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Abstract

As India transitions toward becoming a global tourism powerhouse, the strategic
management of human capital has emerged as the definitive factor for sustainable growth.
This paper provides a systematic review of the challenges and opportunities within talent
management (TM) in the Indian tourism and hospitality industry, synthesizing evidence
from 40 peer-reviewed studies published between 2015 and 2026. Following PRISMA
guidelines, the study identifies a "Dual-Axis Challenge": a persistent "revolving door" of
high employee turnover (ranging from 25% to 40%) coupled with a widening skill-industry
gap where traditional hospitality curricula lag behind the demands of "Smart Hospitality."
Thematic analysis reveals that while socio-cultural stigmas regarding service roles continue
to hinder recruitment, emerging strategies such as value-based employer branding (e.g.,
"Tajness") and the integration of Al-driven HR analytics are creating new pathways for
retention. The review introduces the 3-P Framework (Perception, Proficiency, and
Personalization) as a localized model for Indian HR practitioners. Findings suggest that a
shift from administrative HRM to a personalized, tech-enabled employee experience is
essential for overcoming the current labor crisis. The paper concludes with specific policy
recommendations for the Ministry of Tourism and identifies a critical "Metro-bias" in current
literature, calling for future research into the burgeoning Tier-3 and rural homestay sectors.
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1: Introduction

1.1 Background of the Study

The tourism and hospitality industry has emerged as one of the most vital engines of
economic growth in India. As of 2024, the sector contributes significantly to India’s Gross
Domestic Product (GDP) and serves as a primary source of foreign exchange earnings.
According to the World Travel & Tourism Council (WTTC, 2023), the industry is
responsible for millions of jobs, ranging from entry-level service roles to high-level
managerial positions. However, the soul of this industry is "Atithi Devo Bhava" (The Guest
is God), a philosophy that places the human element at the center of every transaction.

In such a labor-intensive sector, the quality of service is inseparable from the quality of the
people providing it. This makes Talent Management (TM) not just an HR function, but a
core strategic necessity (Baum, 2019). Talent management involves the systematic
identification, development, engagement, and retention of high-potential individuals who
are of particular value to an organization (Collings & Mellahi, 2009). In the Indian context,
where the hospitality landscape is rapidly evolving from traditional luxury hotels to tech-
enabled startups and homestays, the definition of "talent™ is shifting toward digital literacy
and emotional intelligence.
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1.2 The Indian Hospitality Context

India presents a unique paradox in the global hospitality market. On one hand, it possesses
a massive demographic dividend with a young workforce; on the other, it faces a chronic
shortage of "industry-ready"” talent (Vimal & Zakkariya, 2020). The rapid expansion of
international hotel chains (e.g., Marriott, Hyatt, Accor) into Tier-2 and Tier-3 Indian cities
has created an unprecedented demand for skilled professionals.

Historically, Indian hospitality talent management was characterized by a hierarchical,
"command-and-control™ structure. However, the post-pandemic era has necessitated a shift
toward more empathetic, flexible, and technology-driven human resource practices (Gaur et
al., 2022). The rise of the gig economy and the increasing aspirations of Gen Z workers in
India have further complicated the talent landscape, leading to high attrition rates that often
exceed 30% in some sub-sectors.

1.3 Problem Statement

Despite the sector's growth, the "war for talent” in Indian hospitality is intensifying. The
industry suffers from a perception problem, where it is often viewed as a low-pay, high-
stress sector with limited work-life balance (Bharwani & Talib, 2017). This has led to a
"prain drain" where trained hospitality graduates migrate to other service sectors like retail,
banking, or IT-enabled services that offer better hours and compensation.

Furthermore, the gap between academic curricula in Indian hospitality institutes and the
actual needs of modern "smart hotels" is widening. While the industry is adopting Al,
robotics, and contactless services, the workforce often lacks the technical training to manage
these innovations. There is a critical need to synthesize existing research to understand why
these challenges persist and what opportunities exist to stabilize the workforce.

1.4 Rationale for a Systematic Review

While there is a growing body of literature on talent management globally, research focusing
specifically on the Indian tourism and hospitality industry remains fragmented. Previous
reviews have either focused on global trends or general HR practices without deep-diving
into the specific socio-economic nuances of the Indian market.

A systematic review is necessary to:
1. Map the evolution of TM research in India over the last decade.

2. Synthesize the conflicting findings regarding employee retention and engagement.

3. ldentify the "research gaps" that future Indian scholars need to address.

1.5 Research Questions (RQs)
This systematic review is guided by the following core questions:
o RQ1L: What are the primary talent management challenges currently facing the Indian
tourism and hospitality sector?

e« RQ2: How has the integration of technology influenced talent acquisition and
retention strategies in India?

e RQ3: What opportunities are emerging for Indian hospitality firms to build a
sustainable talent pipeline?
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Driver

Description

Impact on Industry

Demographic Shift

Transition to a Gen Z-
dominated workforce.

Need for flexible work and
purpose-driven roles.

Technological Use of AIl, HRIS, and || High demand for "tech-
Adoption automation in service. savvy" hospitality staff.
. Growth of hospitality in Challenges in local talent
Urbanization . - ) -
Tier-2/3 cities. sourcing and training.
Government programs like || Potential for  formalized

Policy Initiatives

"Skill India."” vocational training.

1.6 Objectives and Scope

The primary objective of this review is to provide a comprehensive analysis of the challenges
and opportunities within the Indian talent management. The scope includes peer-reviewed
literature published between 2014 and 2024, focusing on hotels, travel agencies, and the
broader tourism ecosystem in India. By doing so, this paper aims to provide actionable
insights for both academic researchers and industry practitioners.

2: Methodology

The present study adopts a systematic review design to synthesize existing knowledge
regarding talent management within the Indian tourism and hospitality landscape. To ensure
transparency and minimize researcher bias, the methodology adheres strictly to the Preferred
Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA 2020) guidelines.
This approach allows for a rigorous identification and evaluation of all relevant studies,
providing a reproducible framework for the synthesis of qualitative and quantitative
evidence.

2.1 Search Strategy and Information Sources

The literature search was executed across three primary academic databases: Scopus, Web
of Science, and Google Scholar. These platforms were selected due to their comprehensive
indexing of management, hospitality, and social science journals. The search strategy
employed a combination of Boolean operators and keywords designed to capture the
intersection of talent management and the specific geographic context of India. The primary
search string included ("Talent Management™ OR "Human Capital Management" OR "HRM
Practices”) AND ("Tourism" OR "Hospitality" OR "Hotel Industry™) AND ("India" OR
"Indian Perspective™).

To ensure the inclusion of the most contemporary trends—particularly those emerging in the
wake of the digital revolution and the post-pandemic recovery—the search was restricted to
articles published between January 2015 and December 2025. This ten-year window
provides a longitudinal view of how talent challenges have evolved from traditional labor
concerns to complex issues involving technology and shifting workforce demographics.
Initial searches yielded a total of 693 records, which were subsequently exported to a
reference management software for duplicate removal and initial screening.

2.2 Eligibility Criteria and Selection Process

The selection of studies was governed by a set of predefined inclusion and exclusion criteria.
For a study to be included, it had to focus explicitly on talent management challenges or
opportunities within the Indian tourism and hospitality sector. Only peer-reviewed journal
articles, conference proceedings, and book chapters were considered to ensure a high level
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of academic rigor. Studies published in languages other than English or those focusing on
hospitality in other South Asian nations without a specific Indian component were excluded.
The screening process was conducted in two distinct phases. During the first phase, the
author reviewed the titles and abstracts of the 527 unique records identified after duplicate
removal. This phase resulted in the exclusion of 412 papers that did not meet the geographic
or industry-specific focus. In the second phase, the remaining 115 articles underwent a full-
text assessment. Papers that lacked empirical evidence, failed to provide a clear
methodology, or focused on unrelated industries (such as healthcare or general
manufacturing) were removed. Ultimately, 40 papers met all criteria and were selected for
the final systematic synthesis.

2.3 Data Extraction and Quality Assessment

A standardized data extraction protocol was developed to ensure consistency across the
review. For each included study, data were collected regarding the author(s), year of
publication, specific hospitality sub-sector (e.g., luxury hotels, aviation, or travel agencies),
research methodology, and primary findings related to talent challenges and opportunities.
To maintain the integrity of the review, the quality of each study was appraised using the
Critical Appraisal Skills Programme (CASP) framework, which assesses the validity,
results, and clinical/practical relevance of the research.

The selected literature demonstrated a diverse range of methodological approaches.
Quantitative studies, primarily utilizing survey-based instruments and structural equation
modeling, accounted for 45% of the total sample. These were complemented by qualitative
investigations (30%), which provided deep insights through semi-structured interviews and
case studies of major Indian hotel chains. A smaller portion of the literature utilized mixed-
methods or conceptual frameworks (25%) to address the multifaceted nature of talent
retention and development. This methodological diversity ensures that the subsequent
chapters of this review are grounded in both statistical breadth and contextual depth.

3: Descriptive Analysis of Literature

This chapter presents a comprehensive mapping of the 40 selected articles that form the core
of this systematic review. By analyzing the literature through a descriptive lens, we can
identify how the scholarly discourse on talent management (TM) in the Indian hospitality
sector has shifted from foundational human resource functions to complex, technology-
mediated strategic interventions.

3.1 Publication Trends: Chronological Evolution

The academic interest in Indian hospitality talent management has mirrored the sector's own
turbulent growth over the last decade. A longitudinal analysis reveals that the volume of
research remained relatively stagnant during the 2015-2017 period, where the focus was
primarily on traditional metrics like compensation and job satisfaction (Gupta, 2017).
However, as the Indian economy matured and global competition intensified, a sharp
increase in publications occurred around 2019, as researchers began to explore the "employer
branding" required to attract a more aspirational Gen Z workforce (Naim & Lenka, 2018).
The most significant surge in literature was observed between 2021 and 2023. This "peak”
in academic output was a direct response to the COVID-19 pandemic, which forced a total
re-evaluation of human capital resilience in India. During this phase, the narrative shifted
from "growth™ to "survival and psychological capital” (Giousmpasoglou et al., 2021). As we
move into 2025 and 2026, the literature is entering a "Technological Maturity” phase,
focusing on the integration of Artificial Intelligence and ESG (Environmental, Social, and
Governance) principles into talent strategies.
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Table 3.1: Chronological Distribution and Thematic Evolution of Literature

Publication || Volume | Percentage Dominant Key Methodological
Year () (%) Research Shift
Themes
Compensation,
2015 | 7 17 5% basic training, Mostly Quantitative
2017 and job || (Surveys)
satisfaction.
Employer
2018 =1 4y 27.5% branding, Gen Z | yix ed Methods
2020 expectations,
and soft skills.
Crisis
management, o
2021 - 0 i Qualitative
2023 16 40.0% psyphologlcal (Interviews)
capital, and
resilience.
Al in
2024 ol 15.0% recruitment, HR || Advanced
2026 i analytics, and || Analytics/Conceptual
ESG in TM.
Total 40 100%

3.2 Geographical Focus: Regional Research Concentration

A critical finding of this descriptive analysis is the uneven geographic distribution of
research across the Indian subcontinent. The literature exhibits a significant "Metro-bias,"
with over 60% of studies focusing on Tier-1 cities like Delhi-NCR, Mumbai, and Bangalore.
This concentration is largely due to these regions serving as the operational hubs for
international hotel chains, providing researchers with easy access to standardized data and
corporate HR heads (Sathe, 2024).

However, there is a visible transition toward Tier-2 cities such as Jaipur, Kochi, and Pune.
As noted in Table 3.2, these regions present unique "local-global™ challenges, where the
demand for world-class service often clashes with a shortage of English-proficient staff and
a continuous "brain drain" toward larger metropolitan areas (Choudhary & Sarkhel, 2024).
Notably, Tier-3 and rural regions remain significantly under-researched, representing a
major gap in the current academic landscape despite the government’s push for "vocal for
local” tourism initiatives.
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Table 3.2: Geographic Distribution of Talent Management Studies in India

Geographic Research Representative Primary

Urban .

Category Focm_Js (Key | Density Industr)_/ Chall'epges
Regions) (%) Dynamics Identified

. Delhi-NCR, Corporate chains, .

Tier-1 Mumbai, 62.5% luxury segment, T_alent poaching;

(Metros) L high labor costs.
Bangalore aviation.

Tier-2 Jaipur, Heritage tourism, English

L. Kochi, Pune, 25.0% MICE, medical proficiency;

(Cities) . . -
Lucknow tourism. Brain Drain.

: Goa Interior, Eco-tourism,

Tier-3 & | North-East 7.5% homestays, Lack of formal

Rural : - training centers.
India spiritual travel.

National All-India Policy analysis, || Policy-practice
Aggregate 5.0% "Skill India” || implementation

Level o
Data Initiatives. gaps.

3.3 Key Journals and Scholarly Contributors

The dissemination of research on Indian hospitality talent management is concentrated in
high-impact international journals. Journals such as the International Journal of
Contemporary Hospitality Management and Tourism Management have increasingly
published Indian-centric case studies, signaling the global relevance of the Indian market.
Domestically, the Indian Journal of Hospitality Management plays a pivotal role in
documenting the nuances of the unorganized sector and local labor laws.

Key scholars identified in this review, such as Baum (2019) and Bharwani (2017), emphasize
that talent management in India is uniquely socio-cultural. Their work suggests that retention
in the Indian context is often driven by emotional attachment to the organization and family-
like workplace cultures, rather than purely financial incentives. This "relational™ aspect of
talent management is a recurring theme that distinguishes the Indian perspective from
Western models.

4: Thematic Analysis (The "Challenges™)

4.1 High Employee Turnover: The "Revolving Door" Phenomenon

Employee attrition remains the most pervasive challenge documented in the Indian
hospitality literature. Often referred to as the "revolving door" phenomenon, turnover rates
in Indian five-star hotels have historically fluctuated between 25% and 40% (Vimal &
Zakkariya, 2020). The literature identifies several "drivers" of this turnover, ranging from
operational exhaustion to competitive market forces.
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Table 4.1: Thematic Drivers of High Turnover in Indian Hospitality

Driver - Impact Primary
Category Specific Factors Level Source
: Irregular hours, long shifts, and .
Operational ohysical/mental exhaustion. Very High Baum (2019)
. Aggressive poaching by new hotel i

Competitive entrants in Metro cities. High Sathe (2024)

Structural Lack of clear internal promotion Medium Naim &
and long-term career paths. Lenka (2018)

External Lure of the "Gig Economy" and Emerain Gaur et al.
flexible service roles (e.g., Retail). 9ing (2022)

4.2 The Skill-Industry Gap: Educational Misalignment

A recurring theme in the literature is the disconnect between the curriculum of Indian Hotel
Management (IHM) institutes and the contemporary needs of the industry. While the
industry has rapidly shifted toward "Smart Hospitality,” many academic modules remain
focused on traditional housekeeping and front-office protocols established decades ago
(Bharwani & Talib, 2017).

Table 4.2: Mapping the Hospitality Skill-Gap in the Indian Context

Skill Academic Focus (The Industry Requirement (The || Gap
Domain Gap) Need) Severity
. . Proficiency in  Property
Technical rBo%Srlrfo :rlgir;ns and Management Systems || High
P ' (PMS).
Soft Skills Standardized Emotional Intelligence (EQ) || Very
communication. & Crisis Management. High
Basic computer || Al-driven guest
Digital literac P personalization & Data || High
Y- Analytics.
Managerial Departmental silos. Cross-funct!onal leadership Medium
and agile mindset.

4.3 Socio-Cultural Challenges and the "Prestige” Gap

In India, talent management is deeply influenced by socio-cultural perceptions. Unlike
Western markets, hospitality in India still faces a "prestige gap” (Vimal & Zakkariya, 2020).
Cultural stigma regarding irregular hours and the perceived "servant-like" nature of service
roles often discourages high-potential candidates, leading to family pressure to exit the
industry for "white-collar" office jobs.

Furthermore, work-life balance is a major deterrent for female talent. The literature
highlights that while the entry-level workforce has a high percentage of women, the numbers
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dwindle at the managerial level due to a lack of “family-friendly” HR policies (Mousa et al.,
2022).

4.4 Digital Transformation: The Upskilling Hurdle

The final challenge is the rapid pace of digital transformation. With the advent of "Industry
5.0," Indian hotels are adopting Al-driven personalization and contactless check-ins.
However, the literature identifies a significant "digital divide" among the existing workforce
(Joshi, 2023). Upskilling staff to handle data-driven tools remains a financial and logistical
hurdle, and "technostress™ is emerging as a new driver of attrition.

5: Emerging Opportunities and Strategies

5.1 Employer Branding: Winning the "War for Talent"

In response to high attrition, premier Indian hotel chains such as the Indian Hotels Company
Limited (IHCL/Taj) and the Oberoi Group have shifted their focus toward "Employer
Branding" as a primary retention tool. The literature suggests that these organizations are
successfully leveraging their heritage and value-based cultures to create a "psychological
contract™ with employees (Naim & Lenka, 2018).

By positioning themselves as "Great Places to Work," these chains have moved beyond
purely transactional relationships. For instance, the Taj Group’s "Tajness" philosophy is not
only a guest service standard but an internal cultural framework that emphasizes employee
dignity and long-term career stability. Research indicates that such branding efforts
significantly reduce the "Industry Exit" phenomenon by providing a sense of prestige and
belonging (Bharwani & Talib, 2017).

Table 5.1: Strategic Components of Employer Branding in Indian Hospitality

Strategy Industry Application (e.g., . Primary

Component Taj, Oberoi, ITC) Desired Outcome Source

Value-Based Inte_gratmg _ _tradltlonal Increased Naim &

Culture Ind!an_ hospitality values employee loyalty Lenka
(Atithi Devo Bhava). ' (2018)

Total !\/Iovmg beyond salary o Better work-life || Gaur et al.
include wellness and family || . .

Rewards benefi integration. (2022)
enefits.

Career ﬁgggera;g? hi r?_rogtwgr':;?ar: Reduced turnover || Sathe

Pathing gh-p in Metros. (2024)
staff.

. Maintaining ties with former || Access to .
Alumni employees  for  future "Boomerang" Joshi
Networks pioy! g (2023)

rehiring. talent.

5.2 Government Initiatives: The Role of "Skill India"

The Indian government has recognized the hospitality sector as a critical employment
generator, leading to the launch of several tourism-specific training policies. The "Skill
India" mission and the "Hunar Se Rozgar Tak™ (From Skill to Employment) initiative have
played a pivotal role in creating a pipeline of trained workers, especially for entry-level
positions in Tier-2 and Tier-3 cities (Choudhary & Sarkhel, 2024).

The literature highlights that these government-backed programs help bridge the "prestige
gap" by formalizing vocational training. Furthermore, the establishment of more Indian
Institutes of Hotel Management (IHM) and the Introduction of the National Apprenticeship

8 International Journal of Physical and Social Sciences
http://www.ijmra.us, Email: editorijmie@gmail.com



http://www.ijmra.us/

ISSN: 2249-5894 OImpact Factor: 8.501

Promotion Scheme (NAPS) have provided hospitality firms with a cost-effective way to train
and absorb local talent (Vimal & Zakkariya, 2020).

5.3 Technology as an Enabler: HR Tech and Engagement

Digital transformation, while a challenge in terms of upskilling, has also emerged as a
powerful enabler for talent engagement. Indian hospitality firms are increasingly adopting
"HR Tech" solutions—including Al-driven chatbots for internal employee queries, mobile-
based learning management systems (LMS), and predictive analytics to identify "at-risk"
employees before they resign (Joshi, 2023).

Predictive analytics, in particular, allows HR managers in large Indian chains to analyze
patterns such as absenteeism and performance dips to intervene early. This data-driven
approach is transforming talent management from a reactive "firefighting™ role into a
proactive strategic function.

Table 5.2: Role of Technology in Enhancing Talent Retention

Technology Specific  Application in Benefit for Talent || Gap
Tool India Management Severity
Al Auto_mated _ screening of Reduced  time-to-
. candidates in high-volume . Low
Recruitment . hire.
hiring.
Mobile Micro-learning modules for || Higher training .
. : Medium
Learning staff on-the-go. completion rates.
. Monitoring employee .
Sentlmgnt feedback through digital Early detection of High
Analysis burnout.
surveys.
e . Using leaderboards for staff || Increased Gen Z .
Gamification Medium
performance and rewards. engagement.

5.4 Diversity and Inclusion (D&lI): Tapping New Talent Pools

One of the most promising opportunities identified in the recent literature is the expansion
of the talent pool through Diversity and Inclusion (D&lI) initiatives. Indian hospitality firms
are increasingly looking toward underrepresented groups, including people with disabilities
(PwD), the LGBTQ+ community, and women returning from career breaks (Mousa et al.,
2022).

Chains like Lemon Tree Hotels have set global benchmarks by dedicating a significant
percentage of their workforce to "Employees with Disabilities.” This strategy not only
fulfills social responsibility (ESG) goals but also results in lower turnover rates and higher
levels of employee commitment. The literature argues that tapping into these diverse pools
is essential for the industry to overcome the chronic labor shortages in the Indian market.

6: Discussion and Theoretical Framework

6.1 Synthesis of Findings: The Conflict-Resolution Nexus

The synthesis of the 40 reviewed articles reveals a profound tension between traditional
industrial-era challenges and modern digital-era opportunities. The "revolving door™
phenomenon (Theme 4.1) and the "skill-industry gap™ (Theme 4.2) are not isolated
problems; they are systemic failures resulting from an outdated educational pipeline and a
prestige deficit in the Indian labor market (Vimal & Zakkariya, 2020). However, the
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literature suggests that these challenges are being directly countered by "High-Involvement
Work Practices" (HIWP) and aggressive employer branding (Theme 5.1).

As illustrated in Table 6.1, there is a clear "Challenge-Strategy™ mapping emerging in the
Indian context. While the pandemic initially acted as a disruptor, it ultimately accelerated
the adoption of technology as a retention tool rather than just an operational one (Gaur et al.,
2022). The shift toward Diversity and Inclusion (Theme 5.4) further demonstrates a maturing
industry that is learning to find talent in non-traditional spaces to solve chronic labor
shortages.

Table 6.1: Synthesis of Talent Management Friction Points and Strategic Responses

Primary Corresponding Expected _ _
Challenge Strategy Outcome Theoretical Basis
Enhanced

Social Exchange
Theory

Employer Branding

High Attrition (Tajness)

Employee
Loyalty

Skill-Industry "Skill India" / Internal Industry-Ready Human Capital
Gap Academies Workforce Theory

Gamified Mobile Increased Digital || Technology

Techno-Stress Learning Adoption Acceptance Model

Socio-Cultural _— Improved Stakeholder
Stigma D&I/CSR Initiatives Industry Prestige Theory

6.2 Proposed Framework: The "3-P Model" for Indian Hospitality
Based on the synthesis of the reviewed literature, this study proposes a new theoretical
framework tailored to the Indian context: the "3-P Framework for Effective Talent
Management" (Perception, Proficiency, and Personalization).
1. Perception (Social-Cultural Layer): Addressing the "prestige gap" through national-
level branding and family-inclusive HR policies to make hospitality a preferred
career choice.

2. Proficiency (Operational Layer): Moving beyond IHM curricula to include "Digital
Literacy” and "Emotional Intelligence” as core competencies, supported by
government-industry partnerships.

3. Personalization (Technological Layer): Utilizing HR analytics and Al to treat
employees as "internal customers,” offering personalized career paths and wellness
interventions.

This model moves the conversation away from "one-size-fits-all" HR practices toward a
localized approach that respects Indian cultural values (familial bonding) while embracing
global technological standards.

6.3 Identification of Research Gaps

Despite the growth in literature, several critical areas remain under-explored. These gaps
represent fertile ground for future Indian scholars and are summarized in Table 6.2.

The most glaring gap is the "Metro-Centric Bias." As noted in Table 3.2, only 7.5% of studies
focus on Tier-3 and rural hospitality. Given that the "Homestay" and "Spiritual Tourism"
sectors are the fastest-growing segments in India, the lack of talent management research in
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these areas is a significant oversight (Sathe, 2024). Furthermore, there is a lack of
longitudinal studies; most research is cross-sectional (surveys at one point in time), meaning
we do not yet fully understand the long-term career trajectories of hospitality professionals
in India.

Table 6.2: Identified Research Gaps and Future Research Directions

Research Gap Description Potential Research Question

) Lack of data on Tier-3 and How does TM differ in the Indian
Geographic Gap

Rural homestays. unorganized homestay sector?
Methodological Absence of longitudinal || What are the 10-year career paths
Gap career studies. of IHM graduates?
Technological Impact of Generative Al Does Al reduce or increase the
Gap on front-line roles. workload of Indian hotel staff?
Psychological Mental health of night- How do Indian souo-culturgl

. o factors affect mental health in

Gap shift hospitality workers.

hotels?

7: Conclusion and Implications

7.1 Summary of Key Findings

The systematic review of 40 academic papers published between 2015 and 2026 reveals a
sector in the midst of a profound transformation. The findings confirm that while the
"revolving door" of employee turnover remains a persistent operational challenge—often
exceeding 30% in metropolitan hubs—it is no longer purely a wage-driven issue. Instead, it
has evolved into a quest for purpose, flexibility, and technological empowerment.

Key insights indicate that the Indian hospitality landscape is geographically maturing, with
Tier-2 and Tier-3 cities emerging as the new front lines for talent acquisition. Furthermore,
the review highlights that the integration of "Agentic Al" and predictive HR analytics is
transitioning from a luxury for international chains to a necessity for domestic mid-scale
hotels. Ultimately, the "Indian Perspective" is defined by a unique blend of traditional Atithi
Devo Bhava values and a modern, digital-first approach to employee engagement.

7.2 Managerial Implications: Practical Advice for HR

For HR practitioners and hotel managers, the review suggests a shift toward "Skills-First
Workforce Planning." In an era where Al is automating routine service tasks, managers must
prioritize hiring for emotional intelligence (EQ) and cultural agility rather than just technical
certificate compliance.
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Table 7.1: Strategic Action Plan for Hospitality HR Managers

Strategic Recommended Action Expected Business
Area Outcome
Implement "Predictive Attrition Models" 0 . .
Retention to identify at-risk staff 90 days in 15-20% Reduction in
turnover costs.
advance.
Launch mobile-first, gamified micro- ngher' training
Engagement . " ,, completion and Gen Z
learning for "on-the-go" staff. . :
satisfaction.
Work Introduce "Flexible Check-in/Out" for \I/vme?lrnoe\;id and ”;gg\}g:
Culture staff shifts to support work-life balance.
burnout.
Leverage "Employee-Led Storytelling” Lower cost-per-hire and
Recruitment via short-form video || stronger employer
(TikTok/Instagram). brand.

7.3 Policy Implications: Suggestions for the Ministry of Tourism

The findings suggest that while initiatives like "Skill India" have provided a foundation, the
Ministry of Tourism must move toward more "Sector-Specific” policy interventions to reach
the Viksit Bharat 2047 vision.

Establishment of a National Tourism Data Hub: To enable data-driven talent
forecasting across all states, reducing the regional skill-gap (Ministry of Tourism,
2025).

Infrastructure Status for Talent Development: Extending tax incentives to hotels that
establish internal "Centres of Excellence"” for vocational training.

Digital Interface Integration: Linking the Unified Tourism Interface with
professional certification registries to ensure standardized quality across homestays
and organized hotels.

Incentivizing Rural Talent Hubs: Providing subsidies for hospitality training centers
in Tier-3 and pilgrimage destinations to stem the "Brain Drain" to metros.

7.4 Limitations and Future Research Directions

This systematic review, while comprehensive, is subject to certain limitations. First, the
majority of existing literature remains focused on "5-Star" and "Luxury" segments, leaving
a significant data void regarding the unorganized sector and MSME hospitality units.

Second

, &S most studies are cross-sectional, there is a lack of longitudinal evidence regarding

the long-term impact of Al on hospitality career paths in India.
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Table 7.2: Roadmap for Future Research

Research Gap Proposed Future Study Area Targeted Outcome

Talent Management in Indian . "
Segment Gap Homestays and Spiritual Undeflstandlng the "Vocal for

) Local" workforce.

Tourism.

Tech Ga The impact of "Agentic Al" on Redefining the  "Human
P guest-facing emotional labor. Touch™ in the digital age.

Demographic Career trajectories of women in || Identifying glass-ceiling
Gap senior Indian hospitality roles. barriers in the Indian context.

Conclusion

The "Indian Perspective” on talent management is no longer just about filling vacancies; it
Is about building a resilient, tech-savvy, and inclusive ecosystem. By aligning managerial
strategies with government policy and emerging technological trends, the Indian hospitality
industry can transform its greatest challenge—its massive human capital—into its most
sustainable competitive advantage.
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