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Abstract 

Human Resource Management plays a 

vital role for the existence and survival of any 

industries. An attempt has been made to 

understand whether the existing human resource 

practices are much enough to enhance the 

potentiality of the employees and increase the 

productive performance of the power generation 

units with the special reference to Tuticorin 

Thermal Power Station (TTPS) and Ind- Barath 

Thermal Power Station, (IBTPS). The researcher 

came to the conclusion that there were a number of 

factors which were quite enough to undertake a 

detailed research study on human resource in 

Power Generation Units. Based on the significance 

of the problem, the researcher had chosen the topic 

‘Attitude of employees towards Human Resource 

Practices in Power Generation Units’ for his 

research study. For the purpose of the analysis, 86 

employees are selected as sample respondents. 

Proportionate stratified random sampling method 

is used for selecting the sample respondents for 

collecting the data. It is found that there is a 

significant relationship between the age groups of 

employees of power generation units in Tuticorin  

 

district and their level of satisfaction towards 

human resource practices.  

Keywords: Human Resource Practices, Power 

Generation Units, Tuticorin Thermal Power 

Station and Ind- Barath Thermal Power Station 

I. INTRODUCTION 

 Every business is made up of people: its 

human resources. An organization is nothing 

without human resources. Human resource 

management is about managing these people 

effectively. It is aimed at achieving business 

objectives through the best use of an organization‟s 

human resources. Effective management of human 

resources is vital in all types and sizes of 

organizations. It is universally agreed that the 

quality of the human resources is the major factor 

in maintaining the competitiveness and profitability 

of the today‟s business. Now, more than even, 

HRM is recognized as being critical to the survival 

and success of organization. 

Statement of the Problem 

 Human Resource Management plays a 

vital role for the existence and survival of any 

industries. The success or the failure depends on 
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the employee perception, attitudes and moral of the 

employees, which they have about their industries. 

Furthermore, it also depends upon the industries 

objectives & planning, working conditions, 

motivation, trade union and industrial relations, 

Performance Management, and working condition 

in the organization. Today organizations are 

existing in a stiff competition and the organizations 

are facing problems in the areas of new 

technological, shortage of resources power, energy 

etc. Though power generation unit is filled with the 

big pool of human capital, still it lacks to tap the 

full potential of their employees. Therefore an 

attempt has been made to understand whether the 

existing human resource practices are much enough 

to enhance the potentiality of the employees and 

increase the productive performance of the power 

generation units with the special reference to 

Tuticorin Thermal Power Station (TTPS) and Ind- 

Barath Thermal Power Station, (IBTPS). 

Significance of the Study 

 Human Resources play the vital for 

accelerating the process of production of good and 

other economic activities in respect of the overall 

economic growth of the country. Human Resources 

management is the use of several activities to 

ensure that human resources are managed 

effectively for the benefit of the individual, society 

and the business. Human resource in Power 

Generation Units is concerned with processes aim 

at creating a responsive, empowering and enhances 

organizational capacity and vitality. A pilot study 

was conducted through an actual field survey. For 

obtaining more information about the physical 

conditions that were prevailing in the Power 

Generation Units, the observation method was also 

used. The researcher came to the conclusion that 

there were a number of factors which were quite 

enough to undertake a detailed research study on 

human resource in Power Generation Units. Based 

on the significance of the problem, the researcher 

had chosen the topic „Attitude of employees 

towards Human Resource Practices in Power 

Generation Units‟ for his research study.  

II. OBJECTIVES  

1. To ascertain the attitudes of employees 

towards human resource practices of power 

generation units of Tuticorin District. 

2. To know the level of satisfaction of employees 

towards human resource practices of power 

generation units of Tuticorin District. 

3. To offer valuable suggestions for the 

betterment of power generation units. 

Methodology 

 The researcher has approached Tuticorin 

Thermal Power Station, Ind-Bharath Thermal 

Power Stations, TANGEDCO and various B-

schools and universities, also web sites and 

collected literature available in the form of books, 

journals, magazines, reports, published and 

unpublished documents. The population of the 

present study is the employees of the Tuticorin 

Thermal Power Station [TTPS] (Public sector) and 

Ind-Barath Thermal Power Station (Private sector). 

For the purpose of the analysis, 86 employees are 

selected as sample respondents. Proportionate 

stratified random sampling method is used for 

selecting the sample respondents for collecting the 

data. 

Analysis and Interpretation 

Attitude of Employees towards Various 

Dimensions of Human Resource Practices Based 

on Educational Qualification. To test the attitude of 

employees towards various dimensions of human 

resource practices based on educational 

qualification, the following null hypothesis was 

proposed. H0: There is no significant difference 

between educational qualification and attitude of 

employees towards various dimensions of human 

resource practices. 
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Table 1 Kruskal-Wallis Test: Dimensions of HR practices Based on Educational qualification 

Dimensions 

Chi-

Square 

χ
2
 

p 

value 

Mean rank 

UG PG Dip Engg SSLC HSC ITI 

People resourcing 9.952 .127 110.092 69.72 132.69 124.67 120.84 118.26 147.00 

Training and 

development 
8.635 .195 115.18 134.67 132.48 101.17 128.61 106.83 143.89 

Promotion and 

Transfer 
7.244 .299 104.71 125.67 116.90 116.06 135.17 120.28 138.14 

Performance 

management 
6.341 .386 110.71 142.83 130.62 109.38 116.92 137.13 136.31 

Talents management 15.246 .018 110.75 123.94 119.21 94.39 144.25 137.15 115.42 

Reward management 23.181 .001 91.10 171.22 136.19 113.71 125.24 150.41 129.28 

Compensation 

management 
16.464 .011 107.41 106.06 154.66 97.01 131.02 130.96 121.17 

Communication 

management 
15.109 .019 113.36 171.89 143.52 99.94 125.82 101.78 131.72 

Health and safety 

management 
8.512 .203 109.45 106.61 118.69 108.65 130.93 124.70 152.81 

Conflict management 10.421 .108 101.04 126.00 127.64 123.20 121.59 126.33 157.08 

HR practices 11.007 .088 104.16 137.33 138.00 102.64 129.39 130.72 135.89 
Source: Computed Data 

 The table 1 discloses that the null 

hypothesis (H0) is rejected at the 5% level of 

significance with regard to the Talents 

management, Reward management, Compensation 

management and Communication management due 

to the p value is less than 0.05. The null hypothesis 

(H0) is retained at the 5% level of significance with 

regard to the People resourcing, Training and 

development, Promotion and Transfer, 

Performance management, Health and safety 

management and overall human resource practices 

due to the p value is more than 0.05. It shows that 

educational qualification wise there is a significant 

difference in attitude of employees towards Talents 

management, Reward management, Compensation 

management and Communication management.  

Level of satisfaction towards human resource 

practices among different age group of 

employees 

 The level of satisfaction towards human 

resource practices differs among different age 

groups of employees. The two way table between 

age and the level of satisfaction towards human 

resource practices among employees of power 

generation units in Tuticorin district is depicted in 

Table 2. 

Table 2 Level of satisfaction towards human resource practices among different age group of employees 

Age 
Level of Satisfaction towards human resource practices Total 

Low Moderate High  

Below 35 years 9(10.5) 35(40.7) 1(1.2) 45(52.3) 

36 to 45 years 8(9.3) 21(24.4)  29(33.7) 

46 to 55 years 7(8.1) 2(2.4) 1(1.1) 10(11.6) 

Above 55 years - 2(2.3)  2(2.3) 

Total 24(27.9) 60(69.8) 2(2.3) 86(100) 
Source: Primary data (Parentheses indicates percentage) 

 Table 2 reveals that out of the total 86 

respondents, 35 respondents (40.7 per cent) are in 

the age group of below 35 years who have 

moderate level of satisfaction towards human 

resource practices; At the next level 21 respondents 

(24.4 per cent) in the age group of 36 to 45 years 

have moderate level of satisfaction towards human 

resource practices; further 9 respondents (10.5 per 

cent) are in the age group of below 35 years who 

have low level of satisfaction towards human 
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resource practices. In order to find out the 

significant relationship between satisfaction 

towards human resource practices and age group of 

employees of power generation units in Tuticorin 

district, Chi-square test is attempted with the null 

hypothesis as, Ho- “there is no significant 

relationship between level of satisfaction towards 

human resource practices and age group of 

employees of power generation units in Tuticorin 

district”.  The result of chi-square test for level of 

satisfaction towards human resource practices and 

age is presented in Table 3. 

Table 3 Level of satisfaction towards human resource practices 

– Age wise Chi-square Test 

Age Value df 

Asymp. 

Sig. 

(2-sided) 

Pearson Chi-Square 15.427 6 0.017 

Likelihood Ratio 15.133 6 0.019 

Linear-by-Linear 

Association 
2.831 1 0.092 

N of Valid Cases 86   
Source: Computed Data 

 Table 3 shows that the calculated chi 

square value for level of satisfaction towards 

human resource practices among different age 

groups of employees of power generation units in 

Tuticorin district is 15.427 which is significant at 

the „p‟ value of 0.017. Since the „p‟ value is less 

than 0.05, the null hypothesis is rejected. It is 

concluded that there is a significant relationship 

between the age groups of employees of power 

generation units in Tuticorin district and their level 

of satisfaction towards human resource practices.  

Level of satisfaction towards human resource 

practices among employees with different 

marital status  

 The level of satisfaction towards human 

resource practices differs among employees with 

different marital status. The two way table between 

marital status and the level of satisfaction towards 

human resource practices among employees of 

power generation units in Tuticorin district is 

presented in Table 4. 

Table 4 Level of satisfaction towards human resource practices among different marital status of employees 

Marital Status 
Level of Satisfaction towards human resource practices Total 

Low Moderate High  

Married 18(20.9) 48(55.8) 1(1.2) 67(77.9) 

Unmarried 6(7) 12(14) 1(1.2) 19(22.1) 

Total 24(27.9) 60(69.8) 2(2.3) 86(100) 
Source: Primary data (Parentheses indicates percentage) 

 Table 4 clearly exhibits that out of the 

total 86 respondents, about 48 respondents        

(55.8 per cent) are married they got moderate level 

of satisfaction towards human resource practices 

and low level of satisfaction is high among the 

married respondents they are 18 respondents (20.9 

per cent). In order to find out the significant 

relationship between satisfaction towards human 

resource practices and marital status of employees 

of power generation units in Tuticorin district,   

Chi-square test is attempted with the null 

hypothesis as, Ho-“there is no significant 

relationship between level of satisfaction towards 

human resource practices and marital status of 

employees of power generation units in Tuticorin 

district”.  The result of chi-square test for level of 

satisfaction towards human resource practices and 

marital status is presented in Table 5. 

Table 5 Level of satisfaction towards human resource practices 

Marital status wise Chi-square Test 

Department Value df 

Asymp. 

Sig. 

(2-sided) 

Pearson Chi-Square 1.175 2 0.556 

Likelihood Ratio 1.017 2 0.601 

Linear-by-Linear 

Association 
0.005 1 0.941 

N of Valid Cases 86   
Source: Computed Data 
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Table 5 shows that the calculated chi 

square value for level of satisfaction towards 

human resource practices among different marital 

status of employees of power generation units in 

Tuticorin district is 1.175 which is significant at the 

„p‟ value of 0.556. Since the „p‟ value is higher 

than 0.05, the null hypothesis is accepted. It is 

concluded that there is no significant relationship 

between the marital status of employees of power 

generation units in Tuticorin district and their level 

of satisfaction towards human resource practices. 

III. SUGGESTIONS 

 The Power Generation Units should have 

systematic recruitment and selection policy for 

employing best qualified persons. The 

recruitment and selection policy should be 

flexible and integrate organizational and 

employee needs.  

 The Power Generation Units need to adopt a 

strategy that could improve the employee‟s 

quality of work life to satisfy both the 

organizational objectives and employee needs. 

Each employee should provide with freedom 

and opportunity to utilize and develop their 

knowledge and skill to the maximum extent.  

 The Power Generation Units may conduct 

orientation programme to the new entrants. 

The employees need to be treated more 

humanely and in a friendly manner which 

could inculcate in them a sense of 

responsibility and trust.  

 Providing a better working condition with 

latest technologies and updations satisfying all 

cadre of people in the organization and making 

work more pleasurable creates work interest in 

the employee and produce good results.  

 The power generation units should identify the 

critical areas where training needs and 

problems of the trainees. The training 

programme must be related to the employee‟s 

abilities and aptitudes.  

IV. CONCLUSION 

 The conclusions of this research pave the 

way for several research areas and have the 

potential of becoming a base for auxiliary research. 

Since the study is empirical in nature, the 

conclusions have been drawn on the basis of 

personal views and perceptions of employees in the 

concerned companies. The results of different 

industries and different sample of study will 

conclude diverse results. Human resource 

development is a process of total development of 

the work force and the management of any 

organization must keep itself adamant with the 

development of their work force in order to meet 

the edge of the competition.  
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