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Now a day’s transport sector occupies a place of essential importance in Indian economy. The 

wonderful growth of transport sector has expanded trade, commerce and industries 

phenomenally. Increasing of more population and unemployment are creating problems in 

developing countries. Reason for lack of awareness, illiteracy, undeveloped technology, poor 

innovation, is due to in proper systems. To improve the high quality of public sector in the field 

of transports, the significance of Personnel management in public sector transport corporations 

with a large number of employees covering almost the entire population of the state is necessary. 

It brings about a number of issues relating to recruitment and selection of the right people, their 

training and development, superior subordinate relationship and employment relations. These 

practices lead to employee grievances. Therefore, effective personnel management practices are 

required to handle these problems. Highly motivated and committed workforce can contribute to 

the productivity of an organization. The effective functioning of the Transport Corporation 

mainly depends on the efficiency of its personnel management practices. This study is an attempt 

to find out the efficiency of personnel management practices in TNSTC in Pudukkottai District 

which is the present research region.The research study includes planning, staffing, selection 

process, training and development, wage and incentive plan, salary and remuneration, 

motivation, trade unions and association, welfare measures and safety, performance appraisal of 

workers of Personnel Management. The personnel Management practice of Tamilnadu state 

transport corporation workers and the impact on the growth of the unit are planned in the 

research work. The study covers Pudukkottai district only. 

Keywords: Personnel Management, employee-employer relationship, TamilNndu State 

Transport Corporation 
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1. Introduction 

Personnel management concerns with obtaining, organizing, utilizing and motivating the 

human resources required by an organization. It develops requisite organization climate and 

management styles to promote effective efforts of cooperation and trust among all employees. 

This also helps the organization to meet its legal obligations and social responsibilities. To sum 

up, the personnel management aims at getting effective results by organizing and directing the 

cooperative efforts of human beings. Personnel management is a traditional approach of 

managing people in the organization. Personnel management is an administrative function of an 

organization that exists to provide the personnel needs for organizational activities and to 

manage the general employee-employer relationship. Today the services of firms are being 

rendered to the society on a competitive basis in every marketing environment and everywhere in 

the world. The services provided in different economic conditions also differ. In the Indian 

economy, service is provided by both public and private sector. Basically, the service of the 

public sector is comparatively better than the private sector. In such circumstances, the public 

sector passenger transport corporation services to the general public are higher than those of the 

private passenger transport in Tamilnadu. To what extent is the service provided by an 

organization quantitative is the sole question among the passengers and at the same time, is the 

basic objective of the present study. The transport is playing an important role in the economic 

development of the country by creating employment opportunities and performing national 

economic activities. Transport is the channel of social and economic interaction involving the 

physical movement of people and goods. The question of service quality has been an essential 

strategic component for service expectations like passenger transports attempting to succeed and 

survive in the current competitive environment. 

 Objectives of Personnel Management 

The Important objectives of the personnel management are following: To make an 

effective contribution to the achievements of the organization and to the fulfillment of its social 

responsibilities and to design and develop an the organization for change. To ensure that the 

activities required to achieve objectives are properly catered for. The activities to develop the 

organization must ensure for effective integration and better understanding to work together with 

responsibility. To ensure the organization climate and management style are conducive to 

enthusiasm, cooperation and trust. To obtain and develop the human resources required by the 
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organization and to use and motivate them effectively. To ensure the quality and quantity of 

manpower are available to meet short and long term needs. To train and develop manpower to 

achieve maximum effectiveness. To make the best use of the skills and capacities of employees. 

To provide the optimum amount of responsibility, challenge and opportunity in work to design 

and implement effective reward and incentive systems. To integrate and balance the individual 

needs of the organization. To create and maintain a supportive climate of relationships within the 

organization. 

 Role of the Personnel Management 

The main role of the personnel management is to provide advice, service and functional 

guidance which enable management to deal effectively with all matters concerning the 

employment of people and the relationships among the management of the organization, the 

people and the employees. Its overall aim is to make an effective contribution to the achievement 

of the objectives of organization and to the fulfillment of its social and legal responsibilities. The 

main aim is to ensure that the achievement of personal objectives of the organization and the 

performance of the personnel functions are judged to the extent of these objectives. Personnel 

function is a very critical, sub-system of enterprise management.Well planned acquisition, 

organization and motivation of human resources assist the management efficiently in achieving 

organizational goals and objectives. It provides a systematic opportunity to the organization in 

critically assessing and optimizing the human contribution towards organizational effectiveness. 

2. Review of Literature 

R.Karthiga Dr.R.Swaminathan(2016)1 In the competitive environment of modern era 

organizations are persistently improving performance of their employees by improving HR 

practices. TNSTC at Perambalur is the public sector corporation in which Effective HR practices 

improve the performance and lead to higher profits. The primary goal of any organization is to 

make profit. In order to gain competitive advantage the HR department must very purposefully 

design its strategy that in line the company‟s goal. The only way to get the best out of human 

resources is to value them as assets in the real sense. Keeping the employees involved and 

engaged by good communication helps improve their performance. The employees are more 

engaged in employee engagement activities and their perceived performance is good.The 

1 R.Karthiga Dr.R.Swaminathan(2016) Human Resource Practices as perceived by employees in Tamilnadu State 
Transport Corporation Perambalur, Intercontinental Journal of marketing research review; Volume 4, Issue 7, July 
2016 
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Government should provide sufficient training to employees to increase the skill and knowledge, 

at the same time performance appraisal should be done in an effective manner and also to 

motivate the employees in different basis. Compensation and benefits should provide to 

employees. If the TNSTC follows the above suggestion, the Human resource practices can be 

doing in an effective manner. 

Dr. M. Saravanan and R. Janakiraman (2014)2 The study is based on job satisfaction of the 

TNSTC employees. The problems suffered by bus drivers and conductors are attributed to the 

nature of work they are exposed and it is associated with the outcome from their occupation. 

What is really required, is a comprehensive personnel policy, with programmes for proper 

recruitment and training, enforcement of discipline improved working conditions like better seats 

for drivers, better buses, better roads, improved promotion avenues introduction of well 

conceived productivity linked schemes for motivation it leads job satisfaction,  work 

commitment, job enrichment and performance. It is the management’s role to supply initiative, 

both initiative towards creating better conditions and the initiative needed to apply technical 

skills to the attainment of higher efficiency and productivity. 

Dr. M. Rajarajan,(2014)3 The present study concluded that, the effective employees job 

satisfaction would cause increased productivity and contribute to overcome losses. Further, it 

would gear mutual relationship between the employees and management. It would ensure 

sustainable growth and provide good service to the general public. The understanding of the 

employees‟ job satisfaction towards HRM practices would help the corporation to formulate 

policies and programmes for further improvement. 

Dr. M. Rajarajan; S.Anandarajan(2013)4  This study concluded that, the effective employees 

awareness would cause increased productivity and contribute to overcome losses. Further, it 

would gear mutual relationship between the employees and management. It would ensure 

sustainable growth and provide good service to the general public. The understanding of the 

employees’   awareness   analysis   towards   Tamil   Nadu   State   Transport   Corporation   Ltd, 

 
 

2 Dr. M. Saravanan and R. Janakiraman (2014)Employees’job Satisfaction in Tamilnadu State Transport  
Corporation Undertakings; PARIPEX - Indian Journal of Research; Volume : 3 | Issue : 4 | April 2014 
3 Dr. M. Rajarajan,(2014); Problems Faced By Employees In Tamil Nadu State Transport Corporation Limited, 
Villupuram; Asia Pacific Journal of Research Vol: I Issue XIV, February 2014 
4 Dr. M. Rajarajan; S.Anandarajan(2013) :Employees’ Awareness towards TNSTC Limited, Villupuram Region 
International Journal of Research in Computer Application & Management; Volume no. 3 (2013), Issue no. 06 
(June) 
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Villupuram, would help the corporation to formulate policies and programmes for further 

improvement. 

3. Tamilnadu State Transport Corporation 

The mobility is one of the most fundamental and important characteristics of economic 

activity as it satisfies the basic need of going from one location to the other, a need shared by 

passengers, freight and information. Economies that possess greater mobility are often those with 

better opportunities to develop than those suffering from scarce mobility. Reduced mobility 

impedes development, while greater mobility is a catalyst for development. Mobility is thus a 

reliable indicator of development. 

 Organization setup of Transport Department and Performances 

This department is functioning under the head of the Additional Chief Secretary of 

Government of tamilnadu with two Deputy Secretaries, 4 Under Secretaries, 59 Administrative 

staff and 11 more employees in the Chairman’s Office. The Additional Chief Secretary of 

Government, Transport department is the Ex-Officio Chairman of all the State Transport 

Undertakings and the Chairman-cum-Managing Director of Tamil Nadu Transport Development 

Finance Corporation Limited. 

 Overall view of State Transport Undertakings (STUs) 

The State Transport Corporations of Tamil Nadu contains a fleet of 22,474 buses, 

including 1,790 spare buses. The number of scheduled services as on March 2015 is 20,684. The 

operational areas of STUs extend to the States of Karnataka, Andhra Pradesh, Kerala and the 

Union territory of Puducherry. All STUs operates an average of 90.21 lakhs kilometers per day. 

The total staff strength, including reservation is 1, 44,818 as on 31.03.2015. As a result of 

various measures taken by the present Government to improve the performance of STUs, the 

performance indicators have shown positive trend. Fuel efficiency of 5.25 KMPL as of March 

2011 has been increased to 5.30 KMPL during March 2017. 

 Employees’ Social outreach 

The State Transport Undertakings made a Guinness Book of records by donating 

blood voluntarily by the 53,129 employees in a single day on 14.02.2014. Besides, the voluntary 

blood donor’s list is being maintained by Metropolitan Transport Corporation (Chennai) Ltd., 

Chennai. So far 16,969 employees of State Transport Undertakings have registered their names 

(as of 17.06.2015) for Voluntary Blood Donation Scheme. 
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 Wage Settlement 

In 12th Wage Settlement agreement was arrived in April 2015 with effect from 

01.09.2013. The benefits extended to the eligible employees of STUs. The basic pay of the 

employee has been increased to 5.5. %, minimum of Rs.1, 350/- and maximum of Rs.5, 941/-. 

The total commitment is Rs.295crore p.a. to 1, 15,186 transport corporation employees. Now, 

D.A. is being paid immediately to all Corporation employees based on G.O. for Government 

Employees without waiting for Government approval again. Wage revision has also been given 

to 19,437 daily and reserve crews. Beta and other allowances like Hill allowance, Refill 

allowance have also been revised upwards resulting in addition to the cost of Rs.17.91 crore. The 

review pattern has been changed from 6+7+8+8+3 years to 6+7+7+7+5 years. Monetary benefit 

Rs.1.17 crore has to be given to 7,217 employees. Promotion is given, as soon as, vacancy arises 

without any delay. Permission has been granted for retired employees to travel with their spouse 

in moffusil buses. Apart from that, free moffusil bus passes to the spouse of deceased employee 

has also been given. The training period for compassionate appointment has been reduced from 3 

years to 2 years. The consolidated pay has been increased for the 1st year from Rs.1, 440 to Rs.3, 

000/- and for the 2nd year from Rs.2, 190 to Rs.4, 000/-. Preference has been given to legal  

heirs, depending upon their qualification for posting at suitable posts instead of “Non-ITI helper” 

after their training period subject to the Government rules and vacancy. Post retirement benefit is 

extended to employees who were retired from 01.09.1992 to 31.08.1998 without any limit on the 

number of years of benefits received by them. This will ensure that at least this monetary benefit 

reaches out to the employees, retired before 01.09.1998. The benefit is Rs.1, 000/- p.m. 

Education loan has been increased from Rs.1,000/- to Rs.5,000/-. Education assistance has been 

increased from Rs.150 to Rs.250 per child which is granted per year for two children.The limit of 

free travel bus pass to  employees and  t  their   family members  has  been  increased  from 5000 

K.M. to 5500 K.M per year. 

4. Statement of the Problem 

Transport sector occupies a place of essential importance in Indian economy. The 

wonderful growth of transport sector has expanded trade, commerce and industries 

phenomenally. Technological advancement has resulted in newer vehicles with advanced 

features in the buses. The burgeoning gap between expectation of passengers and existing level 

of facilities and convenience offered in the buses have a definite bearing on the service quality in 
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the bus transport sector. Now a days there is a requirement for manpower needed for developing 

countries. Every year raise to manpower in the public sector and also other hand rise in 

unemployment, there is a big problem of developing countries. Reason for lack of 

awareness,illiteracy, un developed technology, poor innovation, is due to no proper systems. To 

improve the high quality of public sector in the field of transports, the significance of Personnel 

management in public sector transport corporations with a large number of employees covering 

almost the entire population of the state. It brings about a number of issues relating to 

recruitment and selection of the right people, their training and development, superior 

subordinate relationship and employment relations. These practices lead to employee grievances. 

If these grievances are not handled properly, it will result in disputes between management and 

employees. In this globalization era, continuous development of technology further complicates 

these problems. Therefore, effective personnel management practices are required to handle 

these problems. Highly motivated and committed workforce can contribute to the productivity  

of an organization. The effective functioning of the Transport corporation mainly depends on the 

efficiency of its personnel management practices. This study is an attempt to find out the 

efficiency of personnel management practices in TNSTC in pudukkottai District which is the 

present research region. 

5. Scope of the Study 

The research study includes planning, staffing, selection process, training and 

development, wage and incentive plan, salary and remuneration, motivation, trade unions and 

association, welfare measures and safety, performance appraisal of workers of Personnel 

Management. To find out the personnel Management practice of Tamilnadu state transport 

corporation workers and the impact on the growth of the unit are also planned in the research 

work. The study covers Pudukkottai district only. The survey has been taken for a period of 10 

years from 2005- 2006 to 2016- 2017 for evaluating the effectiveness of Personnel Management 

practices in TNSTC. 
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6. Objectives of the Study 

1. To examine the association between Personnel Management practices and demographic 

variables of employees in TNSTC Ltd. 

2. To find out the quality work life of Personnel Management practices in TNSTC Ltd. 

3. To evaluate the efficiency of various core dimensions of Personnel Management practices 

prevailing in TNSTC Ltd 

4. To identify the factors that influence choice of Personnel Management practices in TNSTC 

Ltd. 

5. To measure the overall effectiveness of Personnel Management practices among the 

different categories of employees of TNSTC Ltd. 

7. Hypotheses of the Study 

HO = There is a relationship between Personnel Management practices and demographic 

variables, 

H1 = There is no relationship between Personnel Management practices and demographic 

variables 

HO = There is a relationship between quality work life and Personnel Management Practices 

H1 = There is no relationship between quality work life and Personnel Management Practices 

HO = There is a relationship between overall effectiveness and Personnel Management Practices 

H1 = There is no relationship between ovesrall effectiveness and Personnel Management 

Practices 

8. Framework of Analysis 

In order to study the personnel management practices, this study is used in percentage 

analysis, Kruskal Wallis test, F-ratio, Chi- Square Test Analysis, Analysis of one way Variance, 

Analysis of co- efficient of Variation, Factor analysis, Multiple Regression Analysis and 

Percentage Analysis. SPSS (Statistical Package for Social Sciences) version 21 are employed. 

9. Limitations of the Study 

The research is untertaken in Pudukkottai district only. All data are collected from only one 

District of Pudukkottai. Even though the other Divisions does exhibit population wise a mini 

material character, the results need to be generalized with watchfulness and may not be entirely 

valid for populations of other Division. This study is conducted from the employees’ point of 
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view and the customers’ views are not considered. This study includes only four categories of 

employees, i.e. drivers, conductors, technical staff and office staff only and other employees  

have been excluded from this study. 

10. Data collection 

The data collected are primary as well as secondary data. The primary data were  

collected from a structured questionnaire which prepared to measure the efficiency of personnel 

management practices followed by TNSTC on its employees. The questionnaire schedule is 

classified into 11 different parts. The first part elucidates 9 personal and demographic variables 

of respondents. The remaining ten parts comprise theoretical items, namely, Recruitment and 

Selection, Performance Appraisal, Promotion and Transfer, Training and Development, Wages 

and Incentives, Workers’ participation in Management, Grievances Handling, and Management 

Attitude toward Employee and Trade Union, Welfare Measures, and Motivational factors. 

Secondary data were collected from various sources such as journals, books, newspapers, 

magazines, research papers, articles, unpublished records, annual reports, libraries,and websites 

etc. 

11. Sampling method 

The researcher adopted simple random sampling method. The respondents were chosen for 

the study from the category of employees such as drivers, conductors, technical staff and office 

staff, age group ranging from 25 years to 58 years, in Pudukkottai District Divisions. A 

questionnaire is distributed to 450 respondents, of different strata classified as  divers, 

conductors, technical staff and office staff. The selection of workers and employees from 

Pudukkottai Division members was chosen according to simple random sampling from the list 

provided by division member and the response was obtained from 290 respondents. Out of the 90 

questionnaires are found to be incomplete, and are discarded in the analysis from the study. 

Hence, the final sample was taken from the 200 respondents which was useful to this analysis. 

All the employees were contacted personally and the questionnaire was distributed in one day 

and collected later on. The leisure time given to employees enabled them to devote and care for 

producing accurate and meaningful data. The questionnaires are collected after much frequent 

visits. 
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CHI SQUARE TEST 

The associations between the personal factors and 10 dimensions of Human Resource 

Management practices have been analyzed with the help of chi square test. The following tables 

indicate the association between personal factors and 10 dimensions of Human Resource 

Management practices for each type of job category. Ten dimensions of HRM practices have 

been taken up for analysis in this chapter. They are as follows Recruitment and Selection, 

Training and Development, Promotion and Transfer, Wages and Incentives, Performance 

Appraisal, Workers’ participation in management, Grievance handling, Management attitude 

towards employees and trade unions, Welfare measures and Motivation. 

Table -1 

Association between various Personal factors and opinion on Recruitment and Selection 
Variables Personal factors Chi-square 

value 
df Asymp 

sig. 
Significant 
/Not significant 

Effective methods Age 8.457 12 .748 NS 

Experience 28.508 12 .005 S 

Qualification 32.232 12 .001 S 

Membership in union 26.935 20 .137 NS 

Status in union 1.890 4 .756 NS 

Nature of employment 2.626 4 .622 NS 

Objective assessment Age 15.411 12 .220 NS 

Experience 9.207 12 .685 NS 

Qualification 30.906 12 .002 S 

Membership in union 25.934 20 .167 NS 

Status in union 6.014 4 .198 NS 

Nature of employment 1.486 4 .829 NS 

Preference to existing 
employees 

Age 12.113 12 .437 NS 

Experience 22.952 12 .028 S 

Qualification 15.563 12 .212 NS 

Membership in union 22.294 20 .325 NS 

Status in union 1.202 4 .878 NS 

Nature of employment 5.664 4 .226 NS 

Source: Primary data 

 
The above table- 1 shows that the chi-square test has been used to analyze the association 

between various personal factors of the respondents and the opinion about recruitment and 

selection. It is found that the null hypothesis is accepted (not significant) in five cases of the 

effective training category, same five cases in each category of objective assessment and 

preference to existing employees. It is concluded that respondents of effective methods status 
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qualification and experience in TNSTC have significant influence on the process of recruitment 

and selection process. When objective assessment is associated with personal factors of the 

respondent’s qualification have significant influence on recruitment and selection process. In the 

case of experience have significant influence when preference to existing employees compared 

to personal factors of the respondents. It is concluded that overall the factors like experience and 

qualification have significant influence on the process of recruitment and selection of the 

employees. 

Table -2 

Association between various Personal factors and opinion on Training and development 
Variables Personal factors Chi-square 

value 

df Asymp 

sig. 

Significant/ 

Not significant 

Effective 

training 

Age 9.883 12 .626 NS 

Experience 19.962 12 .068 NS 

Qualification 18.569 12 .099 NS 

Membership in union 32.462 20 .039 S 

Status in union 6.587 4 .159 NS 

Nature of employment .459 4 .977 NS 

Sufficient 

training 

Age 30.660 12 .002 S 

Experience 13.987 12 .302 NS 

Qualification 13.643 12 .324 NS 

Membership in union 34.182 20 .025 S 

Status in union 3.970 4 .410 NS 

Nature of employment 1.508 4 .825 NS 

Impartial 

opportunity 

Age 34.924 12 .000 S 

Experience 26.853 12 .008 S 

Qualification 17.745 12 .124 NS 

Membership in union 24.825 20 .208 NS 

Status in union 1.737 4 .784 NS 

Nature of employment 7.150 4 .128 NS 

Source: Primary data 

 
The above table -2 shows the details of association between various personal factors of the 

respondents and opinion on training and development. The table clearly indicates that the null 

hypothesis is accepted (not significant) in five cases with the variable of effective training, four 

cases in sufficient training and also four cases in impartial opportunities. In the case of effective 

training membership in union have significant influence with training and development process. 

In the variable of sufficient training age and membership have sufficient influence with training 
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and development process. When the variable of impartial opportunity is compared with the 

respondents personal factors age and experience have significant influence with the training and 

development process. Hence it is concluded that overall age has significant influence with the 

process of training and development. 

Table -3 

Association between various Personal factors and opinion on Promotion and transfer 
 

Variables Personal factors Chi-square 

value 

Df Asymp 

sig. 

Significant 

/Not significant 

Predetermined 

basis 

Age 19.577 12 .076 NS 

Experience 18.414 12 .104 NS 

Qualification 16.144 12 .185 NS 

Membership in union 14.293 20 .815 NS 

Status in union 2.935 4 .569 NS 

Nature of employment 2.934 4 .569 NS 

Equal 

opportunities 

Age 9.551 12 .655 NS 

Experience 13.217 12 .353 NS 

Qualification 15.171 12 .232 NS 

Membership in union 20.576 20 .422 NS 

Status in union 9.441 4 .051 NS 

Nature of employment 5.955 4 .203 NS 

Sound basis Age 10.023 12 .614 NS 

Experience 27.107 12 .007 S 

Qualification 20.583 12 .057 NS 

Membership in union 20.809 20 .408 S 

Status in union 6.520 4 .164 NS 

Nature of employment .383 4 .984 NS 

Impartial Age 11.242 12 .508 NS 

Experience 31.802 12 .001 S 

Qualification 30.494 12 .002 S 

Membership in union 42.253 20 .003 S 

Status in union 4.428 4 .351 NS 

Nature of employment 3.166 4 .531 NS 

Source: Primary data 

 
In the table -3 shows that the chi-square test has been used to analyze the association 

between various personal factors of the respondents and opinion on promotion and transfer. The 

above table indicates that null hypothesis is accepted (not significant) when process of promotion 

and transfer is compared to personal factors of the respondents. There is no significant influence 

when the variable predetermined basis is compared to the personal factors of the respondents. 
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There is no significant influence when equal opportunities are compared to the personal factors 

of the respondents. In the case of sound basis experience has significant influence with the 

process of promotion and transfer. In the case of impartial opportunities experience, qualification 

and membership in union have significant influence in process of promotion and transfer. It is 

concluded that overall experience has sufficient influence in the process of promotion and 

transfer. 

Table - 4 

Association between various Personal factors and opinion on Wages and Incentives 
Variables Personal factors Chi-square 

value 

Df Asymp 

sig. 

Significant/ 

Not significant 

Fair remuneration Age 34.410 12 .001 S 

Experience 18.160 12 .110 NS 

Qualification 12.920 12 .375 NS 

Membership in union 15.158 20 .767 NS 

Status in union 8.908 4 .063 NS 

Nature of employment 1.275 4 .866 NS 

Attractive 

remuneration 

Age 28.603 12 .005 S 

Experience 29.765 12 .003 S 

Qualification 43.047 12 .000 S 

Membership in union 26.385 20 .153 NS 

Status in union 1.881 4 .758 NS 

Nature of employment 3.106 4 .540 NS 

Prizes and 

incentive bonus 

Age 25.537 12 .012 S 

Experience 22.210 12 .035 S 

Qualification 27.505 12 .007 S 

Membership in union 12.187 20 .909 NS 

Status in union 3.706 4 .447 NS 

Nature of employment 1.361 4 .851 NS 

Source: Primary data 

 
The above table 4 shows that the chi-square test has been used to analyze the 

association between various personal factors of the respondents and opinion on wages and 

incentives. The above table indicates that null hypothesis is accepted (not significant) with the 

variables of personal factors and opinion on wages and incentives. In the case of fair 

remuneration age has significant influence when various personal factors of the respondents are 

compared to fair remuneration. In the case of attractive remuneration age, experience and 

qualification have significant influence with the opinion of wages and incentives. In the case of 
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prizes and incentives, age and qualification have sufficient influence with the opinion of wages 

and incentives. Overall age and qualification have significant influence when personal factors of 

the respondents are compared to the opinion on wages and incentives. 

Table 5 

Association between various Personal factors and opinion on Performance appraisal 
 

Variables Personal factors Chi-square 

value 

df Asymp 

sig. 

Significant 

/Not significant 

Objective and judicious 

evaluation 

Age 11.883 12 .455 NS 

Experience 21.495 12 .044 S 

Qualification 14.442 12 .273 NS 

Membership in union 42.750 20 .002 S 

Status in union 5.436 4 .245 NS 

Nature of employment 2.220 4 .695 NS 

Without any bias and 

prejudice 

Age 13.083 12 .363 NS 

Experience 14.083 12 .295 NS 

Qualification 14.179 12 .289 NS 

Membership in union 32.778 20 .036 S 

Status in union 6.571 4 .160 NS 

Nature of employment 2.330 4 .675 NS 

Self-confidence and 

initiative 

Age 12.860 12 .379 NS 

Experience 7.344 12 .834 NS 

Qualification 12.976 12 .371 NS 

Membership in union 18.981 20 .523 NS 

Status in union .936 4 .919 NS 

Nature of employment 2.012 4 .733 NS 

Source: Primary data 

 
The above table 4.33 shows that the chi-square test has been used to analyze the 

association between various personal factors and opinion on performance appraisal. The above 

table indicates that null hypothesis is accepted (not significant) with the association of personal 

factors and opinion on performance appraisal. In the case of objective and judicious evaluation 

experience and membership in union have significant influence with opinion on performance 

appraisal. In the case of without any bias and prejudice membership in union has sufficient 

influence with opinion on performance appraisal. There is no significant relationship between 
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self confidence and initiative and opinion on performance appraisal of the respondents because 

the calculated value is higher than the table value. It is concluded that overall membership in 

union have significant influence when various personal factors is compared to the opinion on 

performance appraisal of the respondents. 

Analysis of Variance (ANOVA) 

The association between 10 dimensions of Personnel Management practices and the 

effectiveness of Personnel Management Management practices has been explained with the help 

of Analysis of Variance in the following tables. 

Table -6 

Relationship between age of the respondents and various Personnel Management 

dimensions 

  Mean SD SS df Mean 

Square 

Statistical 

inference 

Sig. 

 
 
 

1 

Recruitment and selection        
.859 Between Groups   .180 3 .060 .253 

20-30 1.5946 .49320     

30-40 1.6300 .48388     

40-50 1.6417 .48152     

Above 50 1.6056 .49044     

Within Groups   141.180 596 .237  

 
 
 

2 

Promotion and transfer        
.413 Between Groups   .658 3 .219 .956 

20-30 1.6200 .48579     

30-40 1.6216 .48718     

40-50 1.6300 .48388     

Above 50 1.6250 .48615     

Within Groups   136.727 596 .229  

 
 
 

3 

Training and development        
.885 Between Groups   .157 3 .052 .217 

20-30 1.5856 .49485     

30-40 1.6167 .48726     

40-50 1.6000 .49195     

Above 50 1.5775 .49571     

Within Groups   144.041 596 .242  

 
4 

Performance appraisal        
.865 Between Groups   .176 3 .059 .245 

20-30 1.6396 .48228     
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 30-40 1.5991 .49116      

40-50 1.6167 .48824     

Above 50 1.5915 .49329     

Within Groups   142.782 596 .240  

 
 
 

5 

Wages and incentives        

Between Groups   .779 3 .260 1.067 .362 

20-30 1.6036 .49137     

30-40 1.5374 .49970     

40-50 1.6167 .48824     

Above 50 1.6127 .48886     

Within Groups   145.054 596 .243  

 
 
 

6 

WPM        
.953 Between Groups   .080 3 .027 .112 

20-30 1.6216 .48718     

30-40 1.5991 .49116     

40-50 1.6083 .49017     

Above 50 1.6268 .48538     

Within Groups   142.438 596 .239  

 
 
 

7 

Handling grievances        
.346 Between Groups   3.623 3 1.208 1.107 

20-30 1.6306 .48482     

30-40 1.8062 1.58180     

40-50 1.6750 .47034     

Above 50 1.6408 .48145     

Within Groups   650.335 596 1.091  

 
 
 

8 

Management attitudes        
.546 Between Groups   .875 3 .292 .711 

20-30 1.6036 .49137     

30-40 1.7004 .83515     

40-50 1.6583 .47626     

Above 50 1.6268 .48538     

Within Groups   244.398 596 .410  

 
 
 

9 

Welfare measures        
.161 Between Groups   2.196 3 .732 1.724 

20-30 1.7117 1.09866     

30-40 1.5771 .49511     

40-50 1.5500 .49958     

Above 50 1.5423 .49998     

Within Groups   253.122 596 .425  

 
10 

Motivation        
.203 Between Groups   4.277 3 1.426 1.541 

20-30 1.6757 .47024     
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 30-40 1.5683 .49641      
40-50 1.8000 1.92113     

Above 50 1.6549 .47707     

Within Groups   551.308 596 .925  

Source: Primary data 

 
The above table 6 shows the relationship between age of the respondents and various 

human resources dimensions. The highest mean value 1.6417 and the F value .253 indicate that 

40-50 age groups of respondents are more satisfied more with the process of recruitment and 

selection. The highest mean value of 1.6300 and the F value .956 show that 40-50 age groups of 

respondents are more satisfied with the process of promotion and transfer. The highest mean 

value of 1.6167 and the F value .217 demonstrate that 30-40 age groups of people are more 

satisfied with the process of training and development. The highest mean value of 1.6167 and the 

F value 1.607 indicate that 40-50 age groups of respondents more satisfied with wages and 

incentives process. The highest mean value of 1.6268 and the F value .112 demonstrate that 

above 50 age group of respondent are satisfied more about WPM. The highest mean value of 

1.8062 and the F value 1.107 reveals that 30-40 age groups of people are satisfied more about 

handling grievances. The highest mean value of 1.7004 and the F value .711 indicate that 30-40 

age groups of people are satisfied more about management attitudes. The highest mean value of 

1.7117 and the F value 1.724 indicate that 20-30 age groups of respondents are more satisfied 

about welfare measures. The highest mean value of 1.80000 and the F value 1.541 demonstrate 

that 40-50 age groups of respondents are satisfied more about the process of motivation. The 

above table explains that a detail about there is no significant difference between age of 

respondents and various human resource dimensions [the significance difference is Recruitment 

and selection = .859 < 0.05/ Promotion and transfer = .413 < 0.05/ Training and development = 

.885 < 0.05/ Performance appraisal = .865 < 0.05/ Wages and incentives = .362 < 0.05/ WPM = 

.953 < 0.05/ Handling grievances = .346 < 0.05/ Management attitudes = .546 < 0.05/ Welfare 

measures = .161 < 0.05/ Motivation = .203 < 0.05]. Hence the calculated value is greater than 

table value. 

SUGGESTIONS OF THE STUDY 

The following suggestions are made to improve Personnel Management practices in TNSTC 

Ltd. in different areas such as Recruitment and Selection, Training and Development, 

International Journal of Scientific Research and Review

Volume 7, Issue 9, 2018

ISSN NO: 2279-543X

http://dynamicpublisher.org/ 628

ssc
Textbox



18 
 

Performance Appraisal, Workers’ Participation in Management, Grievance Handling, 

Management’s attitude towards employees and Union, Welfare measures and Motivational 

factors. In the case of recruitment and selection, more attention to be made towards objective 

assessment of the skills of the employees. The skills of the employees should be evaluated 

without any bias and discrimination at the time of selection. Even though most of the  

respondents are satisfied with the adequacy and impartiality of the training and development 

programmes, there is still some scope for improving the programmes. Further improvements 

should be made to increase the effectiveness of the training methods that will help to increase the 

employees’ contribution towards productivity. It is suggested that the employees may be  

allowed to participate actively in the decision making process. The officials may reconcile the 

interest of the employees as their own interest, without any bias. Management attitude towards 

the unions should be improved. The influence of the political leaders should be reduced to a 

greater extent. More recognition should be given to the internal leaders. It is suggested that the 

management should provide adequate post retirement benefits and different  welfare  facilities. 

To improve the productivity of the employees, the management should provide sufficient safety 

measures and motivate the employees by providing more monetary and non-monetary benefits 

and recognize the achievement of the employees in a proper manner. Decisions of management 

shall be highly rational and interested to satisfy the needs of the employee. Then every decision 

should be explained to every employee in the corporation. A very simple decision of replacing 

old buses sometimes leads to dissatisfaction among the crew of some old buses. Hence to 

optimize the efficiency and effectiveness of employees and the performance of the state transport 

corporation, the management should maintain managerial principle and practice. Job satisfaction 

of the crew and the performance of the corporation by providing an efficient, economical, 

adequate, safe transport to the public shall lead for achievement. 

CONCLUSION 

The economic growth that India has witnessed over the last few years resulted in rapidly 

rising transport needs. Simultaneously concerns are being raised the sustainability of the 

transport factor in the country by a significant and rising share in emissions, both global and 

local. Whenever the transport system is highly utilized there is a possibility to access health care, 

education and fulfill other basic needs. In the case of passenger road transport, meeting mobility 

requirements efficiently and addressing environmental and developmental concerns require a 
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great attention to the efficient personnel management. Personnel Management practices followed 

in TNSTC Ltd. were found satisfactory. However this study reveals seven demographic factors 

such as experience, status in the union, membership in the union and nature of employment and 

five human resource dimension viz. recruitment and selection, promotion and transfer, workers’ 

participation in management, welfare measures and motivational factors have significant 

influence on the personnel management practices in TNSTC Ltd. The succession of organization 

is purely depended on employees’ comfort and satisfaction. Hence the employees’ needs and 

wants should be fulfilled by the organization for its success. Framing ideal policies and proper 

practices for employees are essential for an organization to make them suitable for contributing 

more for the succession of organization. Relationship between management and employees may 

face conflicts and it may lead for some bad consequences like low productivity, loss in 

organization economy, high rate of labor turnover and loss of reputation etc. Organization 

management is a priceless asset for higher production and effective service. Hence almost all the 

fields in developed countries are recognizing their human resource by and large extent. It is a 

great blessing to the nation. Transport Corporation is mostly related with employee’s effort and 

associated with their output for corporation. There is no doubt that employees will deserve for 

awards and rewards for their services when they follow the suggestions discussed above. 

Therefore the corporation should focus more on the above aspects that influence the personnel 

management practices. 
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