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Abstract  

The study aims to determine the relationship between human capital development (HCD) practices of an 

organisation and employee job satisfaction. The study is focusing on tourism industry of Kashmir region of J&K 

against a backdrop of turmoil conditions prevailing in the Kashmir region. For this paper, sample survey was 

conducted to collect the relevant information. Hypothesis testing has been done by use of “structural equation 

modelling (SEM) in AMOS 21.0”. Sample size for the study is 201 and the sampling procedure used is 

convenience based. The findings exhibit significantly positive relationship between practices of human capital 

development and job satisfaction of employees in tourism sector. The findings of the research have great value 

for management of tourism industry to design human capital development programs in such a way that enhance 

the job satisfaction, employee productivity and promote cordial and efficient work environment among 

employees of J&K tourism.  

This paper demonstrates how the government in general and tourism industry in particular can instigate 

constructive policies to advance HCD in tourism 

Keywords Human capital, Human capital development programs, Jammu & Kashmir tourism 

industry,Socio-economic development, tourism.  

1. INTRODUCTION 

Tourism is an economic activity which plays a great part in the exports of a country. Tourism all over the world 

is considered as a major instrument of development. Its potential can be deduced from the 2012 estimates of 

United Nations World Tourism Organisations (UNWTO) which reflects 9% share of tourism in global Gross 

Domestic Product and 8.7% in global employment. Global tourism receipts hit record by earning US$1075 

billion (UNWTO, 2012). The tourism industry is regarded as the main and major source of J&K’s economy. 

Jammu and Kashmir (J&K) which is also known as, “Paradise on Earth” because of its heart touching scenic 

beauty, attractive landscapes and mountains, is among the top tourist destinations of the world. It has also been 

labelled as the, “Switzerland of East”. 
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The major objective of organisations is to use human, material and financial resources to attain its objectives 

(Samson, & Gungul, 2014[1]). Human Capital Development (HCD) plays a vital role in a socio-economic 

development of a country, and is also the backbone for improving and sustaining the economy (Ibok, & Ibanga, 

2014[2]). HCD plays a great role in excelling and sustaining the development of tourism industry, especially in 

developing countries. The role of private sector, government and other stakeholders is required for the 

development and improvement of HCD in hospitality industry which is essential for the upliftment of hospitality 

industry and the economy as a whole (Olusegun, &Olusola, 2016[3]).  

The tourism industry is labour intensive. The tourism industry of J&K is a source of income for large chunk of 

population and is also regarded as the main contributor to the state’s economy. There has been dearth of 

investment in developing human capital as stakeholders have been always reluctant in appreciating its 

importance. But it has to be borne in mind that most of the top organisations in the world have attained success 

only because of top quality human capital. Some stake holders believe that top quality staff can only be 

outsourced and the development of human capital is comparatively more expensive and less effective. 

Moreover, the prevailing turmoil conditions in the valley has almost drowned the fate of its tourism because of 

which people prefer other jobs and the tourism graduates are willingly opting other careers which eventually has 

lessen the enrolment of students in tourism courses. 

 Human capital development practices like training (Anwar, & Shukur, 2015[4]) and career planning and 

development (Shujaat, Sana, Aftab, & Ahmed, 2013[5]; Umer & Akram, 2011 [6]) are essential for enhancing 

job satisfaction among employees and eventually to increase organisational productivity and performance. But 

there is dearth of literature exploring the relationship of employee job satisfaction with training, and career 

planning & development. These two constructs play a significant role in influencing employee job satisfaction 

and help enhance organisational performance which is necessary to keep pace with the volatile business 

environment. Thus, this research is an attempt to fulfil this research gap and contribute to human capital 

development literature with respect to the above mentioned constructs. The purpose of this research is to 

propose a conceptual model and to describe the role of training and career planning & development in 

promoting job satisfaction in tourism industry. The study also suggests how employer can advantage by 

designing human capital development programs to enhance job satisfaction which eventually will increase 

organisational performance. This study also allows the determination of whether it is important for organisations 

to use training and Career planning & development as a criterion for enhancing employees’ job satisfaction and 

organisational performance while framing human capital development programs. Also, it would be beneficial 

for further researches; as it could be helpful for the researchers as a source of literature. 

2. CONCEPTUAL FRAMEWORK 

Tourism is the backbone of J&K’s economy and also extends employment to a huge chunk of population. The 

success of tourism products highly depends on human resources because of intangibility, inseparability and so 
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on. The attraction of a tourist spot depends on the experience which it provides to its visitors. The experience of 

a tourist at a particular destination depends on various factors namely, scenic beauty of a particular resort, 

amenities, role of human resource among others. So, the role of human resource is vital in determining the 

success of intangible tourism products and services. The word of mouth on the part of human resource plays a 

significant role in tourism and travel agencies, but regrettably the role of tourism industry in providing training 

and devising career planning and development of its employees seem to be limited which are necessary to 

enhance their satisfaction level and eventually efficiency and productivity. The training and career planning 

develop knowledge, skills and competencies of employees that help in sustaining competitive edge through long 

term benefits. The present study includes two main variables, independent variable and dependent variable. The 

independent variable (Human capital development) compounded of two dimensions: Training, and career 

planning and development, and the dependent variable (Organisational performance) consisted of one 

dimension: Employees’ job satisfaction. The researchers are going to get answer on the two questions of the 

research which are: 1- what is the level of human capital development practices for employees being followed in 

tourism industry of J&K and what is the level of employees’ job satisfaction in J&K tourism industry? 2- Do the 

practices of human capital development impact on employees’ job satisfaction in tourism industry of J&K? 

2.1 Employees Job Satisfaction 

Job Satisfaction or employee satisfaction refers to an extent to which an employee feels content with his/her job. 

It refers to a sense accomplishment which an employee attains when he/she is contented with job. Job 

satisfaction refers to “the pleasurable emotional state resulting from the appraisal of one’s job as achieving or 

facilitating the achievement of one’s job values” (Locke, 1969 [7]). Employee’s feeling of having job stability, 

career growth and a comfortable work-life balance leads to job satisfaction. An organisation’s environmental 

design is a major source of employee’s job satisfaction which eventually leads to employees’ high job 

involvement (Melvin, 1993 [8]). A good environmental design takes proper care of employees’ career, provides 

appropriate training at proper intervals, and helps in resolving organisational conflicts and confusions by making 

employees aware of work tasks and working patterns. Job satisfaction can be a result of many factors like; the 

type of work assigned to employees; work environment; work design and the like. Monetary benefits are 

important factor but it always doesn’t have a big role. Non- monetary benefits have a great impact on job 

satisfaction in comparison. Hence, organisations should focus on human resource system which can help in 

improving work environment by decreasing job stress and finally enhancing employees’ job satisfaction and job 

involvement (Satpathy, Mishra, & Mohapatra, 2014 [9]). Job satisfaction is the result of effective job with 

continuous training and good pay. Moreover, human resource management practices are positively related to job 

satisfaction and turnover (Tooksoon, 2011[10]). Thus, on the basis of above literature, employees’ job 

satisfaction occupies a dominant position in an organisation’s success. 

2.2 Training 
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Training refers to the sum total of activities whose aim is to inculcate and enhance employees’ performance and 

other behaviour by means of new knowledge, skills, and beliefs (Quresh, Akbar, Khan, Sheikh, & Hijazi, 

2010[11]). Therefore, training refers to the premeditated activities which are designed to enhance the 

competencies and capabilities of employees. Training can greatly influence the results of organisations by 

inducing positive or negative attitudes among the employees (Tannenbaum, Mathieu, Salas, & Cannon-Bowers, 

1991[12]). It means that training has a great capacity to influence job satisfaction and eventually organisational 

performance. Training also plays an effective role in enhancing the organisational commitment among the 

employees (Bartlett, 2001[13]). A superfluity of researchers argued that employee training has a significant 

influence on job satisfaction; enhancing skills, knowledge and productivity. Training has a positive impact on 

job satisfaction which is an important driver of organisational performance and hence organisations should 

invest in training in order to gain competitive edge (He, Findley & Wheatly, 2017 [14]). Training is significantly 

correlated with job satisfaction and has thus, positive impact on employees’ job satisfaction (Anwar, & Shukur, 

2015 [15]). Human resource management enhances the long term benefits of an organisation by making proper 

allocation and assignment of human capital which ultimately leads to higher level of job satisfaction, drive and 

organisational effectiveness and performance (Jeet, &Sayeeduzzafar, 2014 [16]). These justifications provide 

supporting for the first hypothesis H1.  

2.3 Career Planning and Development 

Career planning and development is a continuous task. Career planning and development refers to an 

organisational effort whereby organisations set up procedures, and systems to nurture and shape career growth 

of employees (Herr, 2001 [17]). Nowadays, career planning and development has attained a great attention 

because of its capacity to enhance organisational productivity and performance in the long run. Career 

preparing/ planning is a foundation stone of career development (Hall, 1986 [18]). Employees’ job satisfaction 

is higher in the organisations which are concerned about career of employees (Lee, 2000 [19]). Career 

development has a positive impact on job satisfaction of employees (Saleem, Kamran, Sabir, & Iqbal, 

2013[20]). Employees are satisfied with their jobs when they get opportunities for growth and development 

from organisation (Umer & Akram, 2011 [21]). Career development and employee satisfaction are positively 

related and organisation should invest in career development of its employees in order to gain long term benefits 

and sustain in competition (Shujaat, Sana, Aftab, & Ahmed, 2013 [22]). The programs focusing on profession 

growth favourably influence employees’ job satisfaction, growth and competence (Chen, Chang, & Yeh, 

2004[23]). The present study attempts to further corroborate the relationship between career planning and 

development and employee job satisfaction, and hence, assess the second hypothesis (H2). 
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2.4 Conceptual Framework 

Research Model 
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Figure 1: Research Model 

Source: Researchers’ own 

2.5 Research Hypothesis:  

H1: There is a positive impact of training on Employee job satisfaction in J&K Tourism Industry.  

H2: There is a positive impact of career planning & development on employee job satisfaction in J&K Tourism 

Industry. 
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3. METHODOLOGY 

3.1 Research Design  

This research study is aimed to find out the impact of training and career planning and development on the job 

satisfaction of the employees working in tourism industry of Jammu and Kashmir with special reference to 

Kashmir division. This study is cross sectional and hypothetical approach study. It is a cross sectional study in 

which research type is quantitative as the data was quantified and tested with the help of SPSS. 

3.2 Sample & Respondents 

Sample is selected from the population on the basis of convenience sampling and data is collected from the 

employees of J&K tourism industry. The sample size for the present study is 90 (Items* 10). A larger sample is 

taken to enhance the quality of results. A structured questionnaire is used to collect the data from the 

respondents. Sample survey was conducted in tourism industry of J&K with special reference to Kashmir 

division to comprehend the relationship of independent variable (Training; and Career planning & development) 

and dependent variable (employees’ job satisfaction). The population for the study consisted of employees of 

J&K tourism industry. The complete list of tourism employees of J&K was not disclosed due to privacy 

concern. Response rate of thirty percent is acceptable (Cavana, Delahaye, & Sekaran, 2001[24]). 

The response rate for present study is almost 90percent. A convenience sampling technique was used in the 

present study as total population for this study is unknown. Questionnaires were distributed to total of 241 

employees. Questionnaires were distributed personally and through email. Out of 241 questionnaires, 216 were 

returned back. After data cleansing, only 201 (83.75%) were found to be fit for analysis.  

3.3 Instrument 

The researchers used five point Likert scale ranging from strongly disagree to strongly agree. The questionnaire 

was adapted from three different sources. Some items were deleted from the original instrument due to low 

cross loadings in EFA. The final instrument consisted of 9 items. The items related to employee training were 

adapted from (Iqbal, Arif, & Abbas, 2011 [25]), the items related to career planning and development were 

adapted from (Shiva, 2015 [26]) and finally, the items of job satisfaction of employees were adapted from 

(Atteya, 2012 [27]). The final instrument The questionnaire was based on five point Likert scale ranging from 

1= strongly disagree to 5= strongly agree and the respondents were asked to articulate their judgements on this 

scale. It comprised of two parts, one was measuring socio-demographic characteristics and other section 

consisted of survey questions. 

3.4 Procedure and Analysis 

The structured questionnaire, with major modifications, was adoptedfor the study and researchers disseminated 

questionnaires among the respondents for the study. Each respondent of a sample was given one questionnaire 
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with the purpose of collecting information required for this study. Researchers endowed with indispensable 

support to respondents in making technicalities understandable in answering the queries. The quantitative tools 

and techniques, Statistical Package for Social Sciences (SPSS) and AMOS were utilized for the data analysis.  

3.5 Measurement  

Training and career planning & development were measured by 6 items adopted from (Iqbal, Arif, & Abbas, 

2011 [28]) and (Shiva, 2015 [29]) respectively. For measuring employee job satisfaction, three items were 

adopted from (Atteya, 2013 [30]). Responses to the scale items were elicited on 5-point Likert scales, with 1 

indicating “strongly disagree or not at all satisfied” and 5 indicating “strongly agree or extremely satisfied”. 

4. Results  

The data were analyzed with SPSS version 23 and AMOS 21 version (Jöreskog & Sörbom, 1996 [31]). 

Descriptive statistics identified the respondents’ demographic profiles and exploratory factor analysis was used 

to identify the relevant factors which were then established with confirmatory factor analysis, finally structural 

equation modelling was used to test the proposed hypothesis. Total response rate was 90% (216/240). Out of 

216 questionnaires, 201 were used for the final study. The percentage of male respondents was 85.57% 

(172/201) and 14.42% (29/201) were female. Reliability was confirmed by calculating Cronbach’s alphas. The 

results (See Table 1) showed that the Cronbach’s alpha exceeded the 0.7 accepted levels (Nunnally, 1978 [32]), 

indicating reliability was satisfactory.  

Table 1: EFA RESULTS 

Factor Item Loadings Alpha Communalities V.E KMO 

TRAINING   0.912  51.651 0.802 

Our organization conducts extensive training 

programs for its employees in all aspects of 

quality. 

TRA1 0.872  0.809  

 

Training needs are identified through a formal 

performance appraisal mechanism 

TRA2 0.923  0.878  
 

Training needs identified are realistic, useful and 

based on the business strategy of the 

organization 

TRA3 0.929  0.877  

 

CAREER PLANNING & DEVELOPMENT   0.867  74.343 0.802 

I am satisfied with the career planning activities 

practiced in my company. 

CPD1 0.790  0.768  
 

Career planning process in my company is 

transparent. 

CPD2 0.821  0.803  
 

I am satisfied with my company's efforts in 

managing my career. 

CPD3 0.897  0.839  
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EMPLOYEE JOB SATISFACTION   0.964  86.392 0.802 

I consider my job unpleasant. EJS1 0.935  0.949   

I feel fairly well satisfied with my present job. EJS2 0.919  0.925   

Most days, I am enthusiastic about my work. EJS3 0.872  0.928   

 

  

 

 

  

 

Three factors were identified in exploratory factor analysis, i.e., training, career planning & development and 

employee job satisfaction (See Table 1). In terms of training, 2 items were dropped because of low factor 

loadings. In case of career planning & development, our test produced only one factor with three items. In the 

end, career planning & development was measured by three items. Another change was made on the 

measurement scale for employee job satisfaction. The six-item was finally reduced to three items because the 

factor loadings of three items lower than the significant level i.e., 0.50. 

Table 2: CFA Results 

Construct Items Standardized Loadings Critical Ratio P-value 

Training 

TRA1 0.825 a- 

 TRA2 0.920 30.996 *** 

TRA3 0.901 32.201 *** 

Career Planning & 

Development 

CPD1 0.827 a- 

 CPD2 0.864 16.770 *** 

CPD3 0.788 16.480 *** 

Employee Job 

Satisfaction 

EJS1 0.967 a- 

 EJS2 0.937 14.028 *** 

EJS3 0.944 12.839 *** 

*** means the significance level is < 0.001 

 Source: Authors own 

Confirmatory Factor Analysis was conducted on 3 factors which were already explored through EFA. The fit 

indices of measurement model were as: (CMIN/DF = 4.510, GFI = 0.909, CFI = 0.953, RMSEA= .125 and 

RMR = 0.049). In simple terms, the good fit is indicated by the RMSEA value < .05. The goodness-of-fit (GFI) 

index value close to 0.95 reflects a good fit (Lomax, & Schumacker, 2004 [33]). The value of CFI= 1.0 which 

indicates good-fit (Lomax, & Schumacker, 2004[34]). 
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Figure 2: Measurement Model. 

Source: Authors own 

 

4.1 Reliability and Validity 

The Composite Reliability was used to test the reliability. The CR values of variables (See Table: 3) lie above 

the threshold of 0.70 (F. Hair Jr, arstedt, Hopkins, &G. Kuppelwieser, 2014 [35]). 

The convergent validity is determined by factors like composite reliability (CR), factor loading, and average 

variance extracted (AVE) (F. Hair Jr, arstedt, Hopkins, &G. Kuppelwieser, 2014 [36]). CFA was done for three 

latent variables together in which two were independent variables (Training, and Career Planning & 

Development) and one was dependent variable (Employee Job Satisfaction). The estimates for convergent 

validity are in Table 2 and composite reliability is exhibited in Table 3. The minimum value for average 

variance extracted is 0.690 which is above the acceptable level of 0.50 (F. Hair Jr, arstedt, Hopkins, &G. 
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Kuppelwieser, 2014 [37]). Convergent validity is depicted by AVE greater than 0.50. Convergent validity is 

again supported by composite reliability which is greater than AVE (F. Hair et al., 2014 [38]). 

Table 3:  

 

    CR   AVE     MSV   TRA.  EJS.  CPD. 

TRA. 0.914   0.780     0.102   0.883     

EJS. 0.965   0.901     0.415   0.319  0.949   

CPD. 0.866   0.684     0.415   0.270  0.644   0.827 

Note: TRA= Training; CPD=Career Planning& Development; EJS=Employee Job Satisfaction; CR=Composite Reliability;  

AVE= Average Variance Extracted; MSV= Maximum Shared Variance; ASV: Average Shared Variance 

Source: Authors own 

4.2 Discriminant Validity  

Discriminant validity is when inter-construct correlation is less than square root of AVE (Fornell, &Larcker, 

1981[39]). The measurement model depicts adequate convergent and discriminant validity, and reliability 

(Table 3). 

4.3 Structural Model 

Structural equation modelling was carried out at the next stage. The model fit statistics collectively indicated 

that the proposed model fit the data well (CMIN/DF = 4.870, GFI = 0.896, CFI = 0.946 and RMR = 0.129, 

RMSEA=0.131). The relationship between an independent and dependent variable is determined by using 

structural equation modelling. This technique helps to study the influence of exogenous (independent) variable 

on endogenous (dependent) variables. Training, and Career Planning & Development represent the exogenous 

variables while as Employee Job Satisfaction represents the endogenous variable in the study. In this study, path 

analysis using SEM helps to determine the influence of Training and Career planning & Development. Values 

of path coefficients (Table 4) are significant (p< 0.001), and thus, it supports all the hypotheses. 

Table 4: Hypotheses Testing 

Hypothesis From To  (β) value T- Value Results 

H1 Training EJS 0.16 3.159*** Supported 

H2 Career Planning & 

Development 

EJS 0.51 9.309*** Supported 

*** Significant at 0.001 level 

Source: Authors Own 
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The Training positively affects Employee Job Satisfaction (β = 0.16, t = 3.159, R
2
 = 0.09) and also Career 

Planning & Development positively affects Employee Job Satisfaction (β = 0.51, t = 9.309, R
2
 = 0.09) (Table 

4). The above Table shows that Career Planning & Development   has the strongest influence on Employee Job 

Satisfaction in comparison to Training. The reason that training has less influence on employee job satisfaction 

in comparison to Career planning & development can be attributed to the nature of sample selected and 

sampling method employed. 

5. Conclusion 

This research is an important contribution in the development of human capital and eventually in retaining talent 

and enhancing organisational productivity. The study explored the relationship between Human Capital 

Development and its outcomes in the tourism industry. Human Capital Development was broken down to 

employee training and career planning & development and the outcome was viewed in terms of job satisfaction. 

Results showed that job satisfaction is positively related to training and career planning & development. This 

study can help HR managers to attract, develop and retain talent for organisational productivity by designing 

appropriate training and career planning & development programs. 

5.1 Theoretical implications 

This research study was an attempt to fill an important and under-researched area of human capital 

development. This study will provide an insight in the field of human capital development. This study provides 

important inputs to HR managers in developing human capital and eventually for enhancing organisational 

productivity and performance.   

5.2 Managerial implications 

This study has some important implications for HR managers in the tourism industry. HR managers devise 

various strategies to attract and retain human capital in order to increase organisational performance. Human 

capital development is one such important construct which can be used to attain competitive advantage. 

Training need analysis can be conducted to initiate appropriate trainings in order to enhance and sustain 

competitive edge. Employee career can be given due attention in order to enhance job satisfaction of employees 

which eventually will lead to increased organisational productivity. 

Tourism industry can enhance the employee knowledge, skills and competencies by initiating appropriate 

trainings. On the other hand, human resource managers can take proper cognizance of employee careers to 

arouse their interest in jobs which eventually will lead to increase in organisational productivity.   

5.3 Limitations and directions for future research 

This research study has been delimited to the tourism industry of Kashmir division of J&K and thus, results 

cannot be generalised to whole tourism industry. The convenience sampling technique was used to collect data 
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which is subjected to some sort of research bias. This study has examined only two human capital development 

practices and the results have been viewed in the form of a single non-financial performance indicator, leaving 

financial performance indicators altogether.  

Future studies can thus, include different human capital development practices, geographical regions, financial 

performance indicators and carry out comparisons amongst different countries. Future studies can also include 

some other industry and comparison can be made between different industries on the basis of performance. 

Future researchers can also study the relationship amongst the three variable using a moderator or mediating 

variable such as gender. 
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