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Abstract
Purpose – Extensive work related to examining predictors and determinants of employee engagement and
job performance have been conducted in past studies. A dearth of studies relating organizational culture and
employee engagement with contextual and task performance in the hospitality industry necessitated the
present study. This study aims to examine variability in the task and contextual performance owing to
employee engagement and organizational culture.
Design/methodology/approach – The study has been conducted in four districts of Himachal Pradesh
using a multistage sampling technique. A total of 360 hotel employees were involved in collecting their
responses through a structured questionnaire.
Findings – The results of multiple regression showed that vigor, dedication and absorption variables of
employee engagement contribute toward contextual performance. Vigor and absorption affect the task
performance of employees. In the case of contextual performance vigor shows maximum contribution
followed by absorption and dedication whereas for task performance, the maximum contribution is exhibited
by absorption followed by vigor. Organizational culture sub-variables of experimentation, autonomy and
trust came out to be major predictors, which help to improve contextual and task performance of employees.
Practical implications – The study suggests that psychological ownership, along with trust toward top
management can create an enriched work culture, which inﬂuenced both the contextual and task performance
of employees. The ﬁndings of the study can be practically used by government and private organizations for
improving workforce performance in the hospitality industry. Future research can be conducted based on the
ﬁndings of the study.
Originality/value – The study provides insight on how and to what extent cultural and employee engagement
variables can affect employee’s contextual and task performance. The present study adds value to the existing literature
and investigates the role of culture and employee engagement in enhancing task and contextual job performance.
Managers and policymakers can use the ﬁndings of the study to improve organizational culture, employee engagement
and performance of the employees in the hospitality sector. The study opens avenues for future studies.
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Introduction
The hospitality industry is a major service industry in India accounting for more than a
third of the total global services trade. It is a major source of foreign capital for India. The
word hospitality is derived from the Latin word hospice, the term for a medieval house of
rest for travelers and pilgrims. The hospitality industry deals with providing different
lodging facilities and their interconnected services such as food, drinks and other related
services. Hospitality comprises broadly of two different services, the ﬁrst deals with
providing provisions of overnight accommodation for the tourist who are staying away
from their native places or homes and second, services related to sustenance of people eating
away from home (Hartline and Jones, 1996). This industry helps tourists feel at home and
have all their basic needs fulﬁlled even if they are away from their native place of stay.
The hilly state of Himachal Pradesh anciently called as “Dev Bhumi” (The land of Gods)
has a rich cultural and geographical heritage. It is the northern state of the country and is
one among the major tourist destinations. Being a tourist destination, the hospitality
industry has a great scope in this state. As tourists are the major source of revenue for the
state, therefore it is a necessity that they be provided with the best hospitality experience.
Undoubtedly, the satisfaction of customers largely depends on the services of employees.
For providing tourists best of experience and pleasant memories, it is important that the
employees working in the hotels are taken care off. Hotels are not only a source of earning a
livelihood for the employees but it also helps them develop their own identity. Every hotel is
facing tough competition and is in the race of increasing its revenue. For its growth, it is
very important that the organization continuously tries to identify areas of improvement
and work for the development of its workforce; as this is a kind of service industry in which
every employee working in the hotel in one way or the other is required to deal with the
customers.
The employees in this industry although not a homogenous group, still share a number
of common characteristics in terms of conditions and timings of work. Most of the time
employees have to live in the premises of the hotel itself. Salary given to them is fairly low
and they are expected to work overtime without due compensation, due to which employees
are leaving this industry and turnover is fairly high (Maroudas et al., 2008). Therefore,
ﬁnding out ways for improving employee’s performance can play a major role in revenue
generation for the hotels.
Being a service industry the success of a hotel is largely dependent on customer
satisfaction. Contextual and task performance of employees plays a critical role in keeping
customers happy. Although different factors promote the job performance of employees in
the organization but organizational culture and employee engagement are two such
variables that cover the individual and organizational context of performance. As the
culture in which employees work instills in them the requisite believes and values, therefore,
it is important to study what role does organization culture has on the performance of
employees. Along with organizational culture, the study also tries to examine the inﬂuence
of employee engagement speciﬁcally on contextual and task performance of hotel
employees.
Past studies have lacked in understanding the role of these two variables on task
performance and contextual performance. Therefore, the present study has been undertaken
with the objective to assess the role of employee engagement variables in contextual and
task job performance of hotel employees, to explore the role of organizational culture
variables in inﬂuencing the contextual performance and to assess the inﬂuence of
organizational culture variables on task performance of hotel employees. The outcome of
this research will help the hospitality industry to gain useful insights into what are the

factors that can promote the performance of their employees and how they can develop an
engaged workforce through enhancing different components of organizational culture.
Review of literature
The construct of job performance
Job performance is one among the variables of organizational behavior, which have been
studied widely and frequently by researchers all over the world (Bommer et al., 1995). The
measurement of job performance can also be divided into job results, job behavior and
personality traits (Robbins, 2005). It also refers to employees’ performance in customer
service. The performance of an employee can be categorized into in-role behavior called task
performance and extra-role behavior or contextual performance (Goodman and Svyantek,
1999). Role expectations are mental constructs and expectations for a given work and may
differ across other members of the role set (Conway, 1999). According to Motowidlo and Van
Scotter (1994), task performance refers to those outcomes and behaviors that accomplish the
objectives of the organization. Task performance may vary between jobs within the same
organization (Behrman and Perreault, 1982). It is the behavior, which employees show
instead of the monetary beneﬁts they receive. Knowledge, skills and abilities, which vary
with task proﬁciency are important characteristics for accomplishing task behaviors.
Contextual performance is those minor roles, which are common and support the
environment in which task performance takes place. Contextual performance depends on
employee’s predispositions and volition. Behaviors such as volunteering, helping, persisting
predict volitional and predisposition, which includes person-organization ﬁt (Borman and
Motowidlo, 1993; Motowidlo and Van Scotter, 1994; Borman et al., 1995). Christen et al.
(2006) noted that job performance increased with both effort and ability. Previous research
suggests that among the various variables inﬂuencing job performance; employee
engagement and organizational culture play an important role (Carrell and Elbert, 1974;
Konya et al., 2016; Marcus and Gopinath, 2017; Kalia and Bhardwaj, 2019).
Factors inﬂuencing job performance
Past research indicates that employees in the hospitality sector come across various
problems such as job insecurity, lack of proper training; inadequate infrastructure facilities
and high job transfer speed (Zhang and Wu, 2004; Sadiqe, 2014). Growing number of
hospitality organizations are very much committed to provide their employees a positive
experience to enhance their job performance (Hughes and Rog, 2008). Although there are
various factors, which affect job performance such as leadership, creativity, personality,
work environment (Bakker et al., 2012; Chughtai and Buckley, 2011; Buil et al., 2019), but
employee engagement and organizational culture are the one’s which are gaining utmost
attention in today’s changing scenario (Marcus and Gopinath, 2017; Prasongthan and
Suveatwatanakul, 2017; Buil et al., 2019; Prihantari and Astika, 2019). However, there is a
dearth of studies on the role of organizational culture and employee engagement in the
hospitality section, therefore, the present study has been conducted. There are few studies,
which have been reviewed to understand the role of these two variables with job
performance and are as follows.
Employee engagement and job performance
The term “engagement” drives its being from role theory. Erving Goffman (1961) stated that
it is a “spontaneous involvement in the role” and a “visible investment of attention and
muscular effort.” It was subsequently deﬁned by different researchers (Kahn, 1990;
Schaufeli et al., 2002; Conway, 1999), who characterized it by vigor, (which involves putting
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elevated levels of energy and mental resilience at work); dedication (being highly involved in
work and experiencing enthusiasm, a sense of signiﬁcance and challenge); and absorption,
(being completely concentrated and engrossed in one’s job).
It has been established that employee engagement improves job performance (Tensay
and Singh, 2020). A high level of engagement among employees leads to a positive
evaluation of task and contextual performance of employees (Bakker et al., 2007). Zainol
et al. (2016), in their study on the hotel industry in Malaysia, found that effective and good
employee engagement programs contributed to an increase in commitment, motivation and
morale, which ultimately improves the performance of employees. A research on the Thai
hotel industry by Prasongthan and Suveatwatanakul (2017), suggested that perceived
organizational support and optimism demonstrate powerful inﬂuences on job performance
through higher employee engagement. The primary results of this study revealed that there
is a positive relationship between job performance and employee engagement. Engaged
employees:
[. . .] work with greater intensity on their tasks for longer periods of time, they pay more attention
to and are more focused on responsibilities, and they are more emotionally connected to the tasks
that constitute their role (Rich et al., 2010).

Therefore, it is more likely that they will positively respond to customer requests and
display better job performance.
A study conducted in Lebanon indicated a positive relationship between employee
engagement and job performance. Engaged employees are considered to do their job well,
have perseverance and take mentally and physically active roles to do the assigned work
(Ismail et al., 2019). Existing conservation of resource theory proposes that employee
engagement causes higher job performance by eliciting positive emotions that improve
motivation to undertake job tasks and responsibilities (Parker and Grifﬁn, 2011).
However, certain studies conducted on hospitality employees showed a partial effect of
employee engagement on job performance (Buil et al., 2019) but most of the studies suggest
that work engagement positively relates to employee performance (Bakker et al., 2012;
Halbesleben and Wheeler, 2008; Buil et al., 2019). Thus, on the basis of the above discussion,
the following hypothesis is proposed:
H1a.

Employee engagement dimensions improve contextual performance of hotel
employees.

H1b. Different sub-variables of employee engagement affect the task performance of
hotel employees.
Organizational culture and job performance
The concept of organizational culture is rooted in the work of Pettigrew (1979) as “the system
of personal and collectively accepted meanings of work, operating for a given group at a
given period of time.” Organizational culture is also referred to as collective programming of
the mind, which differentiates the members of one organization from another organization.
This comprises “beliefs, values, practices and shared expectations held by members of an
organization” (Hofstede, 1989; Greenberg and Baron, 2003; Pratiwi et al., 2019; De Romario
et al., 2019). It is a pattern or basic assumption shared by a group when solving problems of
external adaptation and internal integration, which have succeeded and are considered

legitimate to be taught to new members as an appropriate way of accepting, thinking and
feeling related to this (Sukayana and Putri, 2019; Widiani et al., 2019).
According to Pareek (1994), organization culture consists of different components, which
are as follows: openness; it is the freedom to communicate, share and interact openly without
hesitation, receiving feedback from customers and freely providing ideas and suggestions to
other employees. Employees who rated high on the level of openness were more open to a
new learning experience, resulting in higher performance (Jena et al., 2018). Confrontation
involves boldly facing the problems and challenges that one comes across and not escaping
from them (Pareek, 1994). Authenticity is another important component of organizational
culture. According to Subrahmanian (2012), it refers to the congruence between what one
feels and says. Trust in the management and support of employee well-being at work
(commitment, job satisfaction and work-life balance satisfaction) among workers is also
important (Baptiste, 2008).
Openness, authoritative, afﬁliative and democratic leadership, trusting, empowering and
extrinsic rewards, ﬂexible work arrangements and supportive work culture, all promoted
the job performance of employees (Bing and Lounsbury, 2000; Singh, 2010). A study done by
Rashid et al. (2003) indicated that employees tend to give much value to continuous support
and encouragement from higher management. Proactive employees help develop an
environment of energy and enthusiasm around them in the organization. Taking initiative,
preplanning and taking preventive action, using and encouraging innovative approaches to
solve problems (Pareek, 1994). Development of new products, methods and procedures form
an integral part of an effective organizational culture (Subrahmanian, 2012). According to
Christen et al. (2006), job autonomy and quality of supervisory feedback positively affect
work effort. Effort and ability contributed toward the overall job performance of the
employees. Openness, trust and experimentation, apart from taking care of hygiene factors,
improve job performance, thereby helping the organization gain an upper edge over others
(Singh, 2010; Hofhuis et al., 2016).
Strong organizational culture produces better short-term performance (Gordon and
DiTomaso, 1992). Robbins (2005), in a study on organizational culture, suggests that
employees in companies whose culture is stronger are more committed to their company
than employees in companies whose culture is weak. Firms with a strong culture
continuously use their recruitment efforts and socialization practices to enhance employee
commitment, which, in turn, enhances the job performance of employees. A strong
organizational culture will help organizations provide certainty for their members and also
enable them to develop along with organizational development (Prihantari and Astika,
2019). Previous studies have revealed that organizational culture inﬂuences and enhances
the job performance of employees (Fauzi et al., 2016; Kim and Chang, 2019).
Thus, we propose that:
H2a. Different dimensions of organizational culture improves the contextual
performance of employees.
H2b. Organizational culture dimensions affects the task performance of employees.
Research methodology
Sample for the study
The hilly state of Himachal Pradesh is an attractive tourist destination. According to the
statistics of Department of tourism report (2019) Govt. of Himachal Pradesh, it attracted
almost 4.57% domestic and 7.38% of international tourists in 2019. As per the Department
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of Tourism, Govt. of Himachal Pradesh the state consists of 2,189 registered hotels. The
sample from the state was collected using multistage sampling. In the ﬁrst stage, 4 districts
based upon the highest, middle and lowest number of hotels, namely, Bilaspur (15 hotels),
Chamba (137 hotels), Kullu (578 hotels) and Kangra (301 hotels) were selected. These
districts cover nearly 67% of the hotel population of the state and adequate to represent the
hospitality sector of Himachal Pradesh.
In the second stage, hotels registered under the Department of Tourism, Govt. of
Himachal Pradesh in these districts were arranged in alphabetical order and through
systematic sampling, every 15th hotel from these districts was selected for the survey. As
the state mostly possesses small and medium-sized budget hotels. Therefore, in the next
stage, three or four frontline employees from each hotel were chosen for the survey through
convenience sampling. The researcher contacted the general manager of each hotel, who
helped the researcher to have one to one interaction with the employees so that purpose of
the study could be well-explained to them. A total of 400 employees were contacted, however
360 frontline employees responded and participated in the study. A structured questionnaire
was used to collect data from hotel employees. Employees were given the questionnaire and
anonymity of their responses was assured. Participants returned their questionnaire in a
closed response packet, which was collected in person by the researcher.
Research tools
A structured questionnaire consisting of three sections and comprising statements related to
job performance, employee engagement and organizational culture was used for data
collection. The ﬁrst section measured the job performance of employees and consisted of two
constructs measuring contextual and task performance of employees. The scale was based
on the work of Goodman and Svyantek (1999). The scale had 7 statements for contextual
performance and 9 statements for task performance, comprising a total of 16 statements.
The subjects responded to a four-point Likert-type scale for all items in the questionnaire.
These measures were anchored at highly valued, fairly high value, fairly low value and very
low value that is 4, 3, 2 and 1, respectively.
The second section on employee engagement was based on research done by Schaufeli
and Bakker (2003). The scale consisted of 17 statements about how one feels at work. It was
rated on a seven-point scale, from 0 to 6 where 0 indicated never to 6 indicated always. The
scale yielded scores on three areas of employee engagement, namely, vigor, dedication and
absorption. Six statements represented vigor, six statements measure dedication and ﬁve
statements examined absorption of the various parameters of employee engagement. The
third section on organizational culture was based on Pareek’s (1994) scale. It consisted of
eight dimensions – openness, confrontation, trust, authenticity, pro-action, autonomy,
collaboration and experimentation. This was rated on a four-point scale, (highly valued,
fairly high value, fairly low value and very low value that is 4, 3, 2 and 1, respectively). Each
dimension consisted of ﬁve statements, and hence, it had a total of 40 items.
Analysis and results
To collect responses of the respondents a total of 160 hotels from the state were selected
through multistage random sampling technique. Three or four frontline employees from
every hotel were chosen for the survey. A total of 400 employees were contacted, however
360 frontline employees participated in the study. Out of 360 duly ﬁlled questionnaires, 77%
were men and 45% of employees had completed their undergraduate level of education. The
responses were coded and tabulated to analyze the data. The reliability of the scale was
measured using Cronbach’s a. Each of the multi-scale items was found to be reliable with an

a coefﬁcient of 0.830 for employee engagement, 0.759 for organizational culture and 0.852
for job performance, all tested at the 0.95 level of signiﬁcance.
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Role of employee engagement variables in contextual and task performance of
hotel employees
The regression analysis of employee engagement predictors for job performance is given in
Table1. It revealed moderate to high contribution of employee engagement dimensions,
namely, vigor, dedication and absorption, toward different dimensions of job performance.
Employee engagement showed 35.7% (R2 = 0.357) variance in contextual performance
and 45.2% (R2 = 0.452) variance in task performance. This showed that employee
engagement had a greater impact on task performance as compared to contextual
performance.
The B-values further demonstrated that a 1% change in vigor was expected to produce a
25.6% (t = 6.226, p < 0.05) change in contextual performance and a 21.1% (t = 6.184, p <
0.05) change in task performance. An increase of 1% in dedication increased contextual
performance by 12.7% (t = 2.986, p < 0.05). However, dedication did not signiﬁcantly affect
the task performance of employees. The beta values further suggested a change of 19.6%
(t = 3.499, p < 0.05) in contextual performance and a 32.2% (t = 6.892, p < 0.05) change in
task performance because of a 1% change in absorption. Thus, on the basis of the above
ﬁndings, H1a is accepted and it can be inferred that all three employee engagement
dimensions i.e. vigor, dedication and absorption play a role in inﬂuencing the contextual
performance of hotel employees. However, H1b is partially accepted as only vigor and
absorption signiﬁcantly affect task performance. The engagement of employees tends to
show improvements in job-related behaviors, which directly affects individual and
organizational goals. The level of enthusiasm and dedication exhibited by the employees
more affected the ways they perform their work roles rather than their psychological
environment of work.
The above table reveals that all the three sub-variables of employee engagement that is
vigor, dedication and absorption signiﬁcantly inﬂuence contextual performance in which
vigor shows maximum contribution followed by absorption and dedication. The employees
were resilient mentally and were ready to work for long hours, which boosted their level of
contextual performance. The perseverance of employees enabled them to create an
environment of enhanced performance. Their energetic attitude and motivation for working
even in odd hours helped increase their contextual performance.
If we talk about task performance it is affected signiﬁcantly by vigor and absorption and
absorption level has a greater effect on it. Employees felt a high level of belongingness with

Employee engagement
dimensions

Job performance dimensions
Contextual performance
Task performance
B-value
t-value
B-value
t-value

Vigor
Dedication
Absorption
R2
F-value

0.256
0.127
0.196
0.357
63.903*

6.226*
2.986*
3.499*

0.211
0.060
0.322
0.452
95.214*

6.184*
1.686
6.892*

Notes: *p < 0.05. Contextual performance = 3.310 þ 0.256 Vigor þ 0.127 Dedication þ 0.196 Absorption.
Task performance = 3.462 þ 0.211 Vigor þ 0.322 Absorption

Table 1.
Regression for
employee
engagement
predictors for job
performance
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the organization. They said they did not come to know how quickly their time while in work
shift passed away. They were happy working intensely at the hotel and it was difﬁcult to
distract them from their work. This showed their high absorption level while at work. The
sense of belongingness and the engrossed attitude of employees make them perform well in
their job roles and duties. The happiness, which the employee feels at work makes him more
tasks efﬁcient as compared to the parameter of vigor and dedication. Thus, among the three
sub-variables absorption played a signiﬁcant role in affecting the task performance of hotel
employees.
Role of organizational culture in contextual and task performance of hotel
employee
The values of multiple regressions for different dimensions of organizational culture and job
performance are given in Table 2. This table shows a moderate contribution of
organizational culture dimensions toward job performance of employees, estimated at
28.7% (R2 = 0.287) variance in task performance and 31.2% (R2 = 0.312) variance in
contextual performance. This means that organizational culture can bring more change in
the contextual performance of employees as compared to task performance. As contextual
performance is the measurement of the environment at work, it is more inﬂuenced with the
values and belief system prevalent in the organization.
The B-values suggested that a 1% change in autonomy produced a signiﬁcant 15.8% (t =
3.131, p < 0.05) change in contextual performance, and a 29.8% (t = 6.772, p < 0.05) change in
task performance. A 1% change in experimentation signiﬁcantly changed contextual
performance by 70.6% (t = 8.645, p < 0.05) and task performance by 57.6% (t = 8.053, p <
0.05). A 1% change in trust was expected to produce a signiﬁcant 17.8% (t = 2.393, p < 0.05)
change in contextual performance and 12.4% (t = 1.986, p < 0.05) change in task
performance. Thus, H2a and H2b are partially accepted as all the variables of organizational
culture do not contribute to contextual and task performance. A culture of trust, autonomy
and experimentation promotes the job performance of employees, whereas openness,
confrontation, pro-action does not inﬂuence job performance of hotel employees.
The employees working in this industry are given the freedom to respond to situations in
their own way. The supervisors and management of the hotels trust their employees. They

Organizational culture dimensions
Openness
Confrontation
Trust
Authenticity
Pro-action
Autonomy
Collaboration
Experimentation
R2
F-value

Job performance dimensions
Contextual performance
Task performance
B-value
t-value
B-value
t-value
0.108
0.004
0.178
0.070
0.052
0.158
0.002
0.706

1.132
0.053
2.393*
1.119
0.642
3.131*
0.029
8.645*

0.069
0.076
0.124
0.008
0.014
0.298
0.041
0.576

0.828
1.099
1.986*
0.139
0.202
6.772*
0.573
8.053*

Table 2.
0.287
0.312
Regression for
13.248*
16.730*
organizational
culture predictors for Notes: *p < 0.05. Contextual performance = 2.055 þ 0.158 Autonomy þ 0.706 Experimentation þ 0.178
job performance
Trust. Task performance = 2.759 þ 0.298 Autonomy þ 0.576 Experimentation þ 0.124 Trust

have full conﬁdence and they support the on-the-spot decisions taken by their employees.
There were instances, which the employees quoted in which management went out of the
way to help them in ﬁnancial and moral crisis. This not only developed a trust for the
management but also boosted both their contextual and task performance. Second, subvariable of autonomy signiﬁcantly inﬂuenced job performance of hotel employees. In many
hotels, employees worked in self-autonomous teams. They were given the freedom to take
decisions and plan activities for their customers at small scale. In general, it came out from
the survey that freedom within limits did not breed indiscipline but developed psychological
ownership, which, in turn, enhanced job performance.
Third, sub-variable, which played a signiﬁcant role in increasing job performance was
experimentation. As most of the employees in the survey were front desk employees,
therefore they said that almost daily they were experimenting with new ways for convincing
customers to stay in their hotels. As they had direct dealing with customers therefore, every
now and then they were to address customer’s problems. Their openness for feedback and
motivation for self-improvement helped them perform their job better.
Discussion
The study was carried out with the objectives of analyzing the effect of employee
engagement variables and organizational culture variables that inﬂuenced the contextual
and task performance of hotel employees. The primary results of this study revealed that
there is a positive relationship between job performance and employee engagement and
employee engagement had a greater impact on task performance as compared to contextual
performance. This ﬁnding is supported by a recent longitudinal research study (Carter et al.,
2018), which found a signiﬁcant and positive correlation between employee engagement and
job performance, and that employee engagement predicts job performance. Engaged
employees have high in-role and extra-role performance, indicating that work engagement is
positively related to job performance. The ﬁndings of the study are in line with the ﬁndings
of Salanova et al. (2005), who conducted research on Spanish restaurants, stating that
organizational resources and work engagement predicted service climate, which, in turn,
predicted employee performance.
According to the “conservation of resources theory,” which suggests that engaged
employees are likely to put more effort into job performance, in terms of both in-role
performance and extra-role performance; engaged employees were better job performers
(Halbesleben, 2011; Macey et al., 2009). In the case of contextual performance, vigor had the
maximum contribution, followed by absorption and dedication, whereas for task
performance, the maximum contribution was that of absorption, followed by vigor. This
implies that if the vigor and absorption of employees are improved, their job performance
will increase. As stated by Kahn (1990), when people are engaged, they employ and express
themselves psychologically, cognitively and emotionally during role performances.
Employees who felt most energetic and were most engrossed in their work and were
most likely to show adequate task performance (Bakker et al., 2007). Thus, the energy, focus
and sense of belongingness, which comes through employee engagement equip employees
with higher potential and enhance their core abilities to face new situations and deal with
new customers daily. Thus, the results of the ﬁrst objective show that among the three subvariables of employee engagement taken for study – vigor, dedication and absorption affect
contextual performance and vigor, as well as absorption, affect task performance, hotel
employees. It also reveals that in the case of contextual performance vigor shows maximum
contribution followed by absorption and dedication whereas for task performance
maximum contribution is exhibited by absorption followed by vigor.

Employee
engagement

XJM

The results of the study also show that organizational culture is a prerequisite that can
inﬂuence organizational performance, and several steps need to be taken to enrich it. Among
all the dimensions of organizational culture, the maximum contribution was that of
experimentation, followed by autonomy and trust. Experimental culture is the independence
that employees experience while expressing their ideas at work, the opportunities that they
have for learning and innovative problem-solving. The organizational culture of risk-taking
by employees is useful in improving their performance. The present ﬁndings support that of
O’Reilly et al. (1991), that states that congruence between individual values and corporate
values correlate signiﬁcantly with individual productivity.
The next important dimension was found to be that of autonomy. The more autonomy an
employee is given in decision-making, the more capable he/she feels of taking decisions,
which is reﬂected in job performance. When individuals are given freedom for decisionmaking within a certain environment or work setting, they develop a sense of psychological
ownership and self-possession, which helps improve their contextual and task performance.
The current ﬁndings support that of Avey et al. (2009), which state that belongingness in
terms of psychological ownership with an ability to take decisions in an organization
improves job performance.
The third factor affecting job performance is trust. Trust in one’s supervisor points to
one’s perception of faith and mutual independence in sharing one’s thoughts. These ﬁndings
are in line with the “relatedness needs” that every employee has toward his/her top
management. Employees, who offer moral support and help employees and colleagues in
crises and also rely on their seniors without fear of their misuse of trust, create an enriched
organizational culture (Janssen et al., 1999). Thus, ﬁndings related to the second objective
that was to explore the predictors of organizational culture inﬂuencing job performance of
hotel employees identiﬁed – experimentation, autonomy and trust as major cultural
predictors, which help to improve the contextual and task performance of employees.
Conclusion
This study aimed to examine the effects of employee engagement and organizational culture
on the task and contextual performance of the employees in the hospitality industry. The indepth empirical analysis is done in the study, which revealed that employee engagement
and organization culture inﬂuences the contextual and task performance of hotel employees.
Employee engagement had a greater impact on task performance as compared to contextual
performance and organizational culture can bring more change in the contextual
performance of employees as compared to task performance.
Among employee engagement dimensions, vigor and absorption were found to be
dominating factors. Energy, focus and involvement in one’s work, which comes through
employee engagement, enhanced the core capabilities of employees and enabled them to face
new situations and daily challenges in the industry. Thus, looking at the importance of these
factors regular feedback from employees needs to be maintained and addressed. An
organizational culture of experimentation, autonomy and trust was found to improve the
contextual and task performance of employees. The experimental culture of independence
and risk-taking provides learning and innovative problem-solving opportunities to
employees, which enhanced their performance. Psychological ownership, along with trust
toward top management, helped to create an enriched work culture, which inﬂuenced both
the contextual and task performance of employees. Therefore, a culture of trust and
innovation should be encouraged among employees; the management should regularly
interact with employees.

Limitations, implications and future research
The present study was conducted to understand the role of organizational culture and
employee engagement in contextual and task performance. The study has been
conducted in hotels of Himachal Pradesh as they are one of the major contributors for
gross domestic product of the state. The present study contributes to identify the
factors that promote the job performance of hotel employees. As the hotel industry is
fast spreading in the region, to meet the manpower needs of this industry, to augment
their efﬁcacy, to assess their job condition and ensure their welfare, this study must be
undertaken regularly, year by year, with feedback to all the stakeholders of this
industry. Our research has shown a positive relationship between employee
engagement dimensions and job performance of employees.
Autonomy, participative culture, experimentation, autonomy and trust can improve the
performance of the employees. Rewards and recognition can, proper track record of
employees who left the organization can be kept and an informal exit interview can be
helpful in enhancing employee engagement. Hospitality industry should work on building a
culture based of trust, innovation, openness to enhance employee engagement and improve
their performance. It is suggested that open hour sessions can be conducted where
employees can suggest new initiatives or make other suggestions that may help increase the
customer footfall in the hotel. In this session, employees could also discuss the problems
confronted during the month, and the measures they took to overcome these or their
expectations from the management regarding these challenges. This would help increase
the commitment level of employees toward their organization and will improve
organizational culture inﬂuencing job performance of hotel employees, and hence, chances
of organizational success.
The current research acknowledges a few limitations in this study. First, the participants
were hesitant to reveal about their current organizational proﬁle such as their salary, age,
their relations with their supervisors etc. Second, the problem of self-reporting biases, as it is
a self-reported rating questionnaire needs to be taken into account. As the researcher was
unable to record certain unexpressed problems of the employees, which might have proved
useful in the research.
Further to strengthen this study, future research should also include the parameters of
evaluation of demographics and organizational variables, which have an impact on employee
engagement and the organizational culture of hotels in this hilly state of India. Future research
can also be undertaken to compare the role of employees’ engagement and organizational culture
among managerial and non-managerial employees. A comparative study on employee
engagement on government and private hotels can be undertaken in the future.
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