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Abstract  

Human resources play a crucial role in the 

development process of modern economics. 

Arthur Lewis observed, “There are great 

differences in development between 

countries which seem to have roughly equal 

resources, so it is necessary to enquire into 

the difference in human behavior.” It is 

often felt that though the exploitation of 

natural resources, availability of physical 

and financial resources and international aid 

play prominent roles in the growth of 

modern economies, none of these factors is 

more significant than efficient and 

committed manpower. It is in fact said that 

all development comes from the human 

mind. 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. 

Key words: personnel management, human 

resources and organization. 

Introduction  

The personnel management may be defined 

as a set of policies, practices and programs 

designed to maximize both personal and 

organizational goals. It is a process of 

binding people with organizations together 

to find out the main objectives. According to 

Flippo , “personnel management is the 

planning, organizing, directing and 

controlling of the procurement, 

development, compensation, integration, 

maintenance and reproduction of human 

resources to the end that individual, 

organizational and societal objectives are 

accomplished”. According to National 

Institute of Personnel Management of India, 

personal management is a part of 

management concerned with people at work 

and with their relationships within the 

organization. It seeks to bring both men and 

women who make up and enterprise, 

enabling to make his own best contribution 

to its success both as an individual and as a 

member of a working group.” In the words 

of Jucius, “Personnel management may be 

defined as that field of management which 

has to do with planning, organizing and 

controlling the functions of procuring, 

developing, maintaining and utilizing a labor 

force, such that the (a) objectives for which 
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the company is established are attained 

economically and effectively; (b) objectives 

of all levels of human resources are served 

to the higher possible degree; (c) objectives 

of society are duly coincided and served.” 

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 the 

bus transport sector. 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. 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.  

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. 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. The 

survey has been taken for a selected period 

of 10 years from 2005- 2006 to 2015- 2016 

for evaluating the effectiveness of Personnel 

Management practices in TNSTC.    
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Objectives of the Study 

1. To study the importance of personnel 

management in human resource 

management. 

2. To measure the overall effectiveness of 

Personnel Management practices among 

the different categories of employees of 

TNSTC Ltd. 

3. To give suggestions for management to 

utilize the human resources. 

Limitations of the Study  

The research is undertaken in Pudukkottai 

district only. All data are collected from this 

District, Pudukkottai. Even though the other 

Divisions does exhibit population wise a 

mini material character, the results need to 

be generalized with watch fulness and may 

not be entirely valid for populations of other 

Division. This study is conducted from the 

employees’ point of 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. 

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. Secondary 

data were collected from various sources 

such as journals, books, newspapers, 

magazines, research papers, articles, 

unpublished records, annual reports, 

libraries, and websites etc., 

Review of literature 

M. Senthil Kumar and G. 

Vedanthadesikan (2014)
1
-  pointed out that 

TNSTC is a public utility, concern operating 

under Government regulations and trade 

union influences. The trade unions in the 

State Transport Undertakings are in a good 

condition. The members are well-versed 

with the trade union movement. At present 

the changing economic environment poses 

new challenges to the trade unions of the 

State Transport Undertakings. The trade 

union’s should be a cautious blend of what 

is relevant in the existing set up and the new 

for the future. The management of the State 

Transport Undertakings should also develop 

healthy programmes to strengthen the trade 

union movement, through various schemes 

and activities. 

                                                           
1
Factors Influencing On Trade Union 

Movement And Industrial Relations: A 

Study On Tamil Nadu State Transport 

Corporation Limited (Villupuram Division)- 

The International Journal, Volume: 03, 

Number: 3, Pp 78-84 January-2014 
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R. Karthiga and R. Swaminathan (2016) 
2
- reported that 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 

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 the 

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

doing in an effective manner. 

Table:1 

Multiple regressions for Drivers’ overall opinion on the Effectiveness of Personnel  

Management Practices 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .331
a
 .109 .094 .47239 

Source: Primary data 

Predictors: (Constant), Recruitment and selection, Performance appraisal, Promotion and 

transfer, training, and development, Wages and Incentives, Workers’ participation in 

management, grievance Handling, Management attitude toward employee and trade union, 

Welfare measures, Motivational Factors 

The multiple regression is shown in the table no. 4.44, the model summary table 4.44 shows R – 

Square for this model is .109. This means that 10.9 percent of the variation in the drivers’ overall 

(dependent variable) general opinion on HRM practices followed in TNSTC. It can be explained 

from the 10 independent variables. The table also shows that adjusted R – square for the model 

as .094.  

When an independent variable is added to a multiple regression model, the R Square will 

increase (even if only slightly). Consequently, it becomes difficult to determine the models that 

do the best job of explaining variation in the same dependent variable. The Adjusted R – Square 

does just what its name implies.  

It adjusts the R-Square by the number of predictor variable in the model. This adjustment allows 

the easy comparison of the explanatory power of models with different numbers of predictor’s 

variable. It also helps to decide how many variables that has to include in our regression model. 
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Table 2 

Analysis of variances (ANOVAs) 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 16.159 10 1.616 7.241 .000
b
 

Residual 131.434 589 .223   

Total 147.593 599    

 Source: Primary data 

a. Predictors: (Constant), Recruitment and selection, Performance appraisal, Promotion and 

transfer, training and development, Wages and Incentives, Workers’ participation in 

management, grievance Handling, Management attitude toward employee and trade union, 

Welfare measures, Motivational Factors  

b. Dependent Variable: Drivers General opinion on Effectiveness of HRM Practices 

The ANOVA table, as displayed in the table no. 4.45 shows F ratio for the regression model. It 

indicates that the chosen ten variables significantly contribute for the dependent effectiveness of 

HRM Practices. The independent variable that is associated with the dependent variable is 

referred as explained variance. The remaining independent variable that is not associated with 

the dependent variable is referred as unexplained variance. 

The larger F ratio has more variance in the dependent variable that is associated with the 

independent variable. The F Ratio R is equal to 7.241. The statistical significance is .000. So, the 

null hypothesis exists that with no relationship between the two variables is rejected. Therefore, 

there is a relationship between the independent and the dependent variables. 

Table 3 

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

(Constant) 1.572 .178  8.849 .000   

Recruitment and 

selection 
-.096 .040 -.094 

-

2.385 
.017 .976 1.024 

Training and 

development 
.062 .041 .060 1.505 .133 .960 1.042 

Performance 

appraisal 
-.238 .041 -.235 

-

5.839 
.000 .930 1.076 

Wages and 

incentives 
.069 .041 .068 1.689 .092 .931 1.074 

WPM -.010 .040 -.010 -.251 .802 .970 1.031 
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Handling 

grievances 
.111 .041 .109 2.711 .007 .928 1.078 

Management 

attitudes 
.032 .019 .068 1.720 .086 .967 1.034 

Welfare measures .028 .031 .036 .911 .363 .965 1.036 

Motivation .041 .030 .054 1.364 .173 .948 1.055 

Promotion and 

transfer 
-.010 .020 -.019 -.494 .621 .975 1.026 

Source: Primary data 

The information provided in the table 4.46 is examined to determine if one or more of the 

independent variables are significant predictors of overall general opinion of the Drivers on 

HRM Practices. All the ten independent statements found in the table no. 4.46 are statistically 

significant. 

The standardized co-efficient beta column reveals that Performance appraisal has a beta 

coefficient -.495, which is significant (0.000). Handling grievances has a beta coefficient 0.109, 

which is significant (0.07) and recruitment and selection has a beta coefficient of -.094, which is 

significant (0.017), 

To assess multicollinearity the size of tolerance and VIF are concerned. For the tolerance small 

value indicates the absence of collinearity. The VIF is the inverse of tolerance; it is looked for 

large values. If the tolerance value is smaller than .10, it is concluded that multicollinearity is a 

problem. Similarly, if the VIF is 5 or larger, then multicollineary is a problem. Since the 

tolerance value is substantially above .10 and VIF is smaller than 5, it is concluded that 

multicollinearity among the independent variable is not a problem. 

The significant variables are shown below: 

Table 4  

Significant variables  

Predicator Variable Beta    p 

Recruitment and selection .094 P <.017  

Performance appraisal .238 P <.000 

Handling grievances .109 P <.007 

   Source: Primary data 

Training and development, wages and 

incentives, WPM, management attitudes, 

welfare measures, motivation and promotion 

are not significant predictors in this model 

 

 

Suggestions 

 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 
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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. 

  Their views can be considered without 

any discrimination. The employees 

should be allowed to participate in 

management in such a way as to enables 

them to realize their responsibilities.  

Periodical meetings may be arranged 

with representatives of the employees 

and the lower level management to* 

redress the grievances of the employees 

at the bottom level. Upward 

communication system should be 

strengthened; the disciplinary actions 

should not be extreme. Cancelling 

increment should not be followed as a 

common practice. It may be taken as a 

last step. 

  Since most of the employees of the 

transport corporation, especially drivers 

and conductors are on the road, 

performing the duty of operating the 

buses, depends upon their relationship 

with the Management. Since it involves 

indirect supervision, the management 

should always be approachable for the 

drivers and conductors. Sometimes the 

suggestions of the drivers and 

conductors shall be only the best 

information for route planning such as 

crew and bus scheduling. 

  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.   
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 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. 

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 fulfills other basic 

needs. In the case of passenger road 

transport, meeting mobility requirements 

efficiently and addressing environmental 

and developmental concerns require a great 

attention to the efficient personnel 

management. Personnel Management 

practices followed in TNSTC Ltd. were 

found satisfactory. 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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