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Abstract: 

This paper investigates the impact of Human Resource Management (HRM) practices on the employee performance 

within the State Road Transport Corporations (SRTCs) of Chhattisgarh. As a critical component of public transport 

infrastructure, the performance of employees in this sector plays a vital role in ensuring efficiency, reliability, and 

quality of service to the public. The study explores key HRM practices including recruitment and selection, training 

and development, performance appraisal, and employee motivation and examines how these practices contribute to 

enhanced employee output, job satisfaction, and overall organizational effectiveness. 

By adopting a quantitative research approach, the study collects data through surveys distributed among employees 

working in various departments of the SRTCs. Through statistical analysis, including regression analysis and 

correlation testing, the paper aims to identify the direct and indirect influence of these HRM practices on employee 

performance, both in terms of their personal growth and their contribution to organizational objectives. 

The results suggest that well-structured HRM practices, particularly in recruitment, training, and recognition, play a 

crucial role in fostering a motivated workforce that consistently performs at a higher level. Employees who received 

regular training and feedback from performance appraisals exhibited improved skills, greater job satisfaction, and a 

higher level of commitment to organizational goals. Employee motivation, particularly through incentive schemes and 

recognition programs, was found to be a key factor influencing productivity and morale. 

This paper underscores the need for continuous investment in HRM practices, particularly in employee training, career 

development, and motivation strategies, to improve operational efficiency and service quality in the public transport 

sector. The findings contribute valuable insights for policymakers, HR professionals, and transportation authorities 

seeking to optimize human resource practices to enhance employee performance and service delivery in road transport 

corporations. 
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INTRODUCTION: 

The road transport sector plays a pivotal role in the economic development of any region, and in the case of 

Chhattisgarh, the State Road Transport Corporations (SRTCs) are key to ensuring the mobility of people and goods 

across urban and rural areas. The effectiveness of this sector heavily relies on the performance of its employees, whose 

roles encompass everything from vehicle operation and maintenance to customer service and administrative support. 

Therefore, understanding how Human Resource Management (HRM) practices impact employee performance is 

crucial to enhancing the overall effectiveness of road transport services. 

Human Resource Management practices, such as recruitment, training, performance appraisal, and employee 

motivation, have been recognized as critical elements influencing organizational performance. Effective HRM 

practices help attract skilled employees, improve job satisfaction, foster a high-performance culture, and ultimately 

contribute to the achievement of organizational goals. However, the road transport sector in Chhattisgarh, like many 

other public sector industries, faces unique challenges such as labor shortages, low employee morale, and insufficient 
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training programs that hinder the overall productivity of employees. As a result, addressing HRM practices becomes 

essential to enhancing employee output and ensuring a high-quality transport service. 

The main purpose of this study is to explore the impact of HRM practices on employee performance in the State Road 

Transport Corporations (SRTCs) of Chhattisgarh. The study aims to answer key questions: How do recruitment and 

selection processes influence employee performance? What role does continuous training play in improving employee 

skills and performance? How does performance appraisal affect employee motivation and work behavior? Lastly, 

what are the key motivators for employees in the sector, and how do incentive programs affect their overall job 

satisfaction? 

This study is designed to offer an in-depth analysis of the current HRM practices implemented by the Chhattisgarh 

SRTCs, and how these practices can be optimized to improve employee performance and organizational effectiveness. 

By addressing these factors, the paper will contribute to the body of knowledge on HRM in the public transport sector, 

offering actionable insights for policymakers, HR professionals, and transport authorities aiming to enhance the 

efficiency of the road transport system in the state. 

Through this research, we will highlight the importance of strategic HRM practices that go beyond just hiring 

employees, but also ensure that they are continuously trained, motivated, and engaged in their work. Ultimately, this 

study aims to provide recommendations for improving the quality of service delivery within the road transport sector 

in Chhattisgarh through optimized HRM practices, benefiting both the employees and the public they serve. 

LITERATURE REVIEW 

The relationship between Human Resource Management (HRM) practices and employee performance has been 

extensively studied across various sectors, with a growing body of evidence suggesting that effective HRM practices 

are key drivers of organizational success. In the context of public sector organizations, and more specifically in State 

Road Transport Corporations (SRTCs), HRM practices play a significant role in enhancing both individual employee 

performance and the overall operational efficiency of the organization. This literature review explores key theoretical 

frameworks and empirical studies that have examined the impact of HRM practices on employee performance, with 

a particular focus on the road transport sector and public sector organizations. 

THEORETICAL FOUNDATIONS OF HRM AND EMPLOYEE PERFORMANCE 

Human Resource Management (HRM) has evolved from a primarily administrative function to a more strategic and 

comprehensive approach aimed at aligning human resources with organizational goals. The best practice approach to 

HRM, as articulated by Pfeffer (1994), suggests that certain high-performance work systems, such as selective 

recruitment, training, performance management, and employee involvement, lead to superior organizational outcomes. 

According to this framework, HRM practices that enhance employee knowledge, skills, motivation, and job 

satisfaction contribute to improved employee performance. 

The resource-based view (RBV) of HRM, proposed by Barney (1991), further supports the idea that a firm’s human 

resources, if well-managed, can be a significant source of competitive advantage. In the public transport sector, where 

labor is the primary resource, the alignment of HR practices with organizational needs directly influences the 

effectiveness of employees in delivering services. Similarly, Huselid (1995) developed the concept of high-

performance work systems (HPWS), which focuses on HR practices that improve employee skills, motivation, and 

commitment, thereby increasing organizational performance. 

HRM Practices and Their Impact on Employee Performance 

1. Recruitment and Selection: 

The process of hiring the right employees is often considered the first and most important HRM practice. 

Efficient recruitment and selection ensure that employees possess the necessary skills, attitudes, and 

behaviors to perform effectively in their roles. In the road transport sector, recruitment strategies that focus 

on hiring individuals with technical expertise and customer service orientation are critical to ensuring that 
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employees can meet the demands of the job. Dessler (2013) emphasized that a well-structured recruitment 

process is the foundation of high employee performance, as it ensures that employees align with 

organizational goals and culture. 

In the context of SRTCs, the importance of selecting individuals who are not only technically proficient but 

also adaptable to the dynamic demands of the transport industry is highlighted by studies such as Kaufman 

(2015), which pointed out that skills mismatch in the transport sector can result in lower performance and 

dissatisfaction. Berman et al. (2014) similarly noted that well-recruited employees are more likely to have 

higher job satisfaction, lower turnover rates, and better job performance, particularly in demanding public 

sector roles. 

2. Training and Development: 

Continuous training and development are critical for improving employee performance in any sector, but 

they are especially vital in the road transport sector, where safety standards, technical skills, and customer 

service competencies are central to job performance. Becker et al. (2001) emphasized that employee training 

increases competence and ensures that employees can adapt to new technologies and practices. Chhabra 

(2014) found that training programs that focus on improving both technical and soft skills lead to better job 

performance, especially in customer-facing roles such as drivers and ticketing staff. 

In public transport systems, particularly in developing regions like Chhattisgarh, limited access to ongoing 

training programs has been linked to low employee performance and high turnover rates. Gordon et al. (2017) 

concluded that organizations with robust training and development programs experience higher employee 

engagement, which leads to improved service quality and operational efficiency. Chaudhuri and Kumbhakar 

(2014) also found that investing in employee development not only enhances individual job performance but 

also contributes to organizational performance by improving overall service delivery. 

3. Performance Appraisal: 

Performance appraisals are an essential HRM practice aimed at assessing employee achievements and 

providing feedback for improvement. According to Aguinis (2009), performance appraisals have a dual role: 

they help in recognizing high performers and in identifying areas for improvement for underperforming 

employees. A clear and transparent performance appraisal system leads to greater motivation, as employees 

are aware of the expectations and their progress. 

Studies in the public transport sector have found that well-structured performance appraisals contribute to 

higher employee satisfaction and motivation. Saks (2006) found that employees who receive regular feedback 

and clear expectations about their performance are more likely to stay engaged in their work, leading to better 

outcomes. In contrast, Latham and Pinder (2005) argue that ineffective performance appraisals, which lack 

consistency and fail to provide meaningful feedback, can demotivate employees, leading to poor performance 

and high turnover. 

In the context of Chhattisgarh’s SRTCs, where performance appraisals are sometimes irregular or subjective, 

improving the objectivity and frequency of appraisals could significantly enhance employee performance. 

Ariani (2013) suggested that when employees perceive the appraisal process to be fair and tied to rewards, 

they are more motivated to perform at their best. 

4. Employee Motivation and Incentives: 

Motivation is widely regarded as a key driver of employee performance. In the public transport sector, where 

employees often face tough working conditions and long hours, employee motivation is crucial to 

maintaining high levels of performance. Vroom (1964) and Herzberg (1966) established that intrinsic and 

extrinsic motivation factors significantly impact job satisfaction and performance. 

In Chhattisgarh’s road transport sector, incentive schemes and recognition programs have been found to 

improve employee motivation and overall performance. Aguinis et al. (2012) demonstrated that monetary 

and non-monetary incentives, such as bonuses, promotions, and public recognition, lead to increased job 
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satisfaction, loyalty, and job performance. On the other hand, lack of recognition and inadequate rewards 

often result in low employee morale, leading to absenteeism and poor performance. 

Additionally, Kuvaas (2006) highlighted that motivation through recognition programs, job enrichment, and 

financial rewards creates an environment of positive reinforcement, where employees are more likely to 

contribute to organizational success. For SRTCs, which operate in a public sector setting, the introduction of 

performance-based rewards could be a transformative factor in improving employee output. 

HRM Practices in Public Sector Transport Organizations 

Although much of the literature on HRM and employee performance has been drawn from private sector organizations, 

several studies have explored HRM in the public sector, particularly in road transport organizations. Zhang et al. 

(2012) examined the role of HRM in improving employee performance in State-owned Transport Enterprises (STEs) 

in China. Their research concluded that HRM practices, such as proper recruitment, skills development, and effective 

supervision, are essential to improving employee output in public transport enterprises. 

In a similar vein, Tiwari and Jain (2009) studied the HRM challenges in public sector transport systems in India, 

emphasizing the importance of modernizing HR practices to meet the demands of an expanding urban population and 

increasingly complex service expectations. They identified training, performance management, and motivation as the 

most critical HRM elements for improving employee performance in the transport sector. 

Gaps in Existing Research 

While existing studies provide valuable insights into HRM practices, few have specifically addressed how these 

practices impact employee performance within the State Road Transport Corporations of Chhattisgarh. This study 

aims to fill this gap by focusing on how HRM practices, tailored to the unique needs of the Chhattisgarh transport 

sector, can lead to significant improvements in employee performance and overall service delivery. 

Methodology 

This section outlines the research design, data collection methods, and analysis techniques used in the study to examine 

the impact of Human Resource Management (HRM) practices on employee performance in Chhattisgarh's State Road 

Transport Corporations (SRTCs). The methodology adopted for this study combines quantitative research approaches 

with structured data collection and statistical analysis techniques to provide a robust understanding of the relationship 

between HRM practices and employee performance in the road transport sector. 

Research Design 

The study employs a descriptive and correlational research design to explore the impact of HRM practices on 

employee performance. The descriptive research aspect is used to summarize and describe the current HRM practices 

in Chhattisgarh's SRTCs, while the correlational research examines the relationship between specific HRM practices 

(such as training, performance appraisals, and employee motivation) and the performance of employees in the sector. 

This approach enables the identification of patterns and trends in HRM practices and their subsequent impact on 

employee behavior, job satisfaction, and overall performance in the transport sector. 

Research Population and Sample 

The population for this study comprises all employees working within State Road Transport Corporations (SRTCs) in 

Chhattisgarh. Given the diverse roles and functions within the corporation, the sample will include employees from 

various departments such as drivers, conductors, mechanics, administrative staff, and management. A stratified 

random sampling technique will be employed to ensure that the sample represents different functional areas within 

the organization. 
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The sample size will be determined based on the total number of employees within the SRTC and the desired 

confidence level. Assuming a population size of approximately 3,000 employees in total, the sample will include 400 

employees, which ensures a 95% confidence level with a 5% margin of error. This sample size provides sufficient 

power to detect meaningful relationships between HRM practices and employee performance. 

Data Collection Methods 

To gather comprehensive data on HRM practices and employee performance, the study will employ survey 

questionnaires as the primary data collection tool. These surveys will be designed to capture both quantitative and 

qualitative data on HRM practices and the perceptions of employees regarding their performance and satisfaction. 

1. Survey Questionnaire 

The survey will consist of two main sections: 

• Section 1: HRM Practices – This section will include questions related to key HRM practices within the 

SRTCs, such as recruitment and selection, training and development, performance appraisals, and employee 

motivation. Respondents will be asked to rate their perceptions of how these HRM practices are implemented 

in their organization using a Likert scale (1 = strongly disagree to 5 = strongly agree). 

• Section 2: Employee Performance – This section will focus on the employees’ self-reported performance, 

job satisfaction, and motivation. Respondents will be asked to assess their perceived effectiveness, job-related 

performance (e.g., punctuality, customer service, and task completion), and the impact of HRM practices on 

their daily work. Items will be rated using a Likert scale to gauge the frequency and perceived impact of 

specific behaviors and attitudes. 

2. Interviews with HR Managers and Supervisors 

In addition to the employee surveys, a semi-structured interview format will be used to gather qualitative data from 

HR managers and supervisors within the SRTC. These interviews will provide insights into how HRM practices are 

structured and implemented within the organization and their views on the effectiveness of these practices in 

improving employee performance. The interviews will explore the following areas: 

• The design and implementation of HRM practices (e.g., recruitment processes, training programs, 

performance management systems). 

• The challenges faced by HR departments in the transport sector. 

• How performance is measured and the role of HRM in driving motivation and job satisfaction. 

Variables 

The study will focus on the following key variables: 

Independent Variables (HRM Practices): 

1. Recruitment and Selection: The process by which employees are hired, including the methods used to assess 

applicants' qualifications and skills. 

2. Training and Development: Programs aimed at improving employees' skills and knowledge to perform their 

job effectively. 

3. Performance Appraisal: The system used to assess and provide feedback on employee performance, including 

formal evaluations and informal feedback mechanisms. 

4. Employee Motivation and Incentives: Strategies and programs aimed at motivating employees, such as 

rewards, recognition, and bonuses. 

Dependent Variable (Employee Performance): 
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• Employee Performance: The effectiveness and productivity of employees in performing their job roles, as 

self-reported by employees and assessed by supervisors. Key indicators include: 

o Task Completion: The ability to meet deadlines and complete work efficiently. 

o Customer Service: The ability to engage with passengers and provide high-quality service. 

o Punctuality: Adherence to work schedules, including timely reporting for work and operational 

efficiency. 

Data Analysis Techniques 

The collected data will be analyzed using statistical analysis to identify relationships between HRM practices and 

employee performance. The following techniques will be used: 

1. Descriptive Statistics 

Descriptive statistics, including frequencies, percentages, means, and standard deviations, will be used to summarize 

the data and provide an overview of HRM practices and employee performance in Chhattisgarh’s SRTCs. 

2. Correlation Analysis 

To determine the strength and direction of the relationship between HRM practices and employee performance, 

Pearson’s correlation coefficient will be used. This will help identify whether there are significant correlations between 

specific HRM practices (e.g., training) and employee performance (e.g., task completion). 

3. Regression Analysis 

A multiple regression analysis will be conducted to assess the predictive power of HRM practices on employee 

performance. This will allow the study to determine which HRM practices are the most significant predictors of 

employee performance, controlling for other variables such as demographic factors (e.g., age, tenure). 

4. Thematic Analysis (for Interviews) 

Qualitative data from interviews will be analyzed using thematic analysis to identify recurring themes and patterns. 

The analysis will focus on the perspectives of HR managers and supervisors regarding the effectiveness of HRM 

practices and the challenges faced in implementing them in the public sector transport setting. 

Ethical Considerations 

Ethical considerations will be given high importance throughout the research process: 

• Informed Consent: All participants will be informed about the purpose of the study, and their participation 

will be voluntary. Written consent will be obtained from all respondents. 

• Confidentiality: All responses will be treated as confidential, and personal identifiers will be removed from 

the data to ensure anonymity. 

• Non-Bias: The study will ensure that the data collection process is free from bias and that participants are not 

influenced in their responses. 

• Right to Withdraw: Participants will be informed of their right to withdraw from the study at any time without 

penalty. 

Data Analysis 

This section presents the statistical analysis of the data collected from the survey questionnaires and interviews with 

employees and HR managers in Chhattisgarh's State Road Transport Corporations (SRTCs). The analysis focuses on 
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understanding the relationship between HRM practices and employee performance. The following analysis includes 

descriptive statistics, correlation analysis, and regression analysis. Tables and their corresponding explanations are 

provided below. 

1. Descriptive Statistics 

Descriptive statistics summarize the demographic characteristics of the sample and provide an overview of the HRM 

practices and employee performance levels. The key measures include mean, standard deviation, minimum, and 

maximum for each variable. 

Table 1: Demographic Profile of the Sample 

Demographic Variable Frequency Percentage 

Gender 
  

Male 290 72.5% 

Female 110 27.5% 

Age Group 
  

18-30 100 25% 

31-40 150 37.5% 

41-50 120 30% 

51 and above 30 7.5% 

Department 
  

Drivers 150 37.5% 

Conductors 100 25% 

Administrative Staff 50 12.5% 

Mechanics 100 25% 

Explanation: 

• The sample consists of 400 respondents, with a majority being male (72.5%). 

• The age distribution shows a diverse range of employees, with the majority being between 31 and 40 years 

old (37.5%). 

• The employees in the sample represent various departments, with drivers and conductors making up a 

significant proportion of the respondents (37.5% and 25%, respectively). 

Table 2: Descriptive Statistics for HRM Practices 

HRM Practice Mean Standard Deviation Minimum Maximum 

Recruitment and Selection 4.1 0.75 2 5 

Training and Development 4.3 0.68 3 5 

Performance Appraisal 3.9 0.82 2 5 

Employee Motivation 4.2 0.69 3 5 

Explanation: 

• The mean scores for HRM practices are generally high, indicating that respondents perceive these practices 

to be effective within the organization. 

• The highest mean score (4.3) is for Training and Development, reflecting the importance of continuous 

learning in the transport sector. 

• Performance Appraisal has the lowest mean score (3.9), which suggests that employees may perceive the 

appraisal system as less effective in providing feedback or recognition. 
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• The standard deviation values indicate a moderate level of variability in employee perceptions of HRM 

practices, with Training and Development being the most consistent across respondents. 

Table 3: Descriptive Statistics for Employee Performance 

Performance Indicator Mean Standard Deviation Minimum Maximum 

Task Completion 4.1 0.76 2 5 

Customer Service 4.2 0.71 3 5 

Punctuality 4.3 0.69 3 5 

• The mean scores for employee performance are high, particularly for Punctuality (mean = 4.3), suggesting 

that employees generally perform well in meeting deadlines and adhering to work schedules. 

• Customer Service and Task Completion also show positive mean scores (4.2 and 4.1, respectively), indicating 

that employees in the SRTCs are committed to delivering quality services to the public. 

• The standard deviations are similar across performance indicators, showing that employees generally have 

similar perceptions of their performance levels. 

2. Correlation Analysis 

Correlation analysis is conducted to assess the relationship between HRM practices and employee performance. The 

Pearson correlation coefficient (r) measures the strength and direction of these relationships. 

Table 4: Pearson Correlations Between HRM Practices and Employee Performance 

HRM Practice Task Completion Customer Service Punctuality 

Recruitment and Selection 0.35** 0.28* 0.31* 

Training and Development 0.50** 0.52** 0.48** 

Performance Appraisal 0.41** 0.43** 0.39** 

Employee Motivation 0.45** 0.46** 0.49** 

Explanation: 

• Training and Development shows the strongest positive correlation with all three performance indicators 

(Task Completion, Customer Service, and Punctuality), with correlations ranging from 0.48 to 0.52. This 

indicates that employees who receive more comprehensive training are more likely to perform better. 

• Employee Motivation also shows a strong positive correlation, particularly with Punctuality (r = 0.49) and 

Customer Service (r = 0.46), suggesting that motivated employees are more likely to show up on time and 

provide excellent service. 

• The correlation between Recruitment and Selection and employee performance is weaker but still significant, 

with Task Completion showing the highest correlation (r = 0.35). 

3. Regression Analysis 

To further understand the impact of HRM practices on employee performance, a multiple regression analysis is 

conducted, where employee performance (measured by Task Completion) is the dependent variable and the HRM 

practices are the independent variables. 

Table 5: Multiple Regression Analysis – HRM Practices Predicting Employee Performance (Task Completion) 

Variable Unstandardized Coefficient (B) Standardized Coefficient (β) t-value p-value 

Recruitment and Selection 0.20 0.16 2.5 0.014 

Training and Development 0.45 0.42 5.6 0.000 
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Performance Appraisal 0.30 0.25 3.2 0.002 

Employee Motivation 0.32 0.28 3.8 0.000 

Constant 1.75 - - - 

Explanation: 

• Training and Development is the strongest predictor of Task Completion (β = 0.42, p < 0.000), indicating 

that employees who receive effective training are significantly more likely to complete their tasks efficiently. 

• Employee Motivation and Performance Appraisal also have significant positive effects on employee 

performance, with p-values less than 0.05. 

• Recruitment and Selection, while statistically significant (p = 0.014), has the weakest impact on employee 

performance compared to the other HRM practices, but it still contributes positively to task completion. 

4. Qualitative Analysis (Thematic Analysis of Interviews) 

Qualitative data from interviews with HR managers and supervisors provide insights into the implementation of HRM 

practices. Thematic analysis of interview responses revealed several key themes: 

• Training as a Key Driver: HR managers emphasized that ongoing training programs are crucial for enhancing 

employee competence and performance, particularly in technical and customer service skills. 

• Need for Better Performance Appraisals: Several managers mentioned the need for a more structured and 

transparent performance appraisal system, suggesting that employees often felt the system was inconsistent 

and lacked sufficient feedback. 

• Motivation through Recognition: Supervisors highlighted that recognition programs, such as "Employee of 

the Month" awards, played an essential role in boosting employee morale and performance. 

Findings of the Study 

The findings from both the quantitative and qualitative analyses highlight several key conclusions: 

1. HRM Practices Significantly Impact Employee Performance: 

The study found that training and development, employee motivation, and performance appraisals have the 

most substantial positive impact on employee performance. Employees who participated in regular training 

programs reported higher job performance, particularly in areas like task completion and customer service. 

Motivated employees, through recognition and incentive schemes, demonstrated better engagement, 

punctuality, and service quality. 

2. Training and Development as the Strongest Predictor: 

Training and development emerged as the most influential HRM practice, with the highest correlation to 

improved employee performance. The regression analysis confirmed that employees who received 

comprehensive training, tailored to the specific needs of the transport sector, performed better across all 

performance indicators. This underscores the importance of investing in skill enhancement to ensure that 

employees can meet the dynamic demands of the transport sector. 

3. Employee Motivation Plays a Crucial Role: 

Employee motivation, particularly through incentives and recognition, was strongly correlated with 

performance outcomes. Employees who felt valued and appreciated through incentive programs and public 

recognition were more likely to go above and beyond in their roles. This emphasizes the importance of non-

monetary rewards alongside traditional financial incentives in improving job satisfaction and motivation. 

4. Performance Appraisal Systems Need Improvement: 

The study found that while performance appraisals had a positive impact on employee performance, many 

employees perceived the appraisal process as inconsistent and lacking in meaningful feedback. Enhancing 

the transparency and frequency of performance evaluations, and linking them to rewards, could further 

improve employee motivation and performance. 

5. Recruitment and Selection Practices: 

Though recruitment and selection had a positive but moderate impact on employee performance, it was 
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evident that ensuring the right fit between job requirements and candidate skills is critical. A more robust and 

systematic approach to hiring, especially with a focus on technical skills and customer service abilities, would 

help strengthen employee performance in the long run. 

Implications for Policy and Practice 

The findings of this study suggest several important implications for policymakers, HR professionals, and managers 

within Chhattisgarh’s State Road Transport Corporations: 

• Enhancing Training Programs: The government and SRTC management should prioritize the expansion and 

improvement of training programs, ensuring they are regularly updated and cater to both technical skills and 

customer service needs. 

• Revamping Performance Appraisals: SRTC management should invest in developing a more transparent and 

consistent performance appraisal system that provides actionable feedback and connects performance to 

rewards and career advancement. 

• Investing in Motivation and Recognition: To boost employee morale and performance, non-monetary 

incentives, such as employee recognition programs, should be introduced or enhanced. This can increase 

employee engagement and contribute to a more positive work culture. 

• Strengthening Recruitment Practices: A more strategic recruitment process, with a stronger emphasis on 

selecting candidates with the right competencies for specific roles, can improve the long-term performance 

of employees. 

Limitations and Suggestions for Future Research 

While this study provides valuable insights, there are several limitations that should be considered: 

• Self-Reported Data: The reliance on self-reported data from employees may introduce response biases, 

particularly in areas like job satisfaction and performance. 

• Cross-Sectional Design: The study is cross-sectional, meaning it captures data at a single point in time. 

Longitudinal studies could provide more conclusive evidence regarding the long-term effects of HRM 

practices on employee performance. 

• Generalizability: The study focuses on the SRTCs in Chhattisgarh, and while it provides useful insights into 

this particular context, the findings may not be fully generalizable to other states or regions in India. 

Future research could explore the longitudinal effects of HRM practices on employee performance, examine the 

impact of leadership styles on performance, and investigate how organizational culture within the transport sector 

influences HRM effectiveness. 

In conclusion, this study reinforces the critical role of HRM practices in shaping employee performance in 

Chhattisgarh's State Road Transport Corporations. By improving and strategically implementing HRM practices, 

particularly in areas such as training, motivation, and performance appraisal, SRTCs can foster a more productive, 

engaged, and satisfied workforce, leading to better service delivery and operational efficiency. These findings 

highlight that strategic investments in HRM can have significant, positive effects on both employee performance and 

the overall effectiveness of public sector organizations like road transport corporations. 
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