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Abstract: A person with a disability implies a perso-
nage with a defined impairment of not less than 40% as
per the Gazzette of India. Disability is a collective term
that covers (1) impairments (a body function or structure
problem), (2) limitations on the operation (related to
difficulties in performing a task or action), and (3) con-
straints on participation (an issue found in life circum-
stances involvement); The International Classification
for Functioning (ICF) definition of disability that states
“disability is caused by a complex relationship between
body structures, functions and impairments, reflecting
the circumstances in which a person lives” will be used.
Research conducted by the American India Foundation
(AIF) identified different career opportunities for spe-
cially-abled persons in India, including examples from
the hotel and catering industries. The present scenario
of specially-abled people in the Indian hotel industry
was explored to understand the opportunities and hin-
drances in the process and how they can be resolved to
increase their employment for a dignified life and an
inclusive Indian society as a presumed national goal by
the NITI Aayog. This study connects the demand for a
competent workforce in the Indian hotel sector with the
employment needs of specially-abled people.
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1 Introduction

According to the report of the World Health Organiza-
tion (WHO), around 1.3 billion people experience a sig-
nificant disability. This represents 16% of the world
population, or 1in 6 of us (World Health Organization,
2023). Some people with disabilities die up to 20 years
earlier than those without disabilities. Moreover,
people with disabilities face many health inequities.
Disability means a “person’s inability to perform
equally with others effectively due to long-term physi-
cal, mental, intellectual or sensory impairments.”
Disability is part of being human and is integral to the
human experience. It results from the interaction
between health conditions such as dementia, blind-
ness or spinal cord injury, and a range of environmen-
tal and personal factors. An estimated 1.3 billion
people—or 16% of the global population—experience a
significant disability today. This number is growing
because of an increase in non-communicable diseases
and people living longer (World Health Organization,
2023). The below-given image has highlighted the disa-
bility status of countries across the globe along with
the gravity of addressing this agenda in order to take
suitable actions. The Gazette of India specifies that an
individual with a disability implies an individual with
a defined impairment of not less than 40% (Ministry of
Law, Justice and Company Affairs, 1995). The Internati-
onal Classification for Functioning’s (ICF) definition of
disability that states that disability is caused by a
complex relationship between body structures, func-
tions and impairments, activities and involvement,
and contextual factors reflecting the circumstances in
which a person lives will be used (Yaruss & Quesal,
2004). The employment status of specially-abled
people in India is very disheartening; only 36% are
working. “A person is said to be specially-abled if he/
she has a physical or mental impairment that has a sig-
nificant impact on his/her daily life. This definition
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encompasses a wide range of impairments from physi-
cal impairments like a partial or total loss of sight, dif-
ficulty in hearing, inability to speak, various forms of
immobility involving arms, legs, or spine, and mental
impairments like autism and dyslexia. The employee
and the employer require employees to produce goods
or render services for economic growth and develop-
ment (Keynes, 1937). The proportion of specially-abled
workers in the national capital region (NCR) is only
27.92%, the fourth lowest in India, despite enormous
opportunities in multiple sectors, including the hospi-
tality and tourism industry (Saikia et al., 2016). Every-
where in the world, there are works that can be perfor-
med by specially-abled people with some adaptable
changes in the work environment and moral support
from their societies. In India, the main reason for the
significant difference in work supply and demand for a
qualified, specially-abled person is the disparity
between where they live and where the positions are
open, as most of the population lives in rural areas.
The robust financial performance of tourism and travel
shows the sector’s authority as an instrument for
governments to create prosperity while generating
employment worldwide. Travel and tourism accounted
for creating around 10% of the total jobs in India, and
14 million indirect and 25 million direct jobs were
created in 2016. A study on hotel and catering busines-
ses by Piramanayagam and Seal, and Kalargyrou and
Volis found that managers and industry leaders viewed
specially-abled employees as equal to others or better
than staff with no disabilities in terms of performance
(Kalargyrou & Volis, 2014; Piramanayagam & Seal,
2020). The unemployment rate of specially-abled
people in India is higher than that of the standard
population. This study links the requirement for a
skilled workforce in the Indian hotel industry and the
employment need of specially-abled persons (Registrar
General & Census Commissioner, 2011). Explaining the
meaning of the terms used in this study is extremely
important as the only research carried forward is based
on understanding these terms. The Gazette of India
also defines every term used to understand the laws or
acts better and implement their policies; after that, the
definition changes with time to better implement the
concept in society. Specially-abled persons stand for a
considerable portion of the global inhabitants. More
than one billion people, or 15% of universal inhabi-
tants, have a recognised infirmity, according to the
World Health Organization. This worldwide estimate of
disability is rising due to the increase in the age of the
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population, the fast spread of chronic illnesses, and
advancements in disability measurement technologies.
Disability means a “person’s inability to perform
equally with others effectively due to long term physi-
cal, mental, intellectual or sensory impairments.” The
Gazette of India specifies that a human being with a
disability implies an individual with a defined impair-
ment of not less than 40% (Ministry of Law, Justice,
and Company Affairs, 1995). Disability is a collective
term that covers “impairments (a body function or
structure problem), limitations on the operation
(related to difficulties in performing a task or action),
and constraints on participation (an issue found in life
circumstances involvement)” (Goodley & Swartz,
2016). The ICF definition of disability that states that
“disability is caused by a complex relationship between
body structures, functions and impairments, activities
and involvement, and contextual factors reflecting the
circumstances in which a person lives” will be used
(Yaruss & Quesal, 2004). The ICF definition also ack-
nowledges that health and illness exist in general, so
considering not just bodily but also social and environ-
mental influences makes sense (Yaruss & Quesal,
2004). A detailed study of the Indian population census
in the last century can assume the status of specially-
abled people in India. It not only shows the count of
the population of specially-abled people but also the
impact factor of the changes in governmental policies
in due course of time and the societal approach. The
Multiple Disabilities Act, 1999, defines “specially-abled
persons” as an adult suffering from either a disorder
similar to autism, cerebral palsy, intellectual retarda-
tion, or a combination of either two or more of those
disorders, which includes an individual with multiple
disabilities. In the 2001 census, the disability question
was inculcated after a long battle of many individuals
and NGOs who filed a RTI (Right to Information).
However, only data on five types of disabilities were
collected. According to the 2001 census, there are
around 21 million disabled people in India. They have
varied disabilities; blindness - 48.5%, orthopaedics -
27.9%, mental -10.3%, vocal- 7.5%, and deaf - 5.8%
(Rakesh, 2001). The conceptual definition of disability
matters a lot in estimating the population of the spe-
cially-abled. In 2002, the 58th round of the National
Sample Survey (NSS) stated that the population of
disabled people in India was 18.5 million, which is very
contradictory (Mitra & Sambamoorthi, 2006). Every
individual requires employment or a job to fulfil their
daily needs. Employment is required by the employee
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and the employer for the production of goods or rende-
ring services for the growth and development of both
economically (Keynes, 1937). The Census 2011, conduc-
ted by the Office of the Registrar General and Census
Commissioner, India, is the latest source for data on
persons with disability in India obtained through com-
plete enumeration, whereas the country-wide large-
scale Sample Survey is of the 76th round of the NSS
conducted by the National Statistical Office (NSO)
under the Ministry of Statistics and Programme imple-
mentation (MoSPI) during July-December, 2018 is the
latest sample survey on disability. If we consider the
whole employable population (20 to 39 years) inside
the population of specially-abled people, we report
that half the number of specially-abled people is 13.4
million. The employment status of the specially-abled
in India is very disheartening; the Census 2011 report
shows that only 36% are working. There are 47% male
workers, while only 23% of females work all over India.
In rural India, 25% of women with disabilities are
employed, while the corresponding figure is 16% in
urban India. Of the total non-workers with disabilities,
about 46% are 15-59 years of age, 31% are of 0-14 years,
and 23% are 60 + old (Menon et al., 2014). The U.N pub-
lished a study in 2018 on the awareness of the Develop-
ment Goals on sustainability by, for, and with people
with disabilities under SDG 8 cited the example of
India for providing a guaranteed 100 days of paid jobs
for every family in a fiscal year, to be provided by state
governments in India taking into account the needs of
specially-abled people and ensuring granted job
opportunities near their position of dwelling, to mini-
mise their drive to remote distances from their place of
residence with wages at par with the non-disabled.
SDG 8 advocates developing positive, equitable, and
balanced economic improvement, complete and
meaningful employment, and fair work for everyone.
Engagement in work positively affects social integra-
tion and the quality of living for the specially-abled.
Jobs and productive employees are the most successful
ways of breaking the vicious circle of deprivation and
marginalization. The skills of specially-abled people
lie untapped due to misunderstandings regarding their
employment capability, divisive social perceptions, as
well as inadequate jobs, centres of technical training,
and career resources. SDG 8 targets decent inclusive
employment in line with SDG 4 for inclusive lifelong
education by 2030, following the international frame-
work for all the countries adhering to UN guidelines as
given below (Wescott et al., 2020). Training is essential
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for a skilled and highly motivated workforce (Sweis et
al., 2019). Employee efficiency impacts an
organization’s bottom line. So, the corporate leaders
must be conscious of the value and effect of training
and growth on employee achievement and assessment.
Staff training and growth help the company and staff
accomplish several goals, such as increasing producti-
vity, a sense of security, employee involvement, and
the technical skills required to do work. With adequate
growth and advancement programs and successful
approaches to workplace success evaluation, staff
would be able to support the company in maintaining
its strategic advancement in today’s global economy
(Rodriguez & Walters, 2017).

2 Review of Literature

An exhaustive review of the literature has been planned
from the annotated bibliography on the research topic
to better understand the challenges, prospects, and
procedures during the research. This knowledge will
act as a guideline in considering the research steps
and how previous researchers dealt with similar pro-
blems regarding specially-abled people’s employment
challenges. The chapter has been sub-divided into dif-
ferent headings for better understanding and a syste-
matic review of the topic and infers the literature gap
in the studies.

2.1 Employment of Specially-Abled People
around the World

The researcher adopted a case study approach to finding
out the barriers put forward by the hotel industry mana-
gers in employing specially-abled people and the reality
of these perceptions. The research addresses the myths
about specially-abled people as workers in the hotel
industry perceived through stereotypes and proves their
ability to perform better in every aspect. Though the
research is limited to a minimal sample size, an
in-depth analysis of the problems has helped
answer the misconception about specially-abled
workers in the hotel industry. This study is restricted
to a particular brand in the hotel industry and has a
minimal sample size

The researcher used the three-stage Delphi technique
to forecast the employment possibilities of disabled
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people in the hotel industry of Turkey, which has a flou- process. The conclusion was extracted according to the
rishing tourism business. In these techniques, expert research question. The study concludes that specially-
views from the industry, academics, and subject experts abled people are equally eligible for jobs in the hospita-
were evaluated through a three-stage question-answer lity industry provided they are professionally skilled or
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trained for the job. Another outcome of this study is that
specially-abled people should be employed according to
their quality, fitness, and competency. However, at the
same time, the nature of the job should not demoralise
or deteriorate their health condition. An increase in pro-
duction, sales, and opening of a new market segment
with less employee turnover will compensate for the
cost of training and accommodation. Though the study
is limited to only six types of disabilities mentioned in
Turkish law, it has established employment prospects
for specially-abled people in the hospitality industry
(Bengisu & Balta, 2011; Rodriguez et al., 2020). A work
on the employment prospects of specially-abled people
in Sweden depends on the type of disability, demogra-
phic factors, and educational level. A logistic regression
model has been used to analyse the employment possi-
bilities of specially-abled people from the secondary sta-
tistical data of the Swedish labour market research. The
types of disability influence the employment statistics,
but demographic factors have no significant influence,
and a higher level of education also did not help get
employment for specially-abled people. A person with
a hearing impairment has more possibilities of being
employed, and a person with a psychological impair-
ment has the least possibility. The fresher, older, and
female working population has less employment oppor-
tunities. According to the author, this study is more about
the general employment condition of specially-abled
people, and the degree of severity among the different
debilities of the groups may have influenced the results
(Boman et al., 2015). In Romania, the employment rate of
specially-abled people is only 12.7% compared to 57% in
the general category. The reasons are mainly education,
differences in certified workability and self-assessed
workability, and only 1% job segregation for the disab-
led. The study also states that those receiving a disabi-
lity pension are reluctant to look for a job as they will no
longer receive it once they start a job until retirement,
and they are not sure of continuing a job until then. The
private sector employs 61% of disabled people, whereas
the public sector employs only 31%. Although they had
a large sample size, the researcher did not study the spe-
cific hindrances faced by different disabilities in getting
a job apart from societal discrimination (Angela, 2015).

2.2 Human Resource Practices in Employing
Specially-Abled People

Organizations are increasingly aware that better voca-
tional inclusion of persons with disabilities (PWD) is
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in their self-interest for reasons such as a shortage of
skilled labour, an increasing prevalence of disability in
an aging workforce, and changed societal attitudes and
laws regarding the promotion of diversity and equity
in the workplace. The researcher has used school can-
teens as the subject for recruitment possibilities and
training procedures of specially-abled people because
they recruit semi or un-skilled people into their work-
force. The data collected in two phases primarily gather
information, some directors or managers of canteens
were interviewed, and then a questionnaire was develo-
ped to assess their attitude, training process, tools, and
methods towards specially-aged people. The data were
analysed using Atlas and SPSS software packages. The
result shows a positive attitude towards employing spe-
cially-abled people and different training methods for
them. It is good to research, but the number of respon-
dents for quantitative analysis is less, which is defended
by citing previous research and a trend of low responses
in this sector (Paez et al., 2011). The hospitality industry
in the USA is proliferating, but a decline in the labour
force has forced human resource managers to look for
alternate labour pools, and specially-abled people can
be a good option, according to the study. Many hotels
were recruiting them as job trainees (Donnelly & Joseph,
2012). Research on employers’ reasons for not employing
and retaining specially-abled people are mainly lack of
knowledge of their ability, as well as financial and legal
implications. Inclusion and retention of specially-abled
people can be increased only by creating an inclusive
workplace, a societal-acceptance attitude, and liberal
legal policies for both the employee and employer. This
paper is based on research in multiple industries (Kaye et
al., 2011). The researcher studied the factors that promp-
ted the employers to employ specially-abled people and
tried to develop a scale that will act as a guidebook for
employing them.

2.3 Government Policies for the Employment
of specially-abled people

There are seventeen goals, as identified by United
Nations, with 169 targets in 2015 to assess sustainable
progress in social integration and economic and envi-
ronmental dimensions of development. The Ministry of
Statistics and Programme Implementation (MoSPI), in
consultation with other stakeholders, review the pro-
gress in achieving these goals on a national level at a
periodic interval to reach the 2030 agenda of leaving no
one behind. The SDGs-National Indicator Framework
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ProgressReport2020isIndia’sfirstformal progressreport
on SGD-NIF (encompassing all 17 SDGs), containing
data from 2015-16 to 2018-19 (Ministry of Statistics and
Programme Implementation, 2020). The Persons with
Disabilities Act was enforced as an act of the parlia-
ment after receiving the approval of the President on 1
January 1996 for the overall involvement and equality
of specially-abled people. This Act is known as PWD
Act-1995, which evolved after the Beijing meeting in
December 1992, launching the Asian and Pacific Decade
of Disabled Persons from 1993 to 2002 convened by the
“Economic and Social Commission for Asia and Pacific”
(Ministry of Law, Justice and Company Affairs, 1995).
This article tries to find out the desired practices for an
inclusive environment at the place of work after intro-
ducing the (RPWD) Rights of Persons with Disability
Act, 2016, in India. This Act entails that both public and
private industries are responsible for providing an inclu-
sive work environment to the twenty-one types of spe-
cially-abled people, as mentioned in the Act. Definition

Table 1: Research Gap Perceived From the Above Literature
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of the disability was described, and citizens under
this category are certified to disburse remuneration in
various services. It was found that big organizations
employ more specially-abled people than small organi-
zations. The levy-grant scheme is more successful than
the quota system (Mori & Sakamoto, 2018). Through
this, we would be able to understand the intricacies of
different types of disabilities and how to handle them
legally and socially. It defines the medical, social, legal,
and theoretical aspects of disabilities. It has been obser-
ved that though there is economic growth, job opportu-
nities in the organised sector are less present and more
on the unorganised front. This hinders the creation of
inclusive growth and opportunities for specially-abled
people. While the Indian economy is one of the fastest-
growing economies globally, there is minimal deve-
lopment in job opportunities in the organised sector.
Though there is a paradigm transfer of labour from the
agricultural sector to the industrial sector, it is mainly
in an unorganised form (Mehrotra et al., 2012).

Research Gap

Reference Papers

— Worldwide managers played an important role in training and accommodating specially-

abled persons in the workplace at different demographics.
— There is limited study in the Indian context.

— Research on HR managers and departmental managers together in a study is missing.
There are enough prospects for specially-abled people in the hotel industry.

— Training is considered as a very crucial part in employing specially-abled people. There is
a wide disparity in the level of studies for job prospects for the specially-abled in the hotel

industry.

— There were no studies on the well-being of specially-abled people already working in
hotels, so it will be researched based on economic and non-economic factors.

— Limited types of specially-abled people are employed.

Groschl, 2011;

Bengisu and Balta, 2011;
Paez and Arendt, 2014;
Vornholt et al., 2018;
Meacham et al., 2017;
Beatty et al., 2019;
Mcintosh & Harris, 2018;
Luu, 2019;

Pellicena et al., 2020;
Maini & Heera, 2019.

Sarkar, 2018;
Vasanthi, 2020;
ITC Hotels India, 2016.

3 Aim of the Study

The aim of the study is to investigate the present practices
being adopted for four and five star hotels in the National
Capital Region (NCR) in India.

3.1 Research Objectives

- To identify the current practices adopted by four- and
five-star hotels in employing specially-abled people.

— To examine the human resource and departmental
managers’ perspective on employing specially-abled
people.

— To study the impact of employment in hotels on the
lives of specially-abled people.

3.2 Research Hypotheses

Hypotheses have been proposed on the basis of the
available literature on managers’ perception of of
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specially-abled people. The first hypothesis is framed
by managers’ perception of employing specially-abled
people based on their characteristics’, cost of operation,
and training process. The second hypothesis is based on
managers’ awareness about laws and Acts in relation to
the specially-abled people of the study area. The third
hypothesis is about the treatment of specially-abled
people in the hotels in the NCR of India. The data for the
study have been collected during the period of September
2022 to February 2023.

H,: Hotel managers are optimistic in working with spe-
cially-abled people.

The second hypothesis is about assessing the know-
ledge of managers’ about the RPWD Act as the literature
shows that lack of training of the general employees
for accepting specially-abled people has hindered the
success of the Universal design principle of ITC hotels
(ITC Hotels India, 2016). Employing specially-abled
people will create a positive image of the organization
for the consumer. Managers’ should have knowledge and
follow the laws through tactics such as adhering to quotas
and implementing a penalty system (Aichner, 2021).
Organisations were directed to have an inclusive policy
handbook for specially-abled employees in the RPWD
Act-2016. This has been designed and formulated to uplift
specially-abled people and help them lead a dignified life
in the country (Sarkar, 2018). Despite of presence of an
Act, members of society struggle in accepting specially-
abled people in their daily life (Vasanthi, 2020)as well as
schemes under Central and State Governments to criti-
cally examine how the Indian legal system responds to
issues of discrimination and the right to just and favou-
rable conditions of work of persons with disability. The
central theme of disability studies has been to move away
from understanding disability as a medical condition
requiring clinical intervention to understanding disabi-
lity as an academic terrain. This approach uses disability
as a category for research and a source of insight to con-
tribute to existing bodies of knowledge. The paper will
use a critical disability theory perspective to understand
the failure of legislation, schemes and decisions of the
courts in fully accommodating the rights of persons with
disabilities. The paper will examine the extent to which
the new law on the Rights of Persons with Disability Act
2016 (RPD. Thus, the study measures the knowledge of
managers in hotels in the NCR.

H,: All hotel mangers’ have adequate knowledge on the
RPWD Act- 2016
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The third hypothesis is checked upon qualitative
research findings on inclusiveness of hotels in the
NCR from specially-abled people’s viewpoint. Every
individual has different abilities and their incorpora-
tion into the workforce will increase social inclusion
of specially-abled people with intellectual infirmities
(Meacham et al., 2019). Most of the hospitality estab-
lishments in India recruit specially-abled people as
part of their corporate social responsibility. Availability
of trained specially-abled people emerged as the main
hindrance in employing them along with other ability
specific factors (Vashishth et al., 2019). Society should
be more accommodating and give priority in jobs to spe-
cially-abled people without any discrimination (Saleh &
Bruyére, 2018). This will convey inclusiveness of hotels
in the NCR.

H_: Specially-abled people are equally treated in the hotels
compared to their co-workers

Methods
Tools
Process and Budget

Training & Employment

Source
Quantity
Duration

Types of Disability

Figure 1: Constructs of Training and Employment Practices
Adopted by Four- and Five-Star Hotels in Employing Specially-
Abled People

4 Result Analysis and Discussion

The first set of questionnaires was shared with the HR
managers of the 57 hotels, which are FHRAI registered,
and 109 HR managers’ responses were recorded, and the
results are summarised.

4.1 HR Managers on Specially-Abled
People’s Training and Employment

Based on the information from managers on specially-
abled people, the study reveals that only HR managers of
hotels (N=15) have employed specially-abled people for the
last 15 years. HR managers tend to recruit specially-abled
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people from private employment exchanges (N= 68), follo-
wed by NGOs (N= 36). Government employment exchange
contributes negligibly (N=5) when specially-abled
people’s recruitment is required. All respondents con-
firmed that they recruit only 0-7 types of specially-abled
people in different departments, and they prefer recrui-
ting them in ancillary departments (N= 78), followed by
housekeeping and food and beverages (F&B) production.
F&B service and front office have the minimum number of
specially-abled people recruited.

Furthermore, concerning training and development,
the managers confirmed that they prefer using the cross-
training modules to train their staff, including operations,
allied departments, skill and personal development, and
crisis management. For training specially-abled people,
HR managers use role-plays (N=67) the most to train them,
followed by demonstrations (N= 33), classroom lectures
(N=5), and on-the-job training (N=4). For recruiting spe-
cially-abled people, only 16 HR Managers confirmed that
they get concessions in recruitment criteria when they are
employing specially-abled people, but most hotels do not
get any such concessions or are unaware of such policies.
HR managers further revealed that they do not have any
separate or special budget for recruiting specially-abled
people; however, a few indicated (N=18) that they do have
a special budget for recruiting specially-abled people.

Table 2: Participant Details

Variables Category Frequency  Percent
Gender Male 41 37.61
Female 68 62.38
Age 19-25 Years 36 33.03
26-35 Years 29 26.65
36-45 Years 21 19.26
46-55 Years 12 11.00
:Sg:ears and 4 10.06
Category of Hotel Four-star hotel 11 10.09
Five-star hotel 98 89.91
Current job position Managers 42 38.53
Director 52 47.7
Others 15 13.76
Experiences with None 12 11.01
Specially-Abled
People Family 3 2.752
Friend 7 6.42
Co-worker 87 79.81
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4.1.1 Descriptive Statistics

The information is collected from 109 HR and training
representatives, out of which 98 work at the five-star
hotel and 11 work in the four-star hotel. Table 1 demons-
trates that most of the respondents were females (N=68)
and then males were (N=41). The maximum number of
respondents falls in the category (N=36) of those 19-25
years of age, followed by those who were 2635 years,
36-45 years, and 46-55 years. Most of the respondents
have experience with specially-abled people by working
as their co-workers.

4.1.2 Perception of HR Managers

Exploratory factor analysis was carried out to under-
stand HR managers’ perception towards employing spe-
cially-abled people. Exploratory factor analysis helps
identify whether the items represent their construct or
have a high correlation with other items. Exploratory
factor analysis was conducted using the Principal Com-
ponent Analysis (PCA) approach using Varimax rotation.
Furthermore, to check the suitability of factor analysis
on the current data, the Kaiser-Meyer-Olkin (KMO) test
was performed to measure sample adequacy. The values
of KMO and Bartlett’s Test (Table 3) confirmed that the
data were fit for factor analysis. The KMO measure of
the sampling adequacy value was 0.719, which is above
the acceptable threshold value (Williams et al., 2010).
Bartlett’s Test of Sphericity showed that the approxi-
mated chi-square value is 418.404 with 45 degrees of
freedom. Bartlett’s test was significant at 5% (p-value
<0.01), which further confirms that the data were suita-
ble for factor analysis.

In the course of the validation process, no item was
found to have low factor loadings. Hence, all the ten items
were retained for factor extraction. The three factors were
extracted using varimax rotation, which accounted for
69.893% of the variation, as shown in Table 3.

Table 3. KMO and Bartlett’s Test

KMO and Bartlett’s Test
Kaiser-Meyer-Olkin Measure of Sampling 719
Adequacy.

Approx. Chi-Square 418.404
Bartlett’s Test 45
of Sphericity

Sig. .000
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Table 4: Total Variance Explained
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Total Variance Explained

Component Initial Eigen values Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings
Total % of Cumulative  Total % of Cumulative Total % of Cumulative
Variance % Variance % Variance %
1 3.513 35.127 35.127 3.513 35.127 35.127 2.843 28.431 28.431
2 2.035 20.352 55.479 2.035 20.352 55.479 2.530 25.296 53.727
3 1.441 14.414 69.893 1.441 14.414 69.893 1.617 16.166 69.893
4 .697 6.975 76.868
5 537 5.368 82.236
6 472 4.718 86.954
7 426 4.259 91.212
8 .390 3.902 95.114
9 274 2.740 97.855
10 215 2.145 100.000
Extraction Method: Principal Component Analysis (PCA)
Table 5: Rotated Component Matrix Scree Plot
Rotated Component Matrix? I
Component
1 2 3 E
P5 .827 %
P9 .822 E 2
o
P10 765 w
P1 .730 N
P2 .834
P6 .826 ,
P3 770 1 3 3 : 5 § i 8 8 10
P4 654 Component Number
P8 903 Figure 2: Scree Plot of Eigen Values for Factors of HR Managers’
b7 874 Perception

Extraction Method: Principal Component Analysis (PCA).
Rotation Method: Varimax with Kaiser Normalization.

aRotation converged in 5 iterations.

Furthermore, rotated component matrix (Table 5)
shows the factor loadings of each item, and these factors
were then checked for the reliability using Cronbach
Alpha.

This could be further confirmed by the Scree plot
(Figure 2) that confirmed that three factors have eigen
values greater than one and from the fourth factor
onwards, all have given values less than one.

This could be further confirmed by the Scree plot
(Figure 2) that confirmed that three factors have eigen
values greater than one, and that from the fourth factor
onwards, all have given values less than one. Reliabi-
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Table 6: Reliability Statistics

Factors Items included Cronbach Nu'mber of
Alpha items
Factor 1 P5,P1,P9,P10 0.815 4
Factor 2 P2,P3.P6,P4 0.787 4
Factor 3 P7,P8,P11 0.753 3

Source: Factors for H.R and Training managers’ perceptions

lity statistics is calculated using Cronbach Alpha for the
three factors, and the results are summarised in Table 6.

The factors identified through the reliability statistics
that dominate the perspective of the HR managers toward
employing specially-abled people include the training
needs of the employees, the defined characteristics based
on disability, and the skill set required for their future
growth and promotion.

Training needs of the employees — The most crucial
aspect of employing specially-abled people is the intro-
duction of training programs that cater to their unique
requirements. P5 in the questionnaire talks about the trai-
ning of the employees based on their ability and the assi-
gned job. As mentioned in work by (Luu, 2018), managers
are required to understand the abilities of specially-abled
people and provide them with the necessary training for
their respective job, leading to their empowerment. For-
mulating training modules and curricula meeting the
requirements of specially-abled employees is the key to
creating an inclusive workforce. Therefore, using different
training methods for specially-abled people is crucial (P1).

Characteristics — The characteristics of specially-
abled people identified by human resources as the most
important aspects included a humble attitude and the
ability to deliver high-quality work (P6). It is crucial that
they are provided with a special trainer who understands
the challenges and trains them accordingly (P2), as it is
more difficult to train specially-abled employees in the
hotel industry as compared to others (P3). On the con-
trary, some participants indicated that the same methods
should be integrated in training for all the employees
irrespective of their Disability (P4). In work by Kalargyrou
and Volis (2014), it is stated that specially-abled people
take full responsibility for the work assigned to them and
devote themselves to it in a complete manner. Further-
more, specially-abled employees have the characteristics
of motivated staff that are not only dedicated but also
devoted to their employer (Kalargyrou & Volis, 2014).

Skills - The skills of specially-abled people do not accu-
rately match the requirements of the nature of employment,
which makes it essential for the employer to provide them
the training for the required skills. However, the participants
highlighted that specially-abled people are more dependa-
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ble compared to the employees with no disability (P7), and
even the rate of absenteeism is lower among them (P8). In
their work, Gupta and Ravindranath (2018) highlighted that
human resources are responsible for managing specially-
abled people in the workplace even if it requires them to
arrange for skills training that can help the specially-abled
employees grow and be ready for the future jobs and pro-
motions. Thus, technical skills like the use of online apps
and information systems, social skills, i.e., communicating
with the guests as well as the team members, and soft skills
for better time management, can be included by the human
resources to promote better engagement and productivity
among specially-abled people (Gupta & Ravindranath, 2018).

4.2 Perception of Departmental Managers

4.2.1 Descriptive Statistics

The structured questionnaire was sent to 500 managers of
the FHRAI (Federation of Hotels and Restaurant Association
of India) registered hotels in the NCR but the response rate
was only 50 % and because of the online survey and the
pandemic effect’s on the hotel industry, among them twenty
responses were incomplete. The information was collected
from 230 departmental heads, out of which 215 were working
at the five-star hotel and 15 were working in the four-star
hotel. Most of the respondents were males (N=157), and only
73 were females. Maximum respondents fall in the category
of those 19-25 years of age, followed by those 36-45, and
then 46-55 years of age, as mentioned in Table 7:

Table 7: Departmental Managers’ Participant Details

Variables Categories Frequency Percent
Gender Male 157 68.2
Female 73 31.7
Age 19-25 Years 104 45.2
26-35 Years 61 26.5
36-45 Years 52 22.6
46-55 Years 11 4.7
55 years and 2 0.86
above
Category of Four-star hotel 15 6.5
Hotel
Five star hotel 215 93.5
Current job Manager 124 53.91
role
Director 20 8.7
Others 86 37.39

Source: Demographic profile of departmental managers’
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4.2.2 Perception

Exploratory factor analysis was conducted to understand
departmental managers’ perceptions of employing spe-
cially-abled people. While employing factor analysis, the
commonalities table revealed low factor loadings for the
following three constructs: MP1 (0.154), MP 11 (0.477),
and MP 19 (0.445). These three items were deleted to get
better values of KMO, resulting in a better explanation
of the variance in the factors. The values of KMO and
Bartlett’s Test (Table 8) confirmed that the data were fit
for factor analysis. The KMO measure of sampling ade-
quacy value was 0.849. For the suitability of the fit, it
should be higher than 0.7. Bartlett’s Test of Sphericity

Table 9: Total Variance Explained
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showed that the approximated chi-square value was
1607.318 with 171 degrees of freedom. EFA extracted four
factors, as mentioned in table 9 below, and explained a
57.848 % variance.

The total factors extracted were four, which accoun-
ted for 57.85% of variation, as shown in Table 9.

Table 8: Managers’ Results from the KMO and Bartlett’s Test

Kaiser-Meyer-Olkin (KMO) Measure of Sampling

Adequacy 0.849
Approx. Chi-Square 1607.318
Bartlett’s Test of Sphericity Df 171
Sig. 0

Initial Eigenvalues

Extraction Sums of Squared Loadings

Rotation Sums of Squared Loadings

Component
Total % of Vari- Cuml;llative Total % of Vari-  Cumulative Total % of Vari-  Cumulative
ance % ance % ance %
1 5.979 31.467 31.467 5.979 31.467 31.467 3.265 17.185 17.185
2 2.107 11.088 42.555 2.107 11.088 42.555 2.942 15.486 32.671
3 1.505 7.92 50.475 1.505 7.92 50.475 2.654 13.967 46.638
4 1.401 7.373 57.848 1.401 7.373 57.848 2.13 11.21 57.848
5 0.948 4.991 62.839
6 0.849 4.468 67.307
7 0.773 4.07 71.377
8 0.654 3.441 74.819
9 0.629 3.309 78.128
10 0.594 3.126 81.254
11 0.57 3 84.254
12 0.513 2.7 86.954
13 0.448 2.357 89.311
14 0.406 2.137 91.448
15 0.39 2.052 93.5
16 0.368 1.939 95.439
17 0.35 1.843 97.282
18 0.282 1.486 98.769
19 0.234 1.231 100

Extraction Method: Principal Component Analysis (PCA).
Source: EFA of departmental managers’ perceptions
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The rotated component matrix (Table 10) shows the
factor loadings of each item, and these factors were then
checked for reliability using Cronbach Alpha.

This could be further confirmed by the Scree plot
(Figure 3) that confirmed that four factors have eigen
values greater than one and that from the fifth factor
onwards, all have given values less than one.

Table 10: Rotation Component Matrix

Component
1 2 3 4

0.696
0.695
0.661
0.65

0.601
0.545
0.523

MP22
MP16
MP21
MP13
MP14
MP17
MP10
MP19
MP20
MP18
MP6

MP15
MP8

MP5

MP12
MP7

MP2

0.791
0.782
0.642
0.537
0.533
0.761
0.704
0.702
0.611
0.819
MP3 0.784

MP4 0.538
Note: Extraction Method: Principal Component Analysis (PCA).
Rotation Method: Varimax with Kaiser Normalisation.

a. Rotation converged in 12 iterations.

Scree Plot

Eigenvalue
9

o

T T T T T T T T T T T 1T
8 9 10 1 12 13 14 15 16 17 18 19

Component Number

Figure 3: Scree Plot of Eigen Values for Factors of Departmental
Mmanagers Perception
Source: Scree plot for departmental managers’ perceptions
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Table 11: Reliability Analysis

Factor Statements No of items Cronbach
Alpha
Factorl1  MP2,MP3,MP4 3 0.697
Factor2  MP7,5,8,12 4 0.763
Factor3  MP6, MP15,MP18, 5 0.782
MP19,MP20
Factor4  MP10, MP13, MP14, 7 0.801
MP16, MP17, MP21,
MP22

Source: Factors for departmental managers’ perceptions

Reliability statistics for the four factors are shown in
Table 11.

The factors identified through the reliability statistics
that dominate the perspective of the departmental mana-
gers toward employing the specially-abled people include
the teamwork attitude and cost, training, characteristics,
and skills.

Teamwork attitude and cost - The department
managers across the hotels surveyed and analysed indica-
ted that they would not feel awkward when working with
people with disabilities. They also confirmed that spe-
cially-abled people could be employed equally with others
with no disabilities and can be allowed to work on par with
their colleagues (MP2). Rao and Polepeddi’s (2019) work
highlighted that an inclusive workforce is a possibility
when specially-abled people are given an equal chance as
people with no disabilities. The acceptance of specially-
abled people as members of the team can boost overall
team productivity. However, they would need closer super-
vision than employees with no disabilities (MP3), which
can impact the overall outcomes of the team. Additionally,
specially-abled employees require pick-up and drop faci-
lities, special training, and take longer to perform the job,
which increases operational costs; otherwise, they often
become late for work (MP4) (Rao & Polepeddi, 2019).

Training — The opinion of the department managers
regarding the training needs and provisions for specially-
abled people resonated with that of the human resources,
indicating that special training should be provided to
specially-abled people to manage the requirements of the
job. However, the need for special training increases the
operational costs for the organisation (MP7). However, the
fact that specially-abled people stay longer at a job compa-
red to other employees with no disabilities (MP5) justifies
the investment in their training. Therefore, different trai-
ning methods can be employed to make specially-abled
people proficient at their job (MP12). Rajamohan and
Elango (2020) expressed in his work that specially-abled
people can be empowered through adequate training that
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prepares them to perform as per the requirements of the
job assigned to them (Rajamohan & Elango, 2020). The
participants also expressed their intention to make rea-
sonable accommodations for specially-abled employees
(MP8) to help them adjust to their designated roles.

Characteristics — From the study results, it can be
concluded that the specially-abled people require special
attention from their co-workers (MP6), which is a domi-
nating trait. They also require training according to their
ability and the job that they have been assigned (MP15).
The devotion and dependability of the specially-abled
people are concluded to be higher than the employees
with no disabilities (MP18). Grzeskowiak et al. (2021) high-
lighted that the specially-abled people feel obliged to the
organisations that offer them a job and therefore are more
dedicated and loyal to their employer (MP20) than emplo-
yees who have the freedom to explore different employ-
ment opportunities (Grzeskowiak et al., 2021). Moreover,
it is also concluded to be a profound characteristic of spe-
cially-abled people who are absent less than employees
without disabilities (MP19). The department managers
also believe that it is easy to depend on specially-abled
employees rather than those with no disabilities.

Skills — Skills are one of the most critical aspects of
performing a job. The departmental managers feel that
specially-abled people need to have specific defined skills
like communication, technical, and other soft skills to
perform a job. A special trainer can be appointed to train
them for the skills required on the job (MP13). However,
it becomes necessary for the supervisors to give special
attention to specially-abled employed even after they are
provided with the required training (MP10). The discus-
sion by Gupta and Ravindranath (2018) concluded that
even specially-abled people are required to communicate
and socialise with the team members and the guests,
which is why they must have the defined skills (MP21)
(Gupta & Ravindranath, 2018). As all employees require
these skills within the organisation, the departmental
managers support the idea of using the same methods
to train all the employees (MP14). Similarly, the manage-
ment at the workplace can make it necessary for them to
have some technical knowledge (MP22). To make it an
inclusive workplace, the departmental managers can int-
roduce training programs that help specially-abled people
to learn and acquire the necessary skills. Specially-abled
people are identified as more loyal (MP16) and humble,
producing higher quality work compared to the other
employees (MP17). Similar findings are observed in a
study of the Indian retail market employing specially-
abled employees (Trust for Retailers & Retail Associates
of India, 2019).
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4.2.3 Hypothesis Testing — 1 and Il

The chi-square test used to check the managerial attitudes.
In this case, the Pearson chi-square value is 418.404 for HR
Managers’ and 1607.318 for departmental managers. The
association among the two variables is statistically con-
firmed as significant if Asymptotic Significance (2-sided)
is equal to or less than designated alpha (p) value (nor-
mally 0.05) and that is clearly visible in the case here. The
p value under the - that is the short form of probability.
The probability is the outcome of our observed sample
in case variables are independent of the total population
(Biau et al., 2010). The Null hypothesis was rejected on the
basis of the above-mentioned results.

5 Conclusion

The study reveals the three principal objectives of the
study: (i) To explore the current practices adopted by
premium hotels in employing specially-abled people;
(ii) To examine the perceptions of the human resources
department managers and other departmental mana-
gers about employing, training, and developing spe-
cially-abled people; and (iii) to identify in what ways the
employment in a four-star or five-star hotel would impact
the lives of (Specially-Abled People) in both economic
and non-economic aspects. Several implications could be
obtained from the qualitative and quantitative analysis
results. Finally, the obtained inferences are concluded.

5.1 Current Practices Adopted in Employing
Specially-Abled People by Four-Star and
Five-Star Hotels

It was found that the front office of the studied hotels
had a minimum number of specially-abled workers as
employees witnessed the preference of these hotels to
place specially-abled people in ancillary departments.
They are given cross-functional training, which inclu-
des crisis management, operations, personal development,
and allied departmental training modules. And their mode
of training includes classroom lectures, demonstrations,
on-the-job training, and role-plays. Moreover, some hotels
allocate a particular budget for recruiting and training spe-
cially-abled people, while others do not have any such allo-
cation in their budget. The findings of Vasanthi and Basa-
riya (2018) revealed that cross-training makes an employee
multi-skilled by increasing their communication skills and
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helping them learn considerable technical skills that boost
their confidence levels. Thus, cross-training is required,
particularly in the modern scenario, as it enhances emplo-
yee performance and organisational success by increasing
team performance and employee efficiency levels (Vasanthi
& Basariya, 2018). Such a feature would increase the inde-
pendence of specially-abled people. These results from the
literature confirm the research findings.

5.2 Human Resources Department
Managers‘ Perspectives on Employing
Specially-Abled People

The human resource managers perceived three essen-
tial factors in employing specially-abled people, which
include (i) characteristics, (ii) skills, and (iii) training.
The identified results denote that the Human Resource
Department managers considered figuring out the neces-
sary characteristics of the specially-abled people to be the
central aspect of the recruiting process. They revealed that
these people must also have a humble attitude, and that
managers must confirm whether they have the interest and
ability to produce quality work. However, the respondents
felt that specially-abled people depend on and expect
much social support. In many cases, the managers did not
find a suitable skill-set to match specially-abled people
with the job requirements. Since it is necessary to get the
work done efficiently, it is necessary to provide them with
the training required to execute the work. These results
are supported by the findings of Gupta and Ravindranath
(2018), which revealed that optimal performance of
specially-able people is possible by employing innovative
human resources practices that ensure proper training of
specially-abled people according to the latest technology
with proper tools (Gupta & Ravindranath, 2018). They
also added that by training, the newcomers and even spe-
cially-abled people, they gain confidence, and usually
socialise like employees without disabilities and work
wholeheartedly in a ‘family-like’ work climate. Hence, the
results are consistent with the previous findings, and the
perceptions of the human resources department manag-
ers are found to be true.

5.3 Perceptions of Departmental Managers
About Employing Specially-Abled People

The department managers perceived four important
features pertinent to the employment of specially-abled
people, which included (i) characteristics, (ii) skills, (iii)
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teamwork attitude and cost, and (iv) training. In addition
to the characteristics, skills, and training identified as
important employment aspects by the human resources
department managers, the department managers add
one more feature to it, which is the attitude of specially-
abled people when workign in a team and the cost asso-
ciated with employing them. In this regard, they pointed
out that they have no different attitudes when coming
across specially-abled people within a team of multiple
professionals and believe they are employable in equal
numbers like those of professionals without disabilities.
However, the participants also pointed out some nega-
tive things associated with doing so. Specially-abled
people require special training in challenging tasks
and may require a pick-up and drop-off facility from
the hotels. Specially-abled people’s lack of professional
training emerged as the main hindrance in their employ-
ment, which was also evident in other studies (Azlan &
Rashid, 2013). Additionally, they require more time than
others, increasing operational costs. Specially-abled
people’s allocation of departments should be according
to their abilities and not their disabilities. They should
be comfortable in their work department and not a
burden. These outcomes are constant with the findings
of Rao and Polepeddi (2019), which state that organisa-
tions must assess the fit of specially-abled people with
the organisational roles by targeting their abilities and
not their disabilities (Rao & Polepeddi, 2019). In fact,
by doing so, an inclusive employment culture could be
promoted, and the deficiency of skilled employees in the
hotel industry can be managed since everyone posses-
ses different strengths and abilities accordingly (Azlan
& Rashid, 2013). Though there is additional pressure
and an extra cost incurred in including specially-abled
people in teamwork, it is factual that the returns to the
organisations are enormous.

5.4 Employment Impact on the Lives of
Specially-Abled People

The participants’ major words were ‘family support,’
‘employer benefits,” ‘special UID card,” and ‘awareness
about RPWD act.” These indicate the perceived impor-
tance of these four factors in the lives of Specially-
Abled People. Support from family members always
encourages any person, and Shah (2010) propounded
that family shaped the minds and hearts of the people
by shaping the human perceptions concerning career
choices through advice, expectations, and support
(Shah, 2010). Lack of awareness of the RPWD Act among
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specially-abled people results in not availing the bene-
fits or rights awarded to them, as evident in the findings
of Kaur (2017) and Robins et al. (2006).

5.4.1 Awareness of the Disability Act

The identified categories under this theme include awa-
reness about different laws and organisations concerning
disability like RPWD Act- 2016, NCPEDP. Awareness of the
Disability Act is required to make their life more impact-
ful and positive. The findings of the study by Robins et
al. (2006) denoted that the awareness among disabled
women was deficient, and disabled students in high
school have less knowledge about educational allowan-
ces, scholarship schemes, and unemployment allowan-
ces. Due to the ignorance of specially-abled people’s
human rights, they often experience worse living condi-
tions (Kaur, 2017). These proofs support the result that the
awareness of Disability Act is essential to eliminate the
adversities faced by specially-abled people and enhance
their standard of living. Thus, in the study, respondents
are aware of the RPWD Act and have improved their life by
working in reputed hotels.

5.4.2 Economic Parameters

The three economic parameters identified from the inter-
view responses include ‘financial risk protection,’ ‘equal
pay for work for equal value and economic security,” and
‘access to health needs.” Specially-abled people perceive
that getting incentives from the government and avail-
ing ESI and PF from employers protect them against any
financial risks. Moreover, they felt pay equity and promo-
tion were prominent components of being treated eco-
nomically equally. Also, they stated that getting insurance
would help them access all their health needs. National
Planning Commission and the Government of India (2013)
ascertained that several special aids to specially-abled
people would help them lead an everyday purposeful life,
and government incentives like free vocational training
would make them independent in employment and trade
ventures (Ahmad, 2015). Also, Verick (2021) confirmed
that financial incentives would reduce the unemployment
rate. However, they would not bring a long-term impact
on people with severe disabilities. Therefore, this neces-
sitates different incentives for specially-abled people that
must be unique and relevant to the kind of disability they
face. This economy supports the prevalence of insurance
and promotion given to specially-abled people subject to
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the kind of disability and the department in which they
work (Verick, 2021). Furthermore, James et al. (2019) iden-
tified health insurance as a promising strategy for over-
coming their burden, but considerable awareness must be
raised about the availability of health insurance schemes
to make it easily accessible to the beneficiary (James et
al., 2019). Besides, Kennedy et al. (2017) identified that
people with disabilities earn much below the poverty level
but have three to seven times higher health needs, so high
insurance coverage would serve their health requirements
(Kennedy et al., 2017). Hence, the evidence from the litera-
ture supports specially-abled people’s arguments.

5.4.3 Non-Economic Parameters

The main categories attributed to this theme are ‘indivi-
dual well-being,” ‘help from society,” ‘personal security,
and ‘recognition.” Among the three themes, the non-eco-
nomic parameters have more categories indicating spe-
cially-abled people’s tendency to cling to the non-mone-
tary benefits and their expectation connected more to
support and concern. They felt things that would encou-
rage their working ability and well-being includes family
support, flexible timings, and co-employee support. They
also expect society to help them get employment, such as
getting employed through NGOs. Indeed, specially-abled
people believed that permanent employment would keep
them personally secured (Baby & Mavoothu, 2019). Addi-
tionally, they wished to get recognised by getting a special
UID card. Family plays an indispensable role in empow-
ering specially-abled people and Shah (2010) confirmed
families as important social structures shaping the aspira-
tions of children (Shah, 2010). Therefore, the contribution
of families and families could help specially-abled people
participate in the functioning of mainstream society.

6 Limitations and Future
Implications

The majority of the participants were from five-star hotels
and four-star hotels in India rather than all category
hotels. The responses dominantly reflected the opinions
of the respondents belonging to these five- and four-star
hotels only. This study was conducted only in the NCR.
There was limited reach to the hotel premises, and most
of the data were collected through an online mode only.
The hotel industry in India should have a fixed percen-
tage for the employment of specially-abled people in their



16 —— Dr. Amrik Singh

establishments. Managers should have a training session
on the deployment of this unique workforce. The research
results for teaching and training of specially-abled people
in the hotel schools of India, both government and private,
is negligible. Most of the reserved seats remain vacant.
Hotel schools should have more vocational courses in
consultation with the industry to minimise the skill gap of
specially-abled people and make them more employable.

Bionotes

Dr. Amrik Singh is working as Professor in the School
of Hotel Management and Tourism at Lovely Professional
University, Punjab, India. He obtained his Ph.D. degree
in Hotel Management from Kurukshetra University,
Kurukshetra. He started his academic career at Lovely
Professional University, Punjab, India in the year 2007.
He has published more than 40 research papers in UGC
and peer-reviewed and Scopus/Web of Science) jour-
nals. He has published twelve patents and one patent
was granted in the inter-disciplinary domain. Dr. Amrik
Singh participated and acted as a resource person in
various national and international conferences, semi-
nars, research workshops, and industry talks. His area
of research interests are accommodation management,
ergonomics, green practices, human resource manage-
ment in hospitality, waste management, AR VR in hos-
pitality, etc. He is currently guiding eight Ph.D. scholars
and two of his Ph.D. scholars were awarded Ph.Ds. ORCID
ID: 0000-0003-3598-8787

References

[1] Ahmad, F. K. (2015). Use of assistive technology
in inclusive education : Making room for diver-
se learning needs. Transcience, 6(2), 62-77.
https://www?2.hu-berlin.de/transcience/Vol6é_
No2_62_77.pdf

[2] Aichner, T. (2021). The economic argument for
hiring people with disabilities. Humanities and
Social Sciences Communications, 8(1), 1-4.
https://doi.org/10.1057/s41599-021-00707-y

[3] Angela, B. M. (2015). Employment of persons
with disabilities. Procedia - Social and Behavi-
oral Sciences, 191(2015), 979-983. https://doi.
0rg/10.1016/j.sbspro.2015.04.540

[4] Azlan, A. L., & Rashid, R. M. (2013). Employment
core abilities skills among trainees with physical
disabilities in Malaysia. Procedia - Social and

(5]

(6]

(7]

(8]

(9]

[10]

[11]

(12]

(13]

§ sciendo

Behavioral Sciences, 93(2013), 1760-1765.
https://doi.org/10.1016/j.sbspro.2013.10.112
Baby, N., & Mavoothu, D. D. (2019). Revamping the
traditional workplaces — inclusive workplaces with
differently abled employees. Think India Journal,
22(10), 4075-4085. https://thinkindiaquarterly.
org/index.php/think-india/article/view/11376
Beatty, J. E., Baldridge, D. C., Boehm, S. A., Kul-
karni, M., & Colella, A. J. (2019). On the treatment
of persons with disabilities in organizations: A
review and research agenda. Human Resour-

ce Management, 58(2), 119-137. https://doi.
0rg/10.1002/hrm.21940

Bengisu, M., & Balta, S. (2011). Employment of
the workforce with disabilities in the hospitality
industry. Journal of Sustainable Tourism, 19(1),
35-57. https://doi.org/10.1080/09669582.2010
499172

Biau, D. J., Jolles, B. M., & Porcher, R. (2010). P
value and the theory of hypothesis testing: An
explanation for new researchers. Clinical Ortho-
paedics and Related Research, 468(3), 885-892.
https://www.ncbi.nlm.nih.gov/pmc/articles/
PM(C2816758/

Boman, T., Kjellberg, A., Danermark, B., & Boman,
E. (2015). Employment opportunities for persons
with different types of disability. Alter, 9(2), 116—
129. https://doi.org/10.1016/j.alter.2014.11.003
Donnelly, K., & Joseph, J. (2012). Disability
employment in the hospitality industry: Human
resources considerations. Cornell HR Review, 1(1),
1-14. http://search.ebscohost.com/login.aspx?d
irect=true&db=bth&AN=92616099&site=ehost-
live&scope=site

Goodley, D., & Swartz, L. (2016). The place

of disability. In S. Grech & K. Soldatic (Eds.),
Disability in the Global South (pp. 69-83).
Springer, Cham. https://link.springer.com/chap-
ter/10.1007/978-3-319-42488-0_5

Groschl, S. (2011, July 26-30). Employment barriers
for persons with disabilities in the hotel industry:
A reality check [Conference Session]. 2011 Interna-
tional CHRIE Conference, Denver, Colorado. http://
scholarworks.umass.edu/refereed/ICHRIE_2011/
Thursday/5/

GrzesSkowiak, A., Zatuska, U., Kozyra, C., & Kwiat-
kowska-Ciotucha, D. (2021). Perception and accep-
tance of people with disabilities by employers and
co-workers. International Journal of Environmental
Research and Public Health, 18(10), 1-17. https://
doi.org/10.3390/ijerph18105278



§ sciendo

(14]

[15]

[16]

[17]

(18]

(19]

[20]

(21]

(22]

(23]

Gupta, M., & Ravindranath, S. (2018). Mana-

ging physically challenged workers at Micro-

sign. South Asian Journal of Business and
Management Cases, 7(1), 34-40. https://doi.
org/10.1177/2277977918759868

ITC Hotels India. (2016). A Guide to Universal De-
sign in Built Environments. https://www.slidesha-
re.net/aishwaryadeopujari/manual-on-universal-
design-in-built-environments

James, J. W., Basavarajappa, C., Sivakumar, T.,
Banerjee, R., & Thirthalli, J. (2019). Swavlamban
health insurance scheme for persons with disa-
bilities: An experiential account. Indian Jour-

nal of Psychiatry, 61(4), 369-375. https://doi.
org/10.4103/psychiatry.Indian)Psychiatry_77_19
Kalargyrou, V., & Volis, A. A. (2014). Disability
inclusion initiatives in the hospitality industry:
An exploratory study of industry leaders. Journal
of Human Resources in Hospitality and Tourism,
13(4), 430-54. https://doi.org/10.1080/15332845
.2014.903152

Kaur, A. (2017). Differently abled persons and
human rights: Issues and responses. Interna-
tional Journal of Law and Legal Jurisprudence
Studies, 2(1), 1-14. http://ijlljs.in/wp-content/
uploads/2015/01/D05.pdf

Kaye, H. S., Jans, L. H., & Jones, E. C. (2011). Why
don’t employers hire and retain workers with disa-
bilities?. Journal of Occupational Rehabilitation,
21(4), 526-536. https://doi.org/10.1007/s10926-
011-9302-8

Kennedy, J., Wood, E. G., & Frieden, L. (2017).
Disparities in insurance coverage, health services
use, and access following implementation of the
Affordable Care Act: A comparison of disabled
and nondisabled working-age adults. INQUIRY:
The Journal of Health Care Organization, Provi-
sion, and Financing, 54(2017), 1-10. https://doi.
org/10.1177/0046958017734031

Keynes, J. M. (1937). The general theory of employ-
ment. The Quarterly Journal of Economics, 51(2),
209-223. https://doi.org/10.2307/1882087

Luu, T. T. (2018). Engaging employees with disa-
bilities in Vietnamese business context: The roles
of disability inclusive HR practices and mediation
and moderation mechanisms. Employee Relations,
40(5), 822-847. https://doi.org/10.1108/ER-06-
2017-0134

Luu, T. T. (2019). The well-being among hospitabi-
lity employees with disabilities: The role of disabi-
lity inclusive benevolent leadership. International

[24]

[25]

[26]

[27]

[28]

[29]

[30]

(31]

[32]

[33]

Employment of Specially-Abled People in the Hotel Industry—An Indian perspective = 17

Journal of Hospitality Management, 80(2019), 25—
35. https://doi.org/10.1016/].ijhm.2019.01.004
Maini, A., & Heera, S. (2019). Exploring disa-
bility inclusion in organizations through
managerial lens. Vision: Thee Journal of Busi-
ness Perspective, 23(2), 144-151. https://doi.
0rg/10.1177/0972262919840193

MclIntosh, A., & Harris, C. (2018). Representa-
tions of hospitality at The Special Needs Hotel.
International Journal of Hospitality Management,
75(2018), 153-159. https://doi.org/10.1016/].
ijhm.2018.05.021

Meacham, H., Cavanagh, J., Bartram, T., & Laing,
J. (2019). Ethical management in the hotel sector:
Creating an authentic work experience for workers
with intellectual disabilities. Journal of Business
Ethics, 155(3), 823-835. https://doi.org/10.1007/
5$10551-017-3499-1

Meacham, H., Cavanagh, ., Shaw, A., & Bartram,
T. (2017). HRM practices that support the em-
ployment and social inclusion of workers with an
intellectual disability. Personnel Review, 46(8),
1475-92. https://doi.org/10.1108/PR-05-2016-
0105

Mehrotra, S., Gandhi, A., Saha, P., & Sahoo, B. K.
(2012). Joblessness and Informalization: Chal-
lenges to Inclusive Growth in India. Institute of
Applied Manpower Research. https://www.almen-
dron.com/tribuna/wp-content/uploads/2013/03/
Joblessness_Informalization_in_India.pdf
Menon, N., Parish, S. L., & Rose, R. A. (2014).

The “state” of persons with disabilities in India.
Journal of Human Development and Capabilities,
15(4), 391-412. https://doi.org/10.1080/1945282
9.2014.938729

Ministry of Law, Justice and Company Affairs.
(1995). PwD Act, 1995 the Persons With Disa-
bilities. https://niepmd.tn.nic.in/documents/
PWD%20ACT.pdf

Ministry of Statistics and Programme Implemen-
tation. (2020). Sustainable Development Goals:
Progress Report, 2020. National Indicator Frame-
work. http://mospi.nic.in/sites/default/files/pub-
lication_reports/SDGProgressReport2020.pdf
Mitra, S., & Sambamoorthi, U. (2006). Disability
estimates in India: What the census and NSS tell
us. Economic and Political Weekly, 41(38), 4022-
4026. https://www.jstor.org/stable/4418721
Mori, Y., & Sakamoto, N. (2018). Economic conse-
quences of employment quota system for disabled
people: Evidence from a regression discontinuity



18 —— Dr. Amrik Singh

[34]

(35]

(36]

(37]

(38]

(391

[40]

(41]

design in Japan. Journal of the Japanese and Inter-
national Economies, 48(2018), 1-14. https://doi.
org/10.1016/j.jjie.2017.02.001

National Planning Commission & Government of
India. (2013). National development plan vision
2030. http://164.100.161.239/reports/genrep/
ann_el13_14.pdf

Paez, P., & Arendt, S. W. (2014). Managers’ atti-
tudes towards people with disabilities in the hos-
pitality industry. International Journal of Hospita-
lity and Tourism Administration, 15(2), 172-190.
https://doi.org/10.1080/15256480.2014.901065
Paez, P., Arendt, S., & Strohbehn, C. (2011). Trai-
ning: An opportunity for people with disabilities
in school foodservice operations. Journal of Child
Nutrition & Management, 35(1), 1-14. https://
search.proquest.com/docview/881470208
Pellicena, M. A., Ivern, 1., Giné, C., & Mdries, O.
(2020). Facilitating factors for the job placement of
workers with intellectual disabilities: supervisors
and coworker mentors perspectives. Advances

in Mental Health and Intellectual Disabilities,
14(6), 213-227. https://doi.org/10.1108/AM-
HID-11-2019-0036

Piramanayagam, S., & Seal, P. P. (2020). Employ-
ers’ attitudes and hiring intentions towards per-
sons with disabilities in hotels in India. Disability,
CBR and Inclusive Development, 31(4), 116-133.
https://deliverypdf.ssrn.com/delivery.php?ID= 59
10080920020670821151170870250650240570 83
04701109305712402402700512101507008212 40
76006012033059126097000026119124067122
003000019037091041086076077100027071109
0 870910580610021170960290750801271190241
2 0115123025107003101028097089103113086107
109090030090& EXT=pdf&INDEX=TRUE
Rajamohan, S., & Elango, S. D. (2020). Entrepre-
neurial education for differently abled people

in India. International Journal of Psychosocial
Rehabilitation, 24(5), 8922-8930. https://www.
researchgate.net/publication/344750774_ENTRE-
PRENEURIAL_EDUCATION_FOR_DIFFERENTLY_AB-
LED_PEOPLE_IN_INDIA

Rakesh, S. K. (2001). Census of India 2001.
https://censusindia.gov.in/nada/index.php/cata-
log/44079/download/47741/DH_10_2001_SIW.
pdf

Rao, B., & Polepeddi, J. (2019). Neurodiverse work-
force: inclusive employment as an HR strategy.
Strategic HR Review, 18(5), 204-209. https://doi.
0rg/10.1108/shr-02-2019-0007

[42]

(43]

[44]

[45]

[46]

[47]

(48]

[49]

§ sciendo

Registrar General & Census Commissioner. (2011).
Measurement of Disability through Census.
https://unstats.un.org/unsd/demographic-
social/meetings/2016/bangkok--disability-
measurement-and-statistics/Session-6/India.pdf
Robins, R., Martin, D., Durai Raj, K., & Raju, M.

S. (2006). Awareness about the persons with
disability act among leprosy patients and other
disabled persons. Indian Journal of Leprosy,
78(3), 217-229. https://www.researchgate.net/
publication/6676535_Awareness_about_the_per-
sons_with_disability_act_among_leprosy_pati-
ents_and_other_disabled_persons

Rodriguez, J. N., Marini, I., Chen, R. K., & Tanguma,
J. (2020). An exploratory factor analysis: Factors
influencing employers’ disposition to hire and
retain persons with disabilities. Journal of Voca-
tional Rehabilitation, 52(1), 89-100. https://www.
researchgate.net/publication/338152106_An_ex-
ploratory_factor_analysis_Factors_influencing_
employers’_disposition_to_hire_and_retain_per-
sons_with_disabilities

Rodriguez, )., & Walters, K. (2017). The impor-
tance of training and development in employee
performance and evaluation. World Wide Jour-
nal of Multidisciplinary Research and Develop-
ment, 3(10), 206—212. https://www.researchgate.
net/publication/332537797_The_Importance_of_
Training_and_Development_in_Employee_Perfor-
mance_and_Evaluation

Saikia, N., Bora, J. K., Jasilionis, D., & Shkolnikov,
V. M. (2016). Disability divides in India: Evidence
from the 2011 Census. PLoS ONE, 11(8), 1-12. htt-
ps://doi.org/10.1371/journal.pone.0159809
Saleh, M. C., & Bruyére, S. M. (2018). Leveraging
employer practices in global regulatory frame-
works to improve employment outcomes for peo-
ple with disabilities. Social Inclusion, 6(1), 18—-28.
https://doi.org/10.17645/si.v6i1.1201

Sarkar, A. (2018). RPWD Act, 2016: Fostering a
disability-friendly workplace in Indian organi-
zations. Indian Journal of Industrial Relations,
53(4), 591-603. http://ezproxy.library.ubc.ca/
login?url=http://search.ebscohost.com/login.asp
x?direct=true&db=bth&AN=130127821&site=eho
st-live&scope=site

Shabh, S. (2010). Role of family in empowering the
young disabled People. International Journal of Disa-
bility Studies, 4(1), 100—-125. https: //www.research-
gate.net/publication/283329325_Role_of_Fami-
ly_in_Empowering_the_Young_Disabled_People



§ sciendo

(50]

(51]

(52]

(53]

(54]

(55]

Sweis, R. J., Ghalion, R., EI-Mashaleh, M.,
Amayreh, 1., Niveen, A. -S., & Balkhi, W. A. (2019).
The effects of training and motivating employees
on improving performance of construction com-
panies: The case of Jordan. International Journal
of Information, Business and Management, 11(2),
179-211. https://www.researchgate.net/publica-
tion/333089038

Trust for Retailers & Retail Associates of India.
(2019). Disability Employment Indian Retail
Changing Equations. https://content.timesjobs.
com/retail-industry-can-be-flag-bearer-of-employ-
ment-for-persons-with-disability-trrain/article-
show/68004853.cms

Vasanthi, N. (2020). The right to work for persons
with disability in India: A critical disability the-
ory perspective. In N. Mehrotra (Ed.), Disability
Studies in India (pp. 9-14). Springer. https://doi.
0rg/10.1007/978-981-15-2616-9_14

Vasanthi, S., & Basariya, S. R. (2018). Employee
cross training and its impact on employee perfor-
mance. International Journal of Civil Engineering
and Technology, 9(6), 800-806. https://doi.
org/10.13140/RG.2.2.33517.23525

Vashishth, A., Verma, V., Saini, A., & Jhamb, D.
(2019). Workforce diversity - challenges in inclu-
sion of people with disabilities in the hospitality
industry. Indian Journal of Public Health Research
and Development, 10(8), 195-200. https://doi.
0rg/10.5958/0976-5506.2019.01877.1

Verick, S. (2021). Do financial incentives promote
the employment of the disabled?. SSRN Electro-

[56]

[57]

(58]

[59]

[60]

Employment of Specially-Abled People in the Hotel Industry—An Indian perspective = 19

nic Journal, 1(1), 1256. https://doi.org/10.2139/
ssrn.579705

Vornholt, K., Villotti, P., Muschalla, B., Bauer, |.,
Colella, A., Zijlstra, F., Van Ruitenbeek, G., Uitde-
willigen, S., & Corbiére, M. (2018). Disability and
employment—overview and highlights. European
Journal of Work and Organizational Psychology,
27(1), 40-55. https://doi.org/10.1080/135943
2X.2017.1387536

Wescott, H. N., Maclachlan, M., & Mannan, H.
(2020). Disability inclusion and global deve-
lopment: A preliminary analysis of the United
Nations Partnership on the rights of persons
with disabilities programme within the context
of the Convention on the rights of persons with
disabilities and the Sustainable Development
Goals. Disability, CBR and Inclusive Develop-
ment, 31(4), 90-115. https://doi.org/10.47985/
dcidj.397

Williams, B., Onsman, A., & Brown, T. (2010). Ex-
ploratory factor analysis: A five-step guide for No-
vices. Journal of Emergency Primary Health Care,
8(3), 1-13. https://doi.org/10.33151/ajp.8.3.93
World Health Organization (2023). Disability and
Health. https://www.who.int/news-room/fact-
sheets/detail/disability-and-health dated 24-12-
2023

Yaruss, J. S., & Quesal, R. W. (2004). Stuttering
and the International Classification of Functioning,
Disability, and Health (ICF): An update. Journal of
Communication Disorders, 37(1), 35-52. https://
doi.org/10.1016/50021-9924(03)00052-2



