnaire amongst the participants to gather data for
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Table 1. Demographic composition of participants

Demographic variable Frequency Percentage
Gender Male 167 66.8%
Female 83 33.2%
Age group Below 25 years 158 63.2%
25-35 years 76 30.4%
Above 35 years 16 6.4%
Job position Frontline 144 57.3%
Supervisor 79 31.6%
Managerial 27 10.8%
Star category 4 Star 137 54.8%
5 Star 113 45.2%
Work experience in the Less than 5 years 220 88%
hotel 5-10 years 27 10.8%
More than 10 years 3 1.2%
Department Accounts 32 12.8%
Administration 9 3.6%
Engineering 3 1.2%
F&B services 41 16.4%
Food production 39 15.6%
Front office 45 18.0%
Housekeeping 41 16.4%
Human resource 22 8.8%
IT 2 0.8%
Operations 5 2.0%
Sales and marketing 11 4.4%

Table 2. Cronbach’s alpha for reliability of the items

Name of instrument No. of items Cronbach’s alpha Comment
Workplace dignity 18 0.735 Reliable
Organizational commitment 12 0.751 Reliable
Intent to quit 3 0.738 Reliable
Total 33 0.710 Reliable

three major variables—workplace dignity, organisational commitment and intent to quit. The items
with a reverse code are recoded to gain a serial order. The reliability of the 31 items considered gen-
erated a Cronbach’s alpha value of 0.945. As the value is above the acceptable level of 0.7, the items
of the questionnaire indicate internal consistency'”.

The data analysis process here comprises three stages. The first one involves conducting explor-
atory factor analysis (EFA) to extract the factors from the 31 items questionnaire followed by a con-
firmatory factor analysis (CFA) to validate these items with respect to the data structure through a
measurement model.

In the second stage, structural equation modelling (SEM) would be initiated to determine the var-
iance and covariance explained by the variables. In this study, we are using SEM in place of mul-
tiple regressions because multiple regressions are only restricted to examining the single relation
amongst the factors and SEM can estimate many or multiple interrelated dependence relationships
at the same time. The mediating role of OC would be analysed in this process as well.
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Table 3. Summary of the questionnaire items

Variables Items Mean  Std. deviation
Workplace  WPD 1  People at work communicate with me respectfully 4.09 2.10
dignity WPD 2 [ feel respected when I interact with people at work 4.13 2.25
WPD 3  Tam treated with respect at work 4.22 2.23
WPD 4 At work I have the chance to develop my skills 4.11 1.91
WPD 5 People at work recognize my abilities 4.27 1.97
WPD 6  People show that they appreciate my work efforts 4.15 2.28
WPD 7 At work, people talk to me like an equal, even if they are of higher 3.90 2.09
position
WPD 8 I feel just as valued as others in the organization 4.00 2.19
WPD 9 At work, I am valued as a human being 4.25 2.44
WPD 10 People at work treat me like a person, not just as a worker 4.16 2.28
WPD 11 My workplace is a source of dignity for me 4.10 2.28
WPD 12 I am treated with dignity at work 4.14 2.14
WPD 13 T have dignity at work 4.37 2.13
WPD 14 People at work treat me like a second-class citizen* 4.63 1.69
WPD 15 [Iam treated less valuable than objects or pieces of equipment* 3.73 1.63
WPD 16 My dignity suffers at work™ 4.03 1.90
WPD 17 I am treated in disrespecting ways at work*® 4.15 1.82
Organiza- OC 18 I am willing to put more efforts in my job for the success of the 3.64 1.69
tional com- hotel
mitment oC 19 Talk to my friends about this hotel, as a great place to work 3.62 1.87
0C 20 My loyalty for this hotel is less because I do not feel valued at 4.92 1.68
workplace
0oC 21 I would accept any type of job assignments here in order to work ~ 4.00 1.45
for this hotel
0C 22 I find that my values and the organization’s values are very similar  4.08 1.83
0C23 I 'am proud to tell others that I am part of this hotel 4.21 2.10
0C 24 I could just as well be working for a different hotel as long as the 5.13 0.895
type of work is similar
0OC 25 This hotel really inspires the best in me, in the way of job perfor-  4.34 1.28
mance
OC 26 Often, I find it difficult to agree with this organization’s policies on 4.80 1.28
important matters relating to its employees*
0oC 27 I really care about the fate of this hotel 4.80 1.81
OC 28 For me, hospitality profession is the best profession to work 3.58 1.46
Intent to INQ 29 I often think about quitting the hotel profession 4.42 1.47
quit INQ 30 Iam actively looking for a change of profession in another field 4.98 0.98
INQ 31 I will probably look to switch to another profession by next year 4.13 1.39

* indicates the items reverse coded.

In the third stage, a demographic association test using #-tests and ANOVA with the considered
variables would be conducted and interpreted.

An overall summary of the 31 items in the questionnaire is presented in Table 3.

4.3. Exploratory factor analysis

The exploratory factor analysis involves an important part of arriving at the ultimate structural
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model. This stage helps in extracting relevant factors from the items considered in the data collec-
tion procedure. EFA helps in determining the existing interrelationship among factors and convert-
ing them into relevant factors”™. The analysis involves generating the sample appropriateness values
using Kaiser-Meyer-Olkin’s (KMO) test followed by the Bartlett’s test of sphericity. The two tests
altogether analyse the sampling adequacy and term the data structure appropriate for conducting
further analyses. Here, the KMO test generated an overall value of 0.910 and the Bartlett’s test has
a p-value of less than 0.05. Therefore, according to the assumptions laid down by Tabachnick and
Fidell"”, the sample is indeed adequate for the purpose of the research.

The factor extraction method using EFA gives options for a couple of methods. In this case, the
method used is principal axis factoring (PAF) as it is one of the most widely used and effective
methods of factor extraction. Further, the rotation method implemented in the process includes the
orthogonal rotation method of varimax. One of the main reasons for using this particular rotation
method is its ability to maximise the factor loadings through the sum of variances. The results of
EFA after implementing the PAF and varimax rotation are given in Tables 4 and 5.

Tables 4 and 5 show the factors extracted from the 31 items. For workplace dignity, a total of 17
items can be categorised into two variables based on their eigenvalues. The first factor is therefore
termed recognition at work (RW) and the second one is barriers to workplace dignity (BWPD) based
on the characteristics of the items. According to Hair et al.?"!, above the sample size of 200 factor
loadings more than 0.4 can be considered. For the first 17 variables, the items do correspond to the
required factor loading range. In case of the remaining 14 items corresponding to OC and INQ, it is
seen that three items are extracted. However, the factor loadings for two items, i.e., OC 20, OC 26

Table 4. Extraction of factors summary for workplace dignity

Factor loadings

Factor

1 2 Uniqueness
WPD 1 0.953 0.0884
WPD 2 0.968 0.0621
WPD 3 0.974 0.0499
WPD 4 0.880 0.2063
WPD 5 0.916 0.1531
WPD 6 0.958 0.0806
WPD 7 0.919 0.1450
WPD 8§ 0.932 0.1188
WPD 9 0.931 0.1235
WPD 10 0.944 0.1080
WPD 11 0.934 0.1271
WPD 12 0.937 0.1219
WPD 13 0.866 0.2351
WPD 14 0.633 0.5828
WPD15 0.947 0.0975
WPD16 0.850 0.2103
WPD17 0.569 0.4415

Note: “Principal axis factoring” extraction method was used in combination with a “varimax” rotation.
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Table S. Extraction of factors summary for organisational commitment and intention to quit

Factor loadings

Factor

1 2 Uniqueness
OC 18 0.833 0.170
oC 19 0.785 0.346
0oC 20 0.351 0.840
oC 21 0.494 0.755
0oC 22 0.907 0.148
0Cc23 0.838 0.297
0C24 0.708 0.493
0C 25 0.806 0.349
0oC 26 0.309 0.411
oC 27 0.613 0.590
OC 28 0.399 0.756
INQ 29 0.927 0.141
INQ 30 0.477 0.772
INQ 31 0.430 0.815

Note: “Principal axis factoring "extraction method was used in combination with a “varimax” rotation.

and OC 28 are below 0.4. Based on the acceptance criteria laid down for the study, the two items
would not be considered for the factor of organisational commitment. Concluding the EFA, it can be
summarised that from the 31 items, four factors are extracted with eigenvalues more than one and
they explain 62.4% of the total variance.

4.4. Confirmatory factor analysis

As evident from the above section, conducting EFA facilitated the extraction of relevant factors
from the 31 items in the questionnaire. These factors would now be analysed with the data structure
in hand to determine its model fit. It is a method that allows researchers to confirm the fitness of the
data structure with the factors in hand. An important part of CFA process is examining the reliability
and validity of the factors. The reliability measure is done through an acceptable Cronbach’s alpha
and values validity is confirmed using the Average Variance Extracted (AVE). The acceptable value
for Cronbach’s alpha is above 0.7, while AVE must be more than 0.4*°). The values for the factors
are given in Table 6.

The respective values for validity and reliability show acceptable range and hence, the next step
comprises of constructing the measurement model for the factors.

The measurement model generated from the considered factors is represented in Figure 2.

The Maximum Likelihood method employed to conduct the confirmatory factor analysis showed
that all paths from the considered items are significant to their respective factors. The model fit

Table 6. Reliability and validity

Factors Cronbach’s alpha AVE
Recognition at workplace 0.989 0.541
Barriers in workplace dignity 0.838 0.589
Organisational commitment 0.884 0.483
Intent to quit 0.712 0.423
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Figure 2. Measurement model.

measures are assured through parameters such as Comparative Fit Index (CFI), Tucker-Lewis Index
(TLI), Root Mean Square Error Approximation (RMSEA), and Root Mean Square values. Accord-
ing to Hair e al.?*, CFI and TLI values of above 0.9 indicate a good model fit along with RMSEA
values of less than 0.06 and RMR values of less than 0.05. The model here generates the values of
CFI, TLI, RMSEA and RMR as 0.941, 0.904, 0.053 and 0.032, respectively. This shows the sig-
nificant model fit among the variables and the data structure. Thus, in the next stage, the structural
model is created using SEM.

4.5. Structural equation modelling

The objective of the research is to determine the relationship existing between an employee’s
intentions to quit in a hospitality sector and the workplace dignity through the mediating role of or-
ganisational commitment. In the first step, path analysis is conducted to determine the direct effect
of the two factors corresponding to workplace dignity, i.e., recognition at workplace and barriers in
workplace dignity with that of intention to quit. The structural model and the estimates generated
from it are showing in Figure 3.

The model here is used to determine the relationship existing among the two extracted variables
of recognition at work and barriers in workplace dignity with the intention to quit among employ-
ees. The relationships between the dependent variable of intention to quit and the two independent
variables are found to be statistically significant, i.e., a p-value of less than 0.05 is detected. The es-
timated parameters generated are showing in Table 7.

The estimates generated by the two endogenous variables and the variance of the exogenous
variable show that recognition at work does significantly load on intention to quit but in a negative
aspect. Barriers at workplace on the contrary do not significantly load on the intention to quit. More-
over, the model fit indices show a CFI and TLI value of 0.943 and 0.919. The RMSEA and RMR
correspond to acceptable range of 0.514 and 0.32, thus representing a fit structural model.

The model above shows the impact of the two variables on the intention to quit; however, it
would be interesting to see the mediating role of organisational commitment in these relationships.

10 Environment and Social Psychology (2023) Volume 8, Issue 1



Acharya and Datta

FJBD 111 14}' -._.42 LSE:i [1?:._5 LE&J %35" 1,23 -.46.: 14,?

.,

UL'IHL IUL'ISI [UL‘?'II oC22 |-.?'_-d_ L-_i‘ |'\...I'_u£5 aczr ['\GZ] IlNUJJl JINJ'SI
‘1‘\ c@amﬁmmogas' 10@59:-3

——G 79— \<‘. -
| OC NCI: ]
f“> 7 <o

2.19

-

0. 91
—U 84 018
0.36 -"Qi'a-?
I Rﬁ .@WK
mam;ammmsﬂ:ﬂ:ﬂﬂliﬂm _ 1,083

I DIL#PJ{\FD{I}PE{\\FD:W E{ﬁ?:‘t‘ﬂ' D{ﬂm‘{ffﬁ 10 PO {"-‘D E Ranil i.w: {Iff( i'\'?:l <|-A=|:
HORAE RA ORE ORA ORA ORA OBEA ORA L
028 210.20.8.60 30 60 .58 60 50 80 75 1506 .88 4470

Figure 3. Structural model.

Table 7. Estimates of the path analysis

Regressions Estimate Std. Err. z-value pClz)
Recognition at work—intention to quit —0.750 0.185 —4.053 0.000
Barriers to workplace dignity—intention to quit 0.180 0.085 2.110 0.055

4.6. Mediation analysis

The role of organisational commitment has been considered that of a mediator in determining the
relationship between the two endogenous variables with the intention to quit. The analysis is con-
ducted in two stages. The first stage enquires the mediating relationship of OC on the relationship
between RW and INQ); the second stage corresponds to measuring the mediating effect of BPWD
and INQ. The results generated from the analysis are presented in Tables 8 and 9.

The parameter estimates for the first factor shows that both direct and indirect effects are sig-
nificant with almost equivalent percentage of mediation. The path estimates further reveal that all
the paths involved in the process have statistically significant relationships. The mediating effect
of organisational commitment in the path of recognition at work and intention to quit can be thus
mentioned as partial. While organisational commitment does mediate this path, there could be other
possible factors impacting the relationship as well. Mediation estimates and path estimates are given

Table 8. Mediation estimates for recognition at workplace

Effect Effect SE z p % Mediation
Indirect —0.0497 0.0134 -3.72 <0.001 42.7
Direct —0.0668 0.0293 —2.28 0.023 57.3
Total —0.1165 0.0285 —4.09 <0.001 100

Table 9. Path estimates for recognition at workplace

Factors Estimate SE z D
Recognition at work—organisational commitment 0.2243 0.0364 6.17 <0.001
Organisational commitment—intention to quit —-0.2216 0.0475 —4.66 <0.001
Recognition at work—intention to quit —0.0668 0.0293 —2.28 0.023

Environment and Social Psychology (2023) Volume 8, Issue 1 11
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Table 10. Mediation estimates for barriers in workplace dignity

Effect Estimate SE 4 D % Mediation
Indirect —-0.0514 0.0227 —2.266 0.023 76.2
Direct 0.0161 0.0575 0.279 0.780 23.8
Total —0.0353 0.0605 —0.583 0.560 100

Table 11. Path estimates for barriers in workplace dignity

Factors Estimate SE z p
Barriers in workplace dignity—organisational commitment 0.1954 0.0794 2.461 0.014
Organisational commitment—intention to quit —0.2629 0.0453 —5.807  <0.001
Barriers to workplace dignity—intention to quit 0.0161 0.0575 0.279 0.780

in Tables 10 and 11.

The results for the second factor, i.e., barriers to workplace dignity generate some interesting in-
sights. The path from BWPD to OC and OC to INQ is seen to be statistically significant. However,
the direct effect of BWPD and INQ is seen to have a p-value of less than 0.05. This states that the
variable of organisational commitment does have a fully mediating role among these two variables.
The inclusion of OC as a mediator helps in generating a statistically significant relationship between
these two variables.

Lastly, the paper addresses the demographic relationships existing among the three major varia-
bles considered for the study.

4.7. Demographic relationships

A total of six demographic variables corresponding to the relevance of the respondents have been
included namely gender, age, work experience in the present workplace, category of the hotel, de-
partment and the job position. The three variables acting as dependent variables are workplace dig-
nity, organisational commitment and intent to quit. The analyses are accomplished using One-Way
ANOVA and #-tests to observe the occurrence of any mean differences between the demographic
categories.

T-tests are conducted with respect to the demographics gender and category of hotel and the One-
Way ANOVA is performed for age, work experience in the present workplace, job position and the
department. The results are summarised in Tables 12 and 13.

The results generated from the tests reveal that there are indeed some variables where significant
mean differences can be found. As for gender, it is seen that for the two variables of workplace dig-
nity and intent to quit, a significant mean difference exists due to a p-value of less than or equal to
0.50. It can be reported that there is a significant difference in the level of agreement between male
and female employees working in a luxury hotel about the workplace dignity perceived and their
intention to quit. For the mean difference among employees at various job positions, a significant
difference in the mean with respect to their intention to quit is found. Considering workplace dig-
nity, the mean scores for the employees based on the department can be stated. For the variable of
organisational commitment, no significant mean differences are noticed.
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Table 12. Summary of #-tests conducted

Dependent variable Gender Category of hotel
Statistic df P Statistic df D
Workplace dignity -3.99 247  <0.001 0.461 247 0.644
Intention to quit —-1.86 247 0.050 0.238 247  0.815
Organizational commitment —1.45 247 0.060 —0.280 247 0.755

Table 13. Summary of One-Way ANOVA conducted

Dependent variable Age Job position Work experience in Department
the hotel
r P P r p r P
Workplace dignity 1.86 0.392 0.308  0.856 3.592 0.166 26.56  0.003
Intention to quit 292 0.234 0.895 0.015 0.147 0.931 6.232  0.796
Organisational commitment 2.86 0.255 0.909  0.128 2916 0.245 23.86  0.508

A pairwise post hoc analysis is conducted for further analyses revealing job position of an em-
ployee having significant mean score differences for their intention to quit among those in the entry
level and the supervisory level along with managerial level with that of the supervisory level. For
the respective departments of the employees, the workplace dignity among employees working in
the administration of a luxury hotel while those assigned in the engineering department have a sig-
nificantly different mean score. Food and beverage services are other departments that report differ-
ent level of agreement about the workplace dignity when compared with the housekeeping employ-
ees. The details of the post hoc analyses conducted are shown in Tables 14 and 15.

5. Discussion

The study encompasses the condition of factors impacting an employee’s intention to quit the
hotel industry. A structured survey item consisting of 31 items modified and restructured from previ-
ous literature is created to measure the influencing factors. The study is initiated with an exploratory
factor analysis with the PAF extraction method with the varimax orthogonal rotation. The analysis
successfully extracted four factors from the 31 items considered. The factors representing the two
aspects of workplace dignity include recognition at workplace and barriers to workplace dignity.
The other two factors include organisational commitment and intention to quit. These four factors

Table 14. Pairwise comparisons—intention to quit

Job positions W D

Entry level Managerial level -1.56 0.540
Entry level Supervisory level 3.56 0.030
Managerial level Supervisory level 3.36 0.050

Table 15. Pairwise comparisons—workplace dignity

Departments \u4 D
Admin Engineering —3.5306 0.007
F&B Services Housekeeping —3.8984 0.045
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generated an eigenvalue of more than 1 and explained 62.4% variance. In the next stage, a confirm-
atory factor analysis is conducted to confirm the data structure with the factors. The CFA showed a
good fit for the model; however, the construct of organisational commitment had only nine items out
of eleven with significant paths. The measurement model generated reveals acceptable parameters
to proceed into the structural model.

The structural model initially created showcased the relationship between the two exogenous
variables extracted from EFA, i.e., recognition at workplace (RW) and barriers in workplace dignity
(BWPD). The model generated indicated a good fit with the variance estimates from RW to INQ
as statistically significant while the variable of BWPD did not load significantly at 95% confidence
interval. The next step in the analysis involved examining the mediating role of organisational com-
mitment in the entire process. The mediation analysis conducted revealed quite interesting insights.
Firstly, in case of the significant relationship between recognition at workplace, INQ and OC do
have a mediating role to play. The mediation caused by OC here is partial, i.e., the mediation is
not only caused by this particular variable but there are other factors as well that mediate the rela-
tionship. In the second relationship, it is evidently established through the structural model that the
influence of BWPD on INQ is not significant. However, when organisational commitment is intro-
duced as a mediator here, it is seen that the paths from BWPD to OC and OC to INQ both are sta-
tistically significant at 0.05. This is thus conclusive that OC in case of the path from BWPD to INQ
fully mediates the relationship.

5.1. Theoretical implications

The study addresses one of the most researched and important aspects in literature of HR, i.e.,
intention to quit. There are various novel factors emerging as a reason for an employee’s intention
to quit. The new lifestyle and working conditions have made this even wider. The study engulfs on
interpreting the role of workplace dignity in an employee’s intention to quit while determining the
mediating role of organisational commitment. The 17 items corresponding to workplace dignity
have significantly extracted two parameters representing two important parts of workplace dignity.
The first represents recognition in workplace. The need for an employee to receive recognition at
workplace serves as a motivating factor towards their job. The second one indicates the barriers ex-
isting in a workplace to achieve the desired dignity. These barriers can serve as important highlights
in examining the entire process. Moreover, the mediating role of organisational behaviour in itself
shows the importance. The mediating role of organisational behaviour revealed that although the
barriers to achieving workplace dignity have no impact on his/her intention to quit, one’s organisa-
tional commitment can significantly impact the relationship and turn it into a positive one.

Recognition at work on the other hand is seen to significantly impact intention to quit. The load-
ing is negative which indicates that lower recognition at work can eventually lead up to one increase
in the intention to quit. The model fit measures for the ones generated here are good and this repre-
sents its capability of being used in the future as well.

5.2. Practical implications

The important constructs highlighted in the study include recognition at workplace. The factor is
seen to significantly contribute towards the intention to quit and must be well balanced in the work-
place by HR managers. The due recognition for employees must be served through various meas-
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ures such as accolades, rewards and mention amongst all other employees. The second important
factor is organisational commitment and its ability to mediate both the exogenous variable on inten-
tion to quit. Organisational commitment amongst employees must be nurtured from time to time as
it would ensure one’s attachment and loyalty towards the organisation. Facilitating deserving rec-
ognition at workplace to reducing the barriers faced by the employees in achieving these workplace
dignity parameters should help employers reduce the intention to quit among their employees.

Another important practical aspect for HR managers from the study to reduce intention to quit
and enhance workplace dignity and organisational commitment is to pay an ample amount of focus
on the demographic factors of the employees. There exist differences in the levels of workplace dig-
nity agreements based on their respective department of work. This must be addressed with specific
importance to each of the departments and their methods of operations. The concept and perspective
of each of these two variables with respect to the employees of each department can help generate
positive results.

Gender based understanding of workplace dignity is very important to be mentioned here. The
requirements to suffice workplace dignity levels for male and female employees are seen to statisti-
cally vary. This needs attention from the HR practitioners at the hotel industry for amplified results.
The intent to quit among various job positions in a hotel is significantly different. This points out
the difference in the requirement of workplace attributes at various levels of job. It is important that
HR managers understand the factors desired by their employees at various positions of their job and
then work on reducing the intention to quit amongst the employees.

5.3. Limitations and suggestions for further studies

The study takes into account the population of hotel employees working in the luxury hotels
specifically in the city of Jaipur in India. Due to limitation of sample characteristics, these findings
might not adhere to other generalised settings. However, there are certain scopes that have arisen
from the issues addressed in this study. Firstly, the effective mediating role of organisational com-
mitment highlighted in this study must be further enquired about with respect to other industrial
sectors rather than hospitality. The findings can be compared across sectors to see the similarities or
differences existing in the effect of this variable. As organisational commitment is an important part
of achieving the goals in an organisation’s goal, detailed studies based on the effectiveness of the
variable must be taken up in the future.

Author contributions

Conceptualization, AA and AD; methodology, AA and AD; software, AA; validation, AD; formal
analysis, AA; investigation, AD; resources, AA; data curation, AD; writing—original draft prepara-
tion, AA; writing—review and editing, AA; visualization, AD; supervision, AD; project administra-
tion, AA and AD; funding acquisition, not applicable.

Funding

This research received no external funding.

Environment and Social Psychology (2023) Volume 8, Issue 1 15



Path analysis of hospitality workplace dignity, organisational commitment, and intent to quit in hotel industry: The
mediating role of organisational commitment

Conflict of interest

The authors declare no conflict of interest.

References

1.

10.

11.

12.

13.
14.

15.

16.

16

Lock S. A number of employees in the hospitality and leisure industry in the United States from 2009 to
2020 [Internet]. Hamburg: Statista; 2021. Available from: https://www.statista.com/statistics/978503/hospi-
talityindustry-employees-us/.

Davidson MCG, Timo N, Wang Y. How much does labour turnover cost? A case study of Australian four-
and five-star hotels. International Journal of Contemporary Hospitality Management 2010; 22(4): 451-466.
doi: 10.1108/95961190980000614.

Messner W. The role of gender in building organisational commitment in India’s services sourcing industry.
I[IMB Management Review 2017; 29(3): 188-202. doi: 10.1016/].iimb.2017.07.004.

Golubovskaya M, Robinson RNS, Solnet D. The meaning of hospitality: Do employees understand? In-
ternational Journal of Contemporary Hospitality Management 2017; 29(5): 1282—-1304. doi:10.1108/
IJCHM-11-2015-0667.

Choi YG, Kwon J, Kim W. Effects of attitudes vs experience of workplace fun on employee behaviors: Fo-
cused on generation Y in the hospitality industry. International Journal of Contemporary Hospitality Man-
agement 2013; 25(3): 410-427. doi: 10.1108/09596111311311044.

Arasanmi CN, Krishna A. Employer branding: Perceived organisational support and employee retention—
The mediating role of organisational commitment. Industrial and Commercial Training 2019; 51(3): 174—
183. doi: 10.1108/ICT-10-2018-0086.

Khan AN, Ali A, Khan NA, Jehan N. A study of relationship between transformational leadership and task
performance: The role of social media and affective organizational commitment. International Journal of
Business Information Systems 2019; 31(4): 499-516. doi: 10.1504/1JBIS.2019.101583.

Bal M, Kordowicz M, Brookes A. A workplace dignity perspective on resilience: Moving beyond individ-
ualized instrumentalization to dignified resilience. Advances in Developing Human Resources 2020; 22(4):
453-466. doi: 10.1177/1523422320946115.

Lucas K. Workplace dignity: Communicating inherent, earned, and remediated dignity. Journal of Manage-
ment Studies 2015; 52(5): 621-646. doi: 10.1111/joms.12133.

Matthews L, Power D, Touboulic A, Marques L. Building bridges: Toward alternative theory of sustain-
able supply chain management. Journal of Supply Chain Management 2016; 52(1): 82-94. doi: 10.1111/
jscm.12097.

Kostera M, Pirson M. Dignity and the organization. London: Palgrave Macmillan; 2017.

Tabachnick BG, Fidell LS. Using multivariate statistics. 5" ed. Boston: Allyn & Bacon/Pearson Education;
2007.

Bal M. Dignity in the workplace: New theoretical perspectives. London: Palgrave MacMillan; 2017.
Kensbock S, Jennings G, Bailey J, Patiar A. Performing: Hotel room attendants” employment experiences.
Annals of Tourism Research 2016; 56: 112—127. doi: 10.1016/j.annals.2015.11.010.

Kang KH, Lee S, Yoo C. The effect of national culture on corporate social responsibility in the hospitality
industry. International Journal of Contemporary Hospitality Management 2016; 28(8): 1728-1758. doi:
10.1108/1JCHM-08-2014-0415.

Lew AA, Hall MC, Williams AM. The Wiley Blackwell companion to tourism. Hoboken: John Wiley &
Sons; 2014.

Environment and Social Psychology (2023) Volume 8, Issue 1



17.

18.

19.

20.

21.

22.

23.

24.
25.

Acharya and Datta

Mowday RT, Porter LW, Steers RM. Employee-organization linkages: The psychology of commitment, ab-
senteeism, and turnover. Cambridge: Academic Press; 1982.

Chhabra NL, Sharma S. Employer branding: Strategy for improving employer attractiveness. International
Journal of Organisational Analysis 2014; 22(1): 48—60. doi: 10.1108/IJOA-09-2011-0513.

Mahal PK. HR practices as determinants of organizational commitment and employee retention. The IUP
Journal of Management Research 2012; 11(4): 37-53.

Datta A, Singh R. Attrition among y-generation employees in hotel industry. Prestige International Journal
of Management & IT-Sanchayan 2017; 6(1): 67-81. doi: 10.37922/PIJMIT.2017.V06i01.005.

Gangai KN. Attrition at workplace: How and why in hotel industry. IOSR Journal of Humanities and Social
Science 2013; 11(2): 38—49. doi: 10.9790/0837-1123849.

Hair JF, Sarstedt M, Ringle CM. Rethinking some of the rethinking of partial least squares. European Jour-
nal of Marketing 2019; 53(4): 566-584. doi: 10.1108/EBR-10-2013-0128.

Lazonick W. Profits without prosperity. Harvard Business Review 2014; 92(9): 46-55.

Hair JF, Black WC, Babin BJ, et al. Multivariate data analysis. 6" ed. Hoboken: Pearson Hall; 2006.
Fornell C, Larcker DF. Structural equation models with unobservable variables and measurement error: Al-
gebra and statistics. Journal of Marketing Research 1981; 18(3): 382—-388. doi: 10.2307/3151312.

Environment and Social Psychology (2023) Volume 8, Issue 1 17



