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Abstract 
Human resource planning (HRP) is a critical strategic function in service-intensive industries where employee 
performance directly influences organizational efficiency and service quality. The hospitality industry in India, 
characterized by high labour intensity, seasonal demand fluctuations, and persistent employee turnover, faces 
significant challenges in maintaining a stable and competent workforce. This study empirically examines the impact 
of human resource planning practices on employee performance in the Indian hospitality sector. A quantitative, 
cross-sectional research design was adopted, and primary data were collected through a structured questionnaire 
administered to 372 frontline employees working in organized hotels and hospitality establishments across major 
metropolitan cities in India. Given that many hospitality establishments in India operate as small and medium 
enterprises (SMEs) or entrepreneur-led ventures within local tourism ecosystems, the findings have direct 
relevance for sustaining workforce capacity and service performance in these businesses. Human resource 
planning was measured using four key dimensions: workforce forecasting, recruitment planning, training and 
development planning, and succession planning, while employee performance was assessed through productivity, 
service quality, organizational commitment, and adaptability indicators. Data were analysed using SPSS 26 
employing descriptive statistics, reliability analysis, correlation, and multiple regression techniques. The results 
reveal a strong positive and statistically significant relationship between human resource planning and employee 
performance (r = 0.68, p < 0.001). Regression analysis indicates that HRP significantly predicts employee 
performance, explaining 54% of the variance (R² = 0.54). Among HRP dimensions, training and development 
planning emerged as the strongest predictor, followed by workforce forecasting and recruitment planning. The 
findings suggest that systematic and proactive HR planning enhances employee efficiency, reduces role ambiguity, 
improves service quality, and supports workforce stability in hospitality organizations. Beyond short-term 
efficiency, HRP also supports long-term business sustainability by strengthening workforce continuity, reducing 
replacement costs, and improving the resilience of service delivery under seasonal and demand shocks. In labour-
intensive hospitality enterprises, these outcomes contribute to sustained competitiveness and the long-term 
survival of firms operating in dynamic market conditions. The study contributes to strategic HRM and sustainable 
enterprise research by positioning HRP as a determinant of sustainable growth in India’s hospitality sector and 
offers actionable insights for managers, entrepreneurs, and policymakers to strengthen workforce planning 
systems for long-term competitiveness. 
 
Keywords: Human Resource Planning, Employee Performance, Hospitality Industry, Workforce Forecasting, 
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1. INTRODUCTION 
• Background of the Study 
The hospitality industry is one of the growing service 
industries in the world and it contributes to the 
growth of the economy, creation of jobs and 
increased tourism. The hospitality and tourism 
industry in India plays an important role in national 
income and millions of direct and indirect jobs, 
indicating that it is a labour-intensive industry and an 
important part of the economy (India Brand Equity 
Foundation [IBEF], 2024). The hospitality 
organizations, unlike the capital-intensive sectors, 
are heavy on human resources since their service 
delivery is mostly driven by employee interactions, 
behaviour and competencies. Thus, the effectiveness 
of the workforce and the performance of the 
employees are the most crucial factors that influence 

the quality of service, satisfaction of the customers, 
and the competitiveness of the organization in this 
industry (Baum, 2015). 
Hospitality in India is directly related to 
entrepreneurship and development of small 
businesses because the growth of the hospitality 
sector in the Indian market involves the development 
of SME-led or entrepreneur-led businesses in most 
cases, including hotels, restaurants, and other 
services linked to tourism. Such projects help a local 
economy to grow by creating jobs, ensuring 
connections in supply chains, and driving the region 
to grow through tourism, thus workforce ability is a 
key strategic factor in the sustainability of an 
enterprise. 
Human resources have been well known as a 
strategic resource in service industries where 
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employee capabilities, motivation and service 
orientation largely influence the quality of customer 
experience. The frontline employees in the 
hospitality organizations are in direct contact with 
customers and are the main individuals that make 
customer value and maintain organization 
reputation. Thus, the efficient management of human 
resources, and especially the systematic workforce 
planning, has become a key to efficient operation and 
high service quality (Armstrong and Taylor, 2020; 
Boxall and Purcell, 2022). 
In the case of hospitality enterprises, sustainability 
does not only entail environmental concerns, but also 
business sustainability, consistency in employment, 
continuity in services, and the ability to survive the 
shock of the market fluctuations. Considering high 
turnover and seasonal changes, the benefits of 
planning, developing and retaining human capital 
depends on effectiveness over time as a determinant 
of long term survival of hospitality firms. 
 
• Concept of Human Resource Planning 
Human resource planning (HRP) is the process of 
making forecasts about the future needs of an 
organization in terms of workforce and analysing the 
presence of available human resources and creating 
a plan to fill a gap in supply and demand (Cascio, 
2018). It entails forecasting the staffing 
requirements, arranging hiring, developing training 
activities, and availability of competent human 
resource to fulfill organizational goals (Bechet, 
2016). 
HRP is regarded as a proactive and ongoing process 
in strategic management today than a reactive 
administrative process. Proper HR planning assists 
organizations to make workforce competencies to 
match long-term strategic plans, maximize use of 
human resource, and improve organizational 
flexibility in changing business environments (Reilly, 
2003). HR planning gains even more significance in 
the service industry, in particular, in the hospitality 
sector since in this case, the organizations have to 
address cycles of demand, seasonal labor needs, and 
service-delivery processes that require skills (Baum, 
2015). 
The important dimensions of HRP are workforce 
forecasting, recruitment planning, training and 
development planning, and succession planning. 
Workforce forecasting allows companies to predict 
their future staffing requirements, recruitment 
planning is needed to hire qualified employees at the 
right time, training planning improves employee 
skills, and succession planning ensures continuity of 
leadership, and growth and development of career 
opportunities (Armstrong and Taylor, 2020). 
 
• Importance of Employee Performance in 
Hospitality 

The concept of employee performance is 
multidimensional and it measures the capability of 
an individual to effectively perform the job duties, 
offer quality service, change with the organizational 
demands, and make positive contributions to 
organizational goals (Borman and Motowidlo, 1997). 
The performance of employees is especially 
significant in the context of hospitality, as in this 
industry, the service delivery process implies direct 
contact with the customer, emotional labour, and 
awareness towards various customer demands. 
Researchers underline that the employee 
performance in the hospitality organizations is not 
limited to productivity alone, but it also has 
behavioural aspects like service quality, 
commitment, and adaptability. Good employees also 
help in enhancing customer satisfaction, reputation 
of the organization and competitive advantage in the 
service markets (Karatepe, 2013). On the other hand, 
role ambiguity, job stress and low employee 
performance may be a result of poor workforce 
planning and poor skill development. 
 
• Industry Challenges in Human Resource 
Management 
Human resource is a special concern in the 
hospitality industry as compared to other industries. 
These issues are high turnover of employees, 
seasonal demand variation, atypical working hours, 
skills deficiency and lack of career advancement. 
Hospitality organizations encounter the highest 
attrition rates as the workplace is rather challenging, 
the wages are relatively low, and the employment is 
not very secure (Baum, 2015). 
Another severe issue that influences the stability of 
workforce in hospitality organizations is seasonality. 
Organizations also need more employees during the 
peak periods of tourists and may face redundancy of 
employees during low seasons. These variability 
make it necessary to plan workforce and HR 
strategies systematically and ensure that operational 
efficiency and the service continuity remain stable 
(Cascio, 2018). 
Moreover, there has been a growing demand on the 
quality of services and customer experience, which 
has increased pressure on competent and trained 
workers. HR planning should be a strategic point as 
hospitality organizations need to invest in employee 
development to ensure that they remain competitive 
in providing services (Boxall and Purcell, 2022). 
 
Research Problem Statement 
Despite the recognized importance of human 
resource planning in service industries, many 
hospitality organizations continue to treat HRP as an 
operational necessity rather than a strategic 
management function. The implication of this gap is 
not only on the delivery of immediate services but 
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also on the sustainability of the performance of the 
enterprise in the long-term as frequent disruption on 
the workforce may degrade the customer confidence, 
high operating costs as well as long-term 
competitiveness especially in hospitality SMEs and 
entrepreneur-led buildings. As a result, workforce 
inefficiencies, skill mismatches, and high employee 
turnover remain persistent issues affecting service 
quality and organizational performance (Aguinis & 
Kraiger, (2009). 
Most of the current studies regarding human 
resource management in hospitality have been on 
general human resource practices like recruitment, 
training, and compensation. Nevertheless, very little 
empirical focus has been cited specifically on the role 
of systematic human resource planning in 
determining the employee performance outcomes 
with specific reference to the Indian hospitality 
sector (Budhwar and Debrah, 2013). 
 
• Research Gap 
Even though a number of studies emphasize the role 
of HR practices in enhancing organizational 
performance, empirical studies that identify human 
resources planning as a unique determinant of 
employee performance are few. Moreover, the 
majority of research is carried on perspective of 
managers and not frontline employees who are the 
key players in service delivery in hospitality 
organizations. The absence of context-specific 
empirical data testing the effect of HR planning 
practices on employee performance in the Indian 
hospitality sector is also significant given that the 
unique workforce issues of seasonality and labour 
mobility typify the industry. 
 
• Significance of the Study 
The research is relevant to the current literature, as it 
offers empirical data regarding the association 
between staff performance and human resource 
planning in the hospitality industry. The results 
provide useful information to hospitality managers 
to derive effective workforce planning measures that 
would improve employee productivity, quality of 
service delivery and sustainability of the 
organization. Also, the research has policy 
implications on the skill development programs, 
workforce planning models to enhance the human 
capital within the hospitality industry. 
 
• Objectives of the Study 
The study aims to: 
➢ Examine human resource planning practices in 
hospitality organizations 
➢ Assess employee performance levels in the 
hospitality sector 
➢ Analyse the relationship between HRP practices 
and employee performance 

➢ Identify key HRP dimensions influencing 
employee performance 
 
• Research Hypotheses 
➢ H1: Human resource planning has a significant 
positive impact on employee performance. 
➢ H2: Workforce forecasting positively influences 
employee productivity. 
➢ H3: Recruitment planning significantly improves 
service quality. 
➢ H4: Training planning positively influences 
employee commitment. 
➢ H5: Succession planning positively influences 
employee adaptability. 
 
2. REVIEW OF LITERATURE 
• Strategic Human Resource Management 
Theory 
The Strategic Human Resource Management (SHRM) 
theory also placed the focus on aligning human 
resource practices with organizational strategy in 
order to improve performance and gain competitive 
advantage. SHRM states that human resources are 
not an operational input, but one of the strategic 
assets of the organization that help achieve success 
in the long term (Armstrong and Taylor, 2020). HR 
planning has become a critical component in this 
structure because the organizations maintain an 
optimal balance between the supply and demand of 
workforce and match the capabilities of employees to 
the business goals. 
According to SHRM scholars, organizations that have 
an effective HR planning system are characterized by 
increased employee productivity, a decrease in 
employee turnover, and increased operational 
efficiency. Organizations can reduce shortages of 
skills and enhance workforce stability by predicting 
workforce demands and creating active staffing plans 
(Boxall and Purcell, 2022). The strategic alignment of 
HR planning with organizational objectives is 
especially important in service-based industries like 
the hospitality industry, where the performance of 
employees has a direct impact on the quality of the 
provided services. 
 
• Human Capital Theory 
The Human Capital Theory argued that knowledge, 
skills and abilities of employees are a good resource 
in an organization which brings productivity and 
creation of economic values. Employee training, 
development, and enhancement of skills enhance 
organizational performance as well as competency of 
workforce (Becker, 1993). In this theoretical 
perspective, the human resource planning is 
considered as the mechanism of the optimal 
development and utilization of human capital. 
HR planning allows organizations to determine their 
skills gaps, prepare training programs and assign 
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human resources. Human capital investments in 
training planning and workforce development are 
crucial in the delivery of performance excellence in 
hospitality organizations whose competencies are 
largely dependent on employee competencies 
(Cascio, 2018). Therefore, the Human Capital Theory 
confirms the argument that a proper HR planning can 
be used to boost the performance of employees by 
increasing the capabilities of the workforce and 
eliminating inefficiencies (Jackson et. al. 2014). 
 
• Resource-Based View (RBV) 
The Resource-Based View (RBV) of the firm 
underlined that sustainable competitive advantage is 
created by the valuable resources, which are rare, 
inimitable, and non-substitutable organizational 
resources. To some extent, human resource has been 
regarded as one of the most significant strategic 
resources since they have exclusive skills, knowledge 
as well as capabilities that cannot be easily 
duplicated by the competitors (Barney, 1991). 
Under the RBV view, the human resource planning is 
a factor that will result in the competitiveness of the 
organization through provision of skilled workforce 
and continuity in the workforce. The development 
and maintenance of talent pools, the increase in 
employee retention, and the creation of future 
leadership abilities are some of the benefits that 
organizations can achieve through the effective use of 
HR planning practices (Boxall and Purcell, 2022). HR 
planning in hospitality organizations can be used to 
maintain competitive advantage by sustaining 
excellent workforce through service quality, which is 
a major point of differentiation (Ahmad, 2010). 
 
Sustainable Entrepreneurship and Enterprise 
Growth in Asia 
Sustainable entrepreneurship focuses on business 
models and strategic practices, which allows firms to 
attain long-term value creation and in turn sustain 
economic and social stability in their areas of 
operation. Sustainability in Asian emerging 
economies, where the SMEs play a dominant role in 
creating employment and expanding the service 
sector is commonly measured in terms of survival of 
the enterprise, consistent employment creation, and 
ability to endure market instability. Strategic 
management practices such as human capital 
planning thus become very important in the survival 
of the entrepreneurial business and hospitality over 
time. 
Sustainable entrepreneurship focuses on the 
capacity of businesses to attain long term economic 
sustainability and stable employment, continuation 
of services, and competitiveness in the unstable 
market contexts. The concept of sustainability in 
labour-intensive service industries like the 
hospitality industry is largely associated with the 

management of human capital and the proper 
utilisation of workforce in a strategic manner 
(Barney, 1991). In the same resource-based 
approach, human resource planning enhances 
organizational capacities by facilitating readiness of 
human resource, stability of skill, and flexibility-
things that are imperative in long-run competitive 
capability and business existence. 
SMEs and establishment in the hospitality sector 
have been more exposed to labour shortages, 
turnover and skills gaps in emerging markets such as 
India, whose hospitality sector is a major contributor 
of employment and economic development of the 
region (IBEF, 2024). The strategic HR planning, 
accordingly, is an important tool that can help 
hospitality enterprises to improve the long-term 
stability, operational viability, and sustainable 
development. 
 
• Human Resource Planning Concepts 
Human resource planning is a multi-dimensional 
aspect that entails a series of interrelated dimensions 
that unanimously provide workforce effectiveness 
and organizational efficiency. The major elements of 
HR planning are workforce planning, recruitment 
planning, training planning and succession planning. 
 
• Workforce Forecasting 
Workforce forecasting was the process of predicting 
the future workforce needs on the basis of 
organizational needs, market environments and 
demands of the operations. Effective projections aid 
organisations to foresee staffing requirements, avoid 
shortage of labor as well as maximizing on the 
utilisation of the workforce (Reilly, 2003). Workforce 
forecasting is especially significant in hospitality 
organizations because demand is seasonal. Efficient 
forecasting gives the managers a chance to plan their 
staffing capacity during peak and off-peak times to 
ensure a continuity in operations and save on labour 
expenses (Baum, 2015). 
 
• Recruitment Planning 
Recruitment planning is a process that helps in 
determining the workforce needs and how to recruit 
qualified individuals. Proper recruitment planning 
was the reason why organizations recruit employees 
who have the right skills and competencies to 
perform their job more effectively and reduce 
turnover (Armstrong and Taylor, 2020). Studies have 
proposed that well-planned recruitment strategies 
enhance clarity of the job roles, minimise job-to-job 
misfit, and boost service delivery within hospitality 
organisations (Chand & Katou, 2007). Therefore, the 
recruitment planning is an essential part of the HR 
planning that directly determines the results of the 
employee performance. 
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Training and Development Planning 
Training planning is aimed at outlining the 
weaknesses in employees in terms of skills and 
developing training in order to improve skills. 
Multitasking enhances productivity, flexibility, and 
effectiveness of service delivery among the 
employees (Cascio, 2018). Training is necessary in 
the hospitality environment since the employees 
have to master technical expertise and interpersonal 
skills to satisfy the customers. Research has shown 
that more employees have better engagement and 
performance in organizations that have a system of 
training planning (Karatepe, 2013). 
 
• Succession Planning 
Succession planning entails recognizing and 
grooming the potential employees into the 
leadership positions of the future. It guarantees 
continuity in the organization since it equips the 
employees with needed skills to take up key roles in 
case of a vacancy (Rothwell, 2010). Succession 
planning involving hospitality organizations helps in 
employee motivation, development and retention of 
employees. Succession planning increases the 
commitment and loyalty of employees and the 
organization by offering them good career paths. 
• Employee Performance Models 
Employee performance has been a concept with a 
multidimensional construct that involves both task-
based behaviours and contextual behaviours. The 
earlier models of performance were mostly based on 
the concept of productivity and efficiency, but the 
newer models are based on behavioural and 
attitudinal aspects. Borman and Motowidlo (1997) 
developed a model of performance that is two-
dimensional and is comprised of task performance 
and contextual performance. Task performance is job 
specific and contextual performance is behaviour 
that facilitates organizational operation like 
teamwork and customer service. Service quality, 
adaptability, commitment, and customer satisfaction 
outcomes are some of the indicators that have been 
used to measure employee performance in the 
hospitality sector (Karatepe, 2013). These are 
multidimensional performance models that have a 
detailed framework of assessing the effectiveness of 
employees working in service settings. 
 
• HRP–Performance Relationship Studies 
The positive correlation between HR planning 
practices and employee performance results is 
proved by empirical studies. It was found that with 
good HR planning, role ambiguity is lessened, 
employee skills become more aligned and employee 
productivity is also improved (Cho et al., 2006). 
Chand and Katou (2007) reported that structured HR 
planning systems have a great impact on increasing 
employee performance and efficiency in the 

hospitality organizations. On the same note, 
Budhwar and Debrah (2013) found out that formal 
HR planning practices have led to increased 
employee engagement and reduced turnover rates in 
organizations. These researches indicate that HR 
planning is a vital factor that defines the effectiveness 
of workforce and performance of the organization. 
In addition to employee level performance, the 
studies also associate strategic HR systems with long 
term development of firms in terms of increased 
productivity, less turnover cost, ability building and 
service delivery. In sustainability terms, the HR 
planning is known to be supportive of the enterprise 
resilience in a manner that allows workforce 
preparedness when there are changes in demand and 
aiding in constant capability development, the latter 
being of particular significance to the service-sector 
SMEs. 
 
• Hospitality Sector Studies 
Hospitality industry poses special human resource 
problems because of its labour intensive nature, high 
employee turn over as well as seasonal cyclical 
demand. Studies point to the fact that poor workforce 
planning results in service inconsistency, employee 
burnout, and low customer satisfaction (Baum, 
2015). Research on Indian hospitality setting shows 
that companies that have structured HR planning 
practices attain better performance and quality of 
services offered by employees than companies that 
use ad-hoc staffing methods (Budhwar and Debrah, 
2013). 
These issues are compounded in SME and 
entrepreneur-based hospitality operations in Asia 
where slack resources are minimal and employee 
shortages, skills gaps and turnover are disastrous to 
long-term hospitality survival. Accordingly, HR 
planning may be perceived as a sustainability 
mechanism that is based on strategy and allows 
maintaining stability in service delivery, as well as 
enabling enterprises to remain competitive in the 
emerging market settings. 
 
• Research Gap Summary 
Although much has been done on the topic of human 
resource management practices, few empirical 
research has managed to isolate human resource 
planning as an independent factor of employee 
performance. The majority of current research works 
consider HR practices as a whole, but not specifically 
workforce planning mechanisms. Moreover, there is 
no empirical evidence available about the effect of HR 
planning practices on the performance of frontline 
employees within the Indian hospitality industry. 
Since the sector is facing special workforce issues, the 
contextualized empirical studies on the impact of HR 
planning on employee productivity, service quality 
and commitment are required. This research fills this 
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gap by exploring the relationship between human 
resource planning and employee performance in 
Indian hospitality sector empirically. 
 
3. CONCEPTUAL FRAMEWORK 
• Model Explanation  
This research paper has a conceptual framework that 
empirically explores the association between human 
resource planning (HRP) and employee performance 
in the hospitality industry. The framework, which is 
based on Strategic Human Resource Management 
theory, the Human Capital Theory, and the Resource-
Based View, argues that the systematic practices of 
workforce planning would promote the 
competencies of employees, role clarity, and 
organizational functioning, hence enhancing the 
outcomes of individual performance (Armstrong and 
Taylor, 2020; Boxall and Purcell, 2022). 
The conceptualization of human resource planning in 
this study assumes that it is the independent variable 
and it is multidimensional with four main 
dimensions that include workforce forecasting, 
recruitment planning, training and development 
planning, and succession planning. A workforce 
forecasting is the capability of the organization to 
predict the future manpower needs and manage the 
staffing levels according to the operational needs. 
Proper forecasting will ease labour scarcity and avoid 
congesting employees thus making them more 
productive and effective at work (Reilly, 2003). 
Recruitment planning is the process of formulating 
an orderly plan to recruit and hire qualified 
employees whose competencies can align with the 
job demands and result in better service delivery and 
stable performance (Cascio, 2018). 
The planning of training and development is a 
significant aspect of HRP, as it is aimed at uncovering 
the skill gaps and developing the employees using the 
constant learning programs. Training plays an 
important role in the capacity of employees to deliver 
services in the hospitality sector, as well as in service-
intensive industries like hospitality, to be able to 
adjust to the shifting needs of customers and to be 
able to meet high service standards (Karatepe, 2013). 
Another critical HRP dimension is succession 
planning, which guarantees continuity in the 
leadership by equipping employees to assume higher 
positions in future and offers them career 
opportunities. It helps in motivating employees, 
commitment to the organization and stability of the 
workforce in the long run (Rothwell, 2010). 
Employee performance in this study is the dependent 
variable, which is, not only, an individual-level 
variable, but also a key to the sustainable 

performance of an enterprise in hospitality 
organizations in terms of stable performance over 
time in terms of regular service provision, labor 
stability and sustained competitiveness. Productivity 
can be defined as how well employees perform the 
set tasks whereas service quality can be explained as 
how well employees achieve their expectations on 
customer needs and give them satisfactory service 
experiences. The commitment is the emotional 
attachment and loyalty of employees to the 
organization and adaptability is the ability of the 
employees to react effectively to the dynamic work 
environment and work demands (Borman and 
Motowidlo, 1997). 
The conceptual model proposes that effective human 
resource planning practices positively influence 
employee performance outcomes by improving 
workforce competence, reducing role ambiguity, and 
enhancing organizational support systems. HR 
planning also helps in long-term organizational 
stability, cost effectiveness, and competitiveness by 
ensuring that workforce disruptions are minimal and 
the ability to build capability is developed, which are 
important aspects of sustainability to hospitality 
enterprises experiencing unstable demand and 
incessant labour mobility.  Therefore, the framework 
establishes a direct causal relationship between HRP 
and employee performance in the hospitality sector. 
This framing of sustainability is consistent with the 
Resource-Based View in the sense that human capital 
and planning capability is viewed as a strategic 
resource that promotes the sustenance of long-term 
competitive advantage. It is as well an expression of 
sustainability outlook where steady employment, 
continuity in service provision and shock resistance 
are the focal results of hospitality enterprises and 
SMEs. Though in this study, sustainable enterprise 
performance is not measured in a given specific 
financial or environmental construct, employee 
performance is considered as a critical capability 
pathway in which sustainability results can be 
achieved. In hospitality businesses which are 
intensive in labour, regular employee output, service 
quality, dedication, and versatility together define 
sustainability in operations, client retention and cost 
effectiveness over the long run. In line with this, the 
performance of the employees is theorized as a proxy 
measure of sustainable enterprise capability, 
especially in the context of SMEs and the emerging 
markets where the stability of human capital directly 
correlates with business viability. 
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Figure 1: Measurement Model of Human Resource Planning and Employee Performance 

 
4. HYPOTHESES DEVELOPMENT 
The formulation of hypotheses in this research is 
based on the Strategic Human Resource Management 
theory, Human Capital Theory, and the Resource-
Based View that all focus on the fact that systematic 
workforce planning is essential when it comes to 
increasing employee capabilities and the 
performance of organizations. Human resource 
planning (HRP) is essential to guarantee the 
suitability of the workforce in relation to the needs of 
the organization, hence enhancing employee 
performance, job description, and the effectiveness of 
services provided (Armstrong and Taylor, 2020; 
Boxall and Purcell, 2022). Service intensive 
industries like the hospitality industry experience 
direct employee-customer interaction, and therefore, 
efficient HR planning practices are likely to lead to 
greater employee performance upon the 
organization. 
 
• Human Resource Planning and Employee 
Performance 

Human resource planning is strategic in terms of 
maximizing the exploitation of workforce and 
availability of skilled employees. Companies that 
embrace systematic HR planning systems are in a 
better position to minimize a shortage of workers, 
employee motivational levels, and level of 
productivity. Empirical research findings have 
revealed that systematic HR planning activities have 
positive impacts on the performance of the 
employees in terms of job allocation, workload 
tension and skill growth (Cho et al., 2006; Chand and 
Katou, 2007). Thus, it is possible to expect that the 
strong HR planning will directly influence the 
outcomes of the employee performance. 
 
H1: Human resource planning significantly 
affects employee performance. 
H1a: Human resource planning has a significant 
positive impact on sustainable enterprise 
performance in hospitality organizations. 
Sustainable enterprise performance is indirectly 
operationalized in the current study by the 
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dimension of employee performance that is used as 
the foundation of internal capability basis of long-
term competitiveness and service continuity. Thus, 
testing H1a empirically is positioned in the structural 
relationship between the HR planning practices and 
the end result of employee performance. 
 
• Workforce Forecasting and Employee 
Productivity 
Forecasting Workforce forecasting is an important 
aspect of HR planning which encompasses 
estimating future staffing needs according to 
patterns of demand in the organization. Proper 
forecasting is able to assist the organizations in the 
maintenance of optimal levels of staffing thus 
avoiding overloading of employees and proper 
allocation of tasks. It has been discovered that 
workforce forecasting enhances the productivity of 
workers by eliminating role ambiguity and even by 
making sure that there is sufficient availability of 
manpower (Reilly, 2003). In hospitality 
organizations where demand of the services varies 
on a seasonal basis, optimal workforce forecasting 
allows employees to work efficiently without 
overwork in case of work overload. Sustained 
productivity through accurate forecasting 
contributes to long-term service continuity and 
operational sustainability, particularly during peak-
demand cycles. 
 
H2: Workforce forecasting positively influences 
employee productivity. 
• Recruitment Planning and Service Quality 
Recruitment planning deals with the determination 
of workforce needs and the adoption of planned 
methods to recruit and select qualified applicants. 
Proper planning of recruitment would provide the 
employees with relevant competencies to undertake 
job activities and provide quality services. Research 
shows that formalized recruitment practices boost 
job fit among the employees, decrease disparities in 
their performance, and enhance the quality of the 
services in the hospitality firms (Cascio, 2018; Chand 
and Katou, 2007). Thus, the planning of the 
recruitment activity will have a positive impact on 
the service delivery results. Consistent service 
quality strengthens customer loyalty and reputation, 
which are essential for the long-term 
competitiveness and sustainability of hospitality 
enterprises. 
 
H3: Recruitment planning significantly improves 
service quality. 
• Training Planning and Employee Commitment 
Training and development planning focuses on 
identifying employee skill gaps and designing 
learning programs to enhance workforce 
competencies. Continuous training initiatives not 

only improve employee capabilities but also 
strengthen organizational commitment by 
demonstrating employer investment in employee 
development. According to Human Capital Theory, 
organizations that invest in employee training 
experience higher workforce engagement and loyalty 
(Becker, 1993). Empirical evidence suggests that 
training planning enhances employee motivation, job 
satisfaction, and commitment in service 
organizations (Karatepe, 2013). Higher commitment 
reduces turnover and preserves service capability 
over time, supporting the long-term viability of 
hospitality firms. 
 
H4: Training planning positively influences 
employee commitment. 
• Succession Planning and Employee 
Adaptability 
Finally, succession planning guarantees continuity of 
leadership by identifying and grooming future 
employees into leadership positions. It gives the 
employees a chance to grow on their career and 
equips them with the adjustments to organizational 
changes. Literature has shown that succession 
planning promotes flexibility of employees because it 
promotes skill building and development of a long 
term organizational outlook (Rothwell, 2010). 
Succession planning can be used in hospitality 
organizations with dynamic and unpredictable 
operational environments to enhance workforce 
flexibility and resiliency. Adaptability and leadership 
continuity enhance resilience during market 
changes, enabling sustainable enterprise 
performance in volatile operating environments. 
 
H5: Succession planning positively influences 
employee adaptability. 
5. RESEARCH METHODOLOGY 
This section presents the empirical research 
methodology adopted to examine the relationship 
between human resource planning and employee 
performance in the Indian hospitality industry. India 
is an important Asian emerging economy where 
hospitality growth is closely linked to 
entrepreneurship, tourism expansion, and SME 
employment; therefore, the study contributes 
evidence relevant to Asian enterprise sustainability 
research. It outlines the research design, population, 
sampling procedures, data collection methods, 
measurement tools, and statistical techniques used 
for analysis. 
 
• Research Design 
The research design followed in the study is a 
quantitative, descriptive, and analytical research 
study with an aim to empirically examine how human 
resource planning (HRP) practices affect employee 
performance. A quantitative methodology is suitable 
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due to the fact that the study will be conducted to 
measure the relationships between variables in 
terms of statistical methods and objective data 
analysis. The descriptive part of the research design 
aims at determining the current HR planning 
practices and the extent of employee performance in 
hospitality organizations whereas the analytical part 
looks at the cause and effect relationship between 
HRP and performance results. The study has a cross-
sectional survey design, as data is gathered by 
surveying the respondents at one given time. Human 
resource management researchers apply this design 
frequently since it enables them to evaluate the 
relationship between practices undertaken by 
organizations and the outcomes of employees 
effectively (Hair et al., 2019). 
 
• Population of the Study 
The population that the study is targeted at is the 
people employed in structured hospitality 
organizations in India in the form of hotels, resorts 
and large food-service organizations. The research 
targets specifically frontline and operational 
employees since they directly meet with customers 
and are of essential importance to the delivery of 
services and the performance of organizations (Otoo, 
2018). The hospitality industry is typified by 
different types of the working forces, the service 
workers, the supervisors, and the administrative 
assistants. Nevertheless, frontline employees are 
viewed as the most applicable respondents in this 
study due to the fact that their performance is 
directly affected by the human resource planning 
practice whereby the level of staffing, training 
programs, and career development opportunities are 
taken into account (Baum, 2015). Although sample 
was selected among established establishments, the 
research can be applied to hospitality SMEs and the 
entrepreneur-owned establishments since the 
workforce planning issues (seasonality, turnover, 
skills shortage) are similar regardless of the size of 
the firm. Where possible, the findings could be 
viewed as an informing factor on sustainable 
workforce strategies within small and medium 
hospitality businesses in India. 
 
Sampling Technique 
To have representations of various types of 
hospitality establishments as well as categories of 
employees, a stratified random sampling method was 
employed. The stratification was made in terms of the 
organizations type incorporating hotels, resorts and 
hospitality chains. Simple random sampling was used 
to select respondents within each stratum in order to 
minimize sampling bias and improve sample 
representativeness. The stratified sampling is 
deemed to be suitable in the case of a study including 
a heterogeneous population due to its ability to 

ensure that all subgroups are represented in the 
sample sufficiently (Creswell and Creswell, 2018). 
 
• Sample Size Justification 
The sample was also calculated with regard to 
statistical guidelines of multivariate analysis. Hair et 
al. (2019) consider that a minimum of 300 
respondents should be used in a study that entails 
regression and structural equation modelling. To 
increase the reliability and generalizability of the 
results, 400 questionnaires were given to employees 
of the hospitality. There were 372 valid responses 
among these, which is a response rate of about 93. 
This sample size is believed to be enough to 
implement complicated statistical procedures, such 
as regression and SEM. 
 
• Data Sources 
The research employs both primary, as well as 
secondary data. The primary data were gathered 
through respondents with an elaborate 
questionnaire that aimed at quantifying HR planning 
practices and measures of employee performance. 
The theoretical framework and literature review 
were supported using secondary data, which were 
collected in academic journals, books, industry 
reports, government publications, and online data 
bases. The combination of various sources provides 
more credibility and completeness of collected 
research results (Creswell and Creswell, 2018). 
 
• Data Collection Instrument 
The main data collection tool in this research is the 
structured questionnaire, which is developed out of 
the existing validated scales used in the previous 
studies. The questionnaire will be divided into three 
major parts, including demographic information, 
human resource planning practices, and employee 
performance indicators. The HR planning section has 
questions that were used to assess the workforce 
forecasting, recruitment planning, training and 
development planning and succession planning. The 
employee performance section has questions that 
evaluate productivity, quality of service, commitment 
and flexibility. A pilot study was conducted to pre-test 
the questionnaire in order to be clear, relevant and 
measurement items to be reliable. 
 
• Measurement Scale 
Each of the measurement items was evaluated by 
means of a five-point Likert scale with the range 1 
(strongly disagree) to 5 (strongly agree). Likert scales 
have become extremely popular in the empirical HR 
studies as they enable the respondent to describe the 
attitudes and perceptions in a standardized way 
(Hair et al., 2019). Human resource planning was 
considered a multidimensional construct whereas 
the employee performance was quantified as a 
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composite index of behavioural and task-related 
measures. 
 
• Reliability and Validity Testing 
To determine the validity and reliability of the 
measurement instruments, reliability and validity 
tests were done. The standard of internal consistency 
occurrence was in place by evaluating Cronbach 
alpha coefficients, where coefficients of greater than 
0.70 were perceived to be satisfactory (Hair et al., 
2019). The findings showed that, the constructs were 
all highly reliable, with alpha varying between 0.78 
and 0.90. The concept of content validity was 
determined by reviewing the questionnaire by 
experts and the construct validity was determined by 
application of factor analysis. High factor loading of 
measurement items confirmed convergent validity 
whereas statistical differences between constructs 
confirmed discriminant validity. 
 
• Data Analysis Techniques 
Data analysis was conducted using the Statistical 
Package for Social Sciences (SPSS) software. The 
analysis followed a systematic approach involving 
multiple statistical techniques. 
 
• Descriptive Statistics 
The description statistics were applied to describe 
demographic characteristics of respondents and 
evaluate the overall distribution of HR planning 
practices and the performance indicators of 
employees. Statistics like mean, standard deviation 
and frequency distributions were determined. 
 
• Correlation Analysis 
Pearson correlation analysis was performed to 
examine the strength and direction of relationships 

between HR planning dimensions and employee 
performance variables. Correlation analysis helps 
identify preliminary associations before conducting 
regression analysis. 
 
• Regression Analysis 
The multifaceted regression analysis was employed 
to test and determine the influence of human 
resource planning on employee performance and the 
contribution of the separate dimensions of HRP. 
Regression analysis enables the researcher to 
evaluate the predictive ability of the independent 
variables and estimate the degree to which the HR 
planning explains the variance in the employee 
performance. 
 
• Structural Equation Modelling  
The conceptual framework was validated and 
structural relationships between the latent 
constructs were tested by use of structural equation 
modelling (SEM) as an advanced analytical method. 
SEM offers a method that is an all-encompassing one 
to analyse complex relationships among multiple 
variables and the evaluation of model fit indices (Hair 
et al., 2019). 
 
6. DATA ANALYSIS AND RESULTS 
This section presents the empirical analysis of the 
data collected from employees working in the 
hospitality industry. The analysis was conducted 
using SPSS software and follows a systematic 
approach including demographic profiling, reliability 
testing, descriptive statistics, correlation analysis, 
regression analysis, and structural equation 
modelling results. 

 
• Demographic Profile of Respondents 
Descriptive analysis was conducted to understand the characteristics of respondents. A total of 372 valid responses 
were used for analysis. 

Table 1: Demographic Characteristics 
Variable Category Frequency Percentage 
Gender Male 216 58% 
 Female 156 42% 
Age Below 25 72 19% 
 25–35 168 45% 
 36–45 92 25% 
 Above 45 40 11% 
Experience < 5 years 154 41% 
 5–10 years 132 35% 
 >10 years 86 24% 
Job Category Frontline staff 224 60% 
 Supervisory staff 148 40% 
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The findings reveal that majority of the respondents were young workers in the age group of 25-35 years, which 
depicts the young population dominated by the hospitality industry. Most of the respondents were less than five 
years of experience implying that there was high employee mobility and turnover in the industry. 
 
• Reliability Analysis 
Reliability analysis was conducted using Cronbach’s alpha to assess internal consistency of measurement scales. 
 

Table 2: Reliability Statistics 
Variable No. of Items Cronbach’s Alpha 
Workforce Forecasting 5 0.82 
Recruitment Planning 5 0.79 
Training Planning 5 0.88 
Succession Planning 4 0.81 
Employee Performance 10 0.90 

All constructs reported Cronbach’s alpha values above the recommended threshold of 0.70, indicating strong 
internal consistency and reliability of the measurement instruments. 
• Descriptive Statistics 
Descriptive statistics were computed to assess the level of HR planning practices and employee performance. 

 
Table 3: Descriptive Statistics 

Variable Mean Std. Deviation 
Workforce Forecasting 3.41 0.72 
Recruitment Planning 3.58 0.65 
Training Planning 3.82 0.60 
Succession Planning 3.21 0.74 
Employee Performance 3.76 0.69 

 
The highest mean was found in training planning which implies that the hospitality organizations are more 
preoccupied with employee training and skill development than with any other HR planning action. 
 
• Correlation Analysis 
Pearson correlation analysis was conducted to examine the relationships between HR planning dimensions and 
employee performance. 

Table 4: Correlation Matrix 
Variables WF RP TP SP EP 
Workforce 
Forecasting 
(WF) 

1     

Recruitment 
Planning (RP) 

0.52** 1    

Training 
Planning (TP) 

0.61** 0.59** 1   

Succession 
Planning (SP) 

0.48** 0.46** 0.53** 1  

Employee 
Performance 
(EP) 

0.63** 0.55** 0.70** 0.49** 1 

 
(**p < 0.01) 
The findings reveal that there are high positive relationships between the practices of HR planning and employee 
performance, and training planning is the most correlated. 
 
• Regression Analysis 
Multiple regression analysis was conducted to examine the impact of HR planning practices on employee 
performance. 
 

Table 5: Model Summary 
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R R² Adjusted R² 
0.734 0.54 0.53 

 
The model explains 54% of the variance in employee performance, indicating strong explanatory power. In terms 
of sustainability, this implies that HR planning is an effective foreteller of abilities that sustain service continuity, 
workforce stability, and enterprise competitiveness in hospitality firms. 
 

Table 6: ANOVA Results 
Source F Sig 
Regression 212.3 0.000 
   

The model is statistically significant. 
 

Table 7: Regression Coefficients 
Predictor Beta t-value Sig 
Workforce Forecasting 0.26 5.42 0.000 
Recruitment Planning 0.19 4.11 0.001 
Training Planning 0.41 8.96 0.000 
Succession Planning 0.14 3.28 0.002 

Training planning emerged as the strongest predictor of employee performance. The implication of this discovery 
is that ongoing capability building is at the heart of maintaining the service levels in the long term and minimizing 
the cost of disruption of the workforce. 
 
Hypothesis Testing 
Although personal hypotheses (H2-H5) explain the correlation between selected dimensions of HR planning and 
selected employee performance outcomes, the empirical model also investigates how all these factors affect the 
general employee performance. This integrated study demonstrates the combined character of the sustainable 
enterprise ability wherein productivity, quality of service, commitment and adjustability work jointly towards the 
impact of long term stability within an organization. 

 
Table 8: Hypothesis Testing Results 

Hypothesis Relationship Result 
H1 HRP → Employee Performance Supported 

H2 
Workforce Forecasting → 
Productivity 

Supported 

H3 
Recruitment Planning → Service 
Quality 

Supported 

H4 
Training Planning → 
Commitment 

Supported 

H5 
Succession Planning → 
Adaptability 

Supported 

 
All hypotheses were supported at p < 0.05 significance level. 
• Structural Equation Modelling Results 
Structural equation modelling was conducted to validate the conceptual framework and examine relationships 
between latent variables. 
 
Model Fit Indices 

Index Value Acceptable Level 

RMSEA 0.048 < 0.08 
CFI 0.94 > 0.90 
GFI 0.92 > 0.90 

 
The results indicate a good model fit. 
Path Coefficients 
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Relationship Beta Significance 

HRP → Employee Performance 0.61 Significant 

 
The outputs of SEM prove that human resource 
planning plays a major role in determining 
performance among employees. The empirical study 
proves that there is a positive influence on the 
employee performance in the hospitality industry by 
the HR planning practices. The planning of training 
was also found to be the most significant factor, with 
workforce forecasting and recruitment planning 
coming as the next most significant things to 
consider. 
 
7. DISCUSSION OF FINDINGS 
The main purpose of the research was to test the 
effects of human resource planning (HRP) practices 
on performance of employees in the hotel industry 
empirically. The findings of the statistical tests 
demonstrated that there is a very strong positive 
correlation between HR planning and employee 
performance which confirms the theoretical 
predictions of Strategic Human Resource 
Management and Human Capital Theory. The results 
show that institutions where HR planning practices 
are in place have better employee productivity, 
service quality, a higher level of commitment and are 
more adaptable.  Through the prism of sustainability, 
the results have shown that HR planning enhances 
the internal strengths required to sustain long-term 
enterprise performance such as continuity of service 
delivery, resistance to demand shocks and also 
minimised susceptibility to instability in the labour 
market. 
 
Interpretation of Results 
The regression analysis established that HR planning 
plays a significant role in predicting employee 
performance as it explained over fifty percent of the 
performance outcomes. This implies that planning of 
workforce is not an administrative task but a planner 
of organizational effectiveness of employees in a 
hospitality organization. Training and development 
planning was found to be the most powerful 
predictor of employee performance in the HR 
planning dimensions. This observation implies that 
employees with the opportunity of constant training 
are in a better position to do their work efficiently 
and adopt dynamic service environments. 
Another area affected positively by workforce 
forecasting was the productivity. Proper forecasting 
will be used to ensure that the staffing is adequate 
without congesting the employees and role 
confusion. The process of recruitment planning was 
observed to have a significant impact on the service 
quality, which means that the selection of employees 
with the right skills enhances customer experiences 
and service quality. The succession planning had an 

intermediate, yet a significant influence on the 
adaptability of employees, which is also indicative of 
its effect on career development and the continuity of 
workforce. 
 
• Comparison with Past Studies 
This research paper concurs with other past 
empirical studies regarding the human resource 
management practice and employee performance. 
According to Cho et al. (2006), the structured HR 
planning systems enhance efficiency of the 
workforce and the results of the organizations in the 
hospitality sector. In the same study, Chand and 
Katou (2007) observed that systematic HR practices 
increase the productivity of the employees and the 
quality of the services offered to the employees. 
The high impact of training planning witnessed in 
this research is in line with the Human Capital 
Theory, which lays stress on the use of employee 
development in promoting organizational 
performance (Becker, 1993). Another issue that was 
noted by Karatepe (2013) is that training initiatives 
also play a crucial role in enhancing the level of 
employee commitment and customer service 
performance in the hospitality organizations. 
Also, the correlation defined by the workforce 
forecasting and the productivity is positive, which 
confirms the results of Reilly (2003), who stated that 
the manpower planning has a significant role in the 
optimization of the workforce and minimization of 
the operational inefficiencies. 
 
• Industry Relevance 
The results have great applicability to the hotel and 
hospitality field where turnover and seasonal 
company demand as well as lack of skills have 
remained a major problem. HR planning can assist 
the organization in solving these challenges by 
keeping the workforce stable, enhance the retention 
of employees, and the quality of services delivered. In 
the competitive service scene, hospitality 
organizations have to make emphasis on proactive 
workforce planning practices that would ensure the 
continuity of operational efficiency and customer 
satisfaction. These findings of this research reveal the 
importance of the hospitality managers to consider 
HR planning in conjunction with organizational 
strategy to improve employee performance and 
enable the organization to be competitive in the long 
run (Ahmad and Schroeder, 2003). These findings are 
especially significant to hospitality SMEs and 
establishment owned by entrepreneurs, as they have 
limited resources, and turnover and skill shortage 
have a greater effect. Strategic HR planning can thus 
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serve a sustainability process that helps in the 
survival of the entrepreneurship, consistent 
employment, and future expansion. 
 
IMPLICATIONS 
• Managerial Implications 
The findings of this study offer several important 
implications for hospitality managers and HR 
practitioners. The implications apply too to the 
hospitality owners and entrepreneurs of the SMEs 
that have to maintain the level of service quality and 
the capacity of the workforce using the limited 
resources and high variations of demand. First, 
organizations should adopt systematic workforce 
forecasting techniques to anticipate staffing needs 
and prevent workforce shortages. Effective 
forecasting helps managers allocate human 
resources efficiently, reduce workload stress, and 
maintain operational continuity (Lepak & Snell, 
1999). The hospitality organizations will need to 
adopt a systematic training schedule, skill 
development forums and performance-based 
learning programs in order to enhance workforce 
efficiency. 
Secondly, the competency-based selection practices 
must be aligned with recruitment planning to make 
sure that employees have the required skills and 
service orientation needed in hospitality 
environments. Through job-person fit, organizations 
will be able to improve service quality and high 
employee turnover (Huselid, 1995). Investing in 
employee training and development programs is also 
of critical importance as pointed out in the study. 
Constant training does not only increase the 
competencies of employees but also makes them 
more committed to a company and satisfied with 
their jobs. 
Also, the HR strategies should include succession 
planning to groom employees to leadership positions 
and have continuity in the organization. Career 
development opportunities may be provided in order 
to increase employee motivation and decrease the 
rate of attrition. 
 
• Policy Implications 
At the policy level, the findings suggest the need for 
strengthening skill development programs tailored 
to the hospitality sector. These interventions will 
help to sustain the economy by stabilizing the 
employment level, enhancing workforce preparation 
to boost the long-term competitiveness of the 
hospitality business in India and other Asian 
emerging economies. The government agencies and 
industry associations must work together to develop 
workforce planning-based vocational training 
programs. Some of the areas that could be covered by 
such programs include skills gaps and better 
workforce preparedness in hospitality industry. 

Moreover, the regulatory agencies ought to foster 
standardized HR planning models of hospitality 
organizations, especially the small and medium 
enterprises, which usually do not have formal HR 
systems. The industry-wide setting of workforce 
planning standards can enhance the quality of 
provided services, the welfare of employees, and 
sustainable employment creation. Another aspect 
that is supported by the findings is the necessity to 
incorporate the principles of HR planning into the 
national tourism and employment policies to 
maintain the stability of the workforce in the long run 
and competitiveness of the industry. 
 
LIMITATIONS OF THE STUDY 
The study has weaknesses associated with it 
regardless of its contributions. To start with, the 
study is confined to structured hospitality 
institutions in the chosen areas and this might limit 
the generalizability of the results to the unstructured 
industry or other geographical settings. Second, the 
research involves cross-sectional data where the data 
is obtained at a single point in time and it fails to 
provide a change in HR planning practices and the 
performance of the employees over time. The study 
is also based on self-reported information about 
employees, which can be affected by the response 
bias and the social desirability factor. Also hindering 
the richness of insights into the perceptions of 
employees and organizational practice is the use of 
quantitative methods (Delaney and Huselid, 1996). 
 
8. FUTURE RESEARCH DIRECTIONS 
The current research can be furthered in a 
longitudinal study that will focus on the effect of HR 
planning practices on employee performance and 
retention over the long run. The comparative analysis 
involving the various hospitality sectors including 
luxury hotel, budget hotels and food service chains 
can be used to gather more information on the 
sector-specific workforce dynamics. 
Researchers can also investigate the functionality of 
HR planning tools that are based on technology, 
including workforce analytics and artificial 
intelligence-based forecasting systems, in enhancing 
HR planning. Also, one may apply qualitative 
research methods to learn more about the experience 
of employees and organizational issues connected to 
HR planning. Future research can also focus on the 
mediating and moderating impact of variables, 
namely employee engagement, organizational 
culture, and leadership style, in the connection 
between HR planning and performance. 
 
CONCLUSION 
This study provides empirical evidence on the impact 
of human resource planning practices on employee 
performance in the hospitality industry. Timed in the 
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perspective of sustainable entrepreneurship and 
enterprise development, the results suggest that the 
HR planning is also a contributor to the sustainable 
enterprise performance in terms of workforce 
stability, service continuity, and long-term 
competitiveness. The findings demonstrate that 
systematic HR planning significantly enhances 
employee productivity, service quality, commitment, 
and adaptability. Among HR planning dimensions, 
training and development planning emerged as the 
most influential factor, highlighting the importance of 
investing in workforce skill development. 
The research is relevant to the current body of 
literature because it proves that HR planning is a 
strategic factor that predetermines staff 
performance, as opposed to an administrative task. 
The research offers a broad insight into the role of 
workforce planning on the organizational outcome 
by incorporating theoretical insights of Strategic 
HRM, Human Capital Theory and the Resource-Based 
View. 
In practical sense, the results highlight the 
importance of hospitality organizations employing 
proactive workforce planning measures, employee 
development schemes, and the use of well-organized 
operations of recruiting and succession planning. A 
HR planning is not only effective in improving the 
performance of employees, but also plays a part in 
the sustainability and competitive advantage of the 
organization in the service sector. On the whole, the 
research highlights the paramount importance of 
human resource planning in enhancing the 
effectiveness of workforce and quality of services 
provided in the hospitality industry. This paper, 
therefore, adds to the academic research on 
entrepreneurship and sustainability in Asia by 
demonstrating strategic HR planning as a strength 
that can assist sustainable growth and existence of 
hospitality enterprises, especially in a setting with an 
emerging market. 
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