VoLUME No. 3(2013), I ssue No. 08 (AuGUST) | SSN 2231-4245

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A.,
Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)],
Index Copernicus Publishers Panel, PolandlifilCNVAIUEIoNSI00 &number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 2718 Cities in 161 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 08 (AuGUST)

| SSN 2231-4245

CONTENTS

No, TITLE & NAME OF THE AUTHOR (S) e

1. |A STUDY OF VOCATIONAL MATURITY OF COMMERCE STREAM ADOLESCENT STUDENTS IN RELATION TO PERSONALITY AND ACADEMIC| 1
ACHIEVEMENT
DR. SIMRAN KAUR SANDHU & VANDANA AGGARWAL

2. | ASTUDY OF GREEN CONSUMERISM AND FACTORS INFLUENCING GREEN PURCHASING BEHAVIOUR 4
VIJAY PRAKASH ANAND

3. | BANK RISK MANAGEMENT AND ROLE OF RESERVE BANK OF INDIA-A STUDY 8
DR. GIRISH KUMAR PAINOLI & DR. G. S. GAUD

4. | EFFECTS OF HUMAN-WILDLIFE CONFLICT ON FOOD SECURITY: A CASE OF KWALE COUNTY, KENYA 11
HASSAN, MOHAMED KEINAN & MOSES. M. OTIENO

5. | COST OF CAPITAL, CAPITAL STRUCTURE AND VALUE OF FIRM 18
DR. H. J. GHOSH ROY, DR. A. S. BOORA, DR. GARIMA DALAL & DR. SONIA

6. | ACONCEPTUAL STUDY ON BLUE OCEAN STRATEGY 26
N. SANTOSH KUMAR & DR. M. K. PURUSHOTHAMA

7. | ASTUDY ON THE INFLUENCE OF ORGANIZATIONAL CULTURE ON EMPLOYEE WORK BEHAVIOR IN NESTLE, CHENNAI, INDIA 29
S.SUSENDIRAN & DR. T. VETRIVEL

8. | ORIENTATIONS: A CAPACITY BUILDING TOOL FOR IMPROVING KNOWLEDGE AND PERCEPTION OF HEALTH WORKERS REGARDING NON SCALPEL | 33
VASECTOMY
DR. RAKESH MEHRA, CHANDER PAL THAKUR, SWATI MAHAPATRA, CHAHAT NARULA & DR. TAPAN JYOTI KALITA

9. | WILLINGNESS TO PAY FOR TANK MAINTENANCE: A STUDY ON TANK IRRIGATION IN THE DRY ZONES OF WEST BENGAL IN INDIA 37
SEBAK KUMAR JANA

10. | MGNREGA: A BOON TO RURAL WOMEN IN HIMACHAL PRADESH 40
DR. SATINDER SINGH RANDHAWA

11. | EXAMINATION AS A DETERRENT: A CASE STUDY ON EXAMINATION PHOBIA AMONG HIGHER AND SENIOR SECONDARY LEVEL STUDENTS OF | 45
MORADABAD CITY
DR. CHANCHAL CHAWLA, DR. SONIA GUPTA & TUSHAR MAHAJAN

12. | SOCIO-ECONOMIC SEGMENTATION OF THE HOUSEHOLDS OF AUTO RICKSHAW OWNERS: A CASE STUDY OF TRIPURA 50
MANISH DAS & NIRMALYA DEBNATH

13. | ASTUDY ON THE ROLE OF PERFORMANCE AND IMAGE OUTCOME EXPECTATIONS ON INNOVATIVE BEHAVIOUR IN THE WORKPLACE 56
DEEPAK BABU & SIBY JOSE

14. | MEASURING STUDENTS' EMOTIONAL INTELLIGENCE IN PUBLIC UNIVERSITIES: A CASE ON OMAN AND BAHRAIN 64
SUHAILA E. ALHASHEMI

15. | DETERMINANTS OF FOREIGN DIRECT INVESTMENT INFLOWS INTO INDIA: A FACTOR ANALYSIS 76
DR. S. JAYARAJ & ADEWALE ADENIYI-KIE

16. | A CRITICALITY TESTING ON HUMAN RESOURCE AND TOTAL QUALITY MANAGEMENT FACTORS IN HIGHER EDUCATION: A PERSPECTIVE FROM | 83
INDIA
MEETA MANDAVIYA

17. | OPERATIONAL IMPLICATIONS OF RECRUITING LESS THAN THE REQUIRED — A CASE OF GSRTC 87
DR. MEHUL G. THAKKAR

18. | FOREIGN POLICY OF INDIA AND THE STATE OF SIKKIM: WITH SPECIAL REFERENCE OF TRANS-NATIONAL BOUNDARIES IN NATHULA REGION 92
DHANRAJ RAI

19. | REGULATING NATIONAL HIGHWAYS IN LIGHT OF THE CHANGING SCENARIO 96
ABHINAB GHOSH

20. | THE STUDY OF RELATIONSHIP BETWEEN EARNINGS MANAGEMENT AND THE ISSUANCE OF BONDS AND RENT EXCHANGE IN COMPANIES LISTED | 98
IN CAPITAL MARKET OF IRAN
SEYYED SAEB MOUSAVI & MOHAMMAD REZA POURALI

21. | ACRITICAL EVALUATION OF WOMEN LEADERS OF CIVIL SERVICE ORGANIZATIONS IN AMHARA REGION, ETHIOPIA 103
GASHAW MOGES YIMER

22. | IMPACT OF PUBLIC DISTRIBUTION SYSTEM ON FOOD SECURITY OF RURAL AND URBAN POOR 109
SAWALE SANGHARSHA BALIRAM

23. | RELATIONS BETWEEN THE COOPERATIVE AND SOCIALIST MOVEMENTS IN THE FORMATIVE YEARS 113
VINCENT DODOO

24. | BALANCE OF PAYMENTS CONSTRAINT GROWTH: AN ARDL APPROACH 118
ASLI SEDA BILMAN & MEHMET CETIN

25. | POTATO PRICING: A SOLEMN DILEMMA FACED BY THE FARMERS OF BANGLADESH 126
ABDULLAH ISHAK KHAN, FARZANA AFROZ & MOHAMMAD MOHIUDDIN

26. | THE ROLE OF NON-GOVERNMENTAL ORGANIZATIONS (NGOS) IN SOCIAL DEVELOPMENT 133
ANILKUMAR B KOTE

27. | EXPORT OF INDIAN AGRICULTURAL PRODUCTS: PRE AND AFTER TRADE REFORMS 138
PREETI SHARMA

28. | TRENDS IN AGRICULTURAL WAGES: AN INTER-DIVISIONAL ANALYSIS IN CHITTOOR DISTRICT OF ANDHRA PRADESH 146
DR. E. LOKANADHA REDDY

29. | TOTAL QUALITY MANAGEMENT: AN EMPIRICAL INVESTIGATION OF ISO CERTIFIED COMPANIES IN HYDERABAD 155
P. AVINASH GOYAL

30. | AN EMPIRICAL ANALYSIS OF CONTRIBUTION PENSION SCHEME ON RETIREES’ BENEFITS IN NIGERIA 158
OLAOYE CLEMENT OLATUNJI & OLOLA OLAYEYE ADUWO

165

REQUEST FOR FEEDBACK

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3 (2013), I ssue No. 08 (AuGUST) | SSN 2231-4245

CHIEF PATRON

PROF. K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON
LATE SH. RAM BHAJAN AGGARWAL
Former State Minister for Home & Tourism, Government of Haryana

Former Vice-President, Dadri Education Society, Charkhi Dadri
Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,
DR. BHAVET
Faculty, Shree Ram Institute of Business & Management, Urjani

ADVISORS
DR. PRIYA RANJAN TRIVEDI

Chancellor, The Global Open University, Nagaland

PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., HaryanaCollege of Technology & Management, Kaithal

PROF. S. L. MAHANDRU

Principal (Retd.), MaharajaAgrasenCollege, Jagadhri

EDITOR
PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR,
DR. SAMBHAYV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

EDITORIAL ADVISORY BOARD
DR. RAJESH MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia
PROF. SIKANDER KUMAR
Chairman, Department of Economics, HimachalPradeshUniversity, Shimla, Himachal Pradesh
PROF. SANJIV MITTAL
UniversitySchool of Management Studies, GuruGobindSinghl. P. University, Delhi
PROF. RAJENDER GUPTA
Convener, Board of Studies in Economics, University of Jammu, Jammu

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3 (2013), I ssue No. 08 (AuGUST) | SSN 2231-4245
PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. S. P. TIWARI
Head, Department of Economics & Rural Development, Dr. Ram Manohar Lohia Avadh University, Faizabad
DR. ANIL CHANDHOK
Professor, Faculty of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana
DR. ASHOK KUMAR CHAUHAN
Reader, Department of Economics, KurukshetraUniversity, Kurukshetra
DR. SAMBHAVNA
Faculty, I.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad
DR. VIVEK CHAWLA
Associate Professor, Kurukshetra University, Kurukshetra
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga

ASSOCIATE EDITORS
PROF. ABHAY BANSAL
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida
PARVEEN KHURANA
Associate Professor, MukandLalNationalCollege, Yamuna Nagar
SHASHI KHURANA
Associate Professor, S.M.S.KhalsaLubanaGirlsCollege, Barara, Ambala
SUNIL KUMAR KARWASRA
Principal, AakashCollege of Education, ChanderKalan, Tohana, Fatehabad
DR. VIKAS CHOUDHARY
Asst. Professor, N.I.T. (University), Kurukshetra

TECHNICAL ADVISOR.
AMITA
Faculty, Government M. S., Mohali

FINANCIAL ADVISORS
DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

iv




VoLUME No. 3(2013), I ssue No. 08 (AuGUST) | SSN 2231-4245

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the areas of
Computer Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking;
Economics; Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science;
Corporate Governance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting
Theory & Practice; Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic
Development; Economic History; Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial
Organization; International Economics & Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation;
Demography: Development Planning; Development Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public
Policy Economics; Real Estate; Regional Economics; Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax
Accounting; Advertising & Promotion Management; Management Information Systems (MIS); Business Law; Public Responsibility & Ethics;
Communication; Direct Marketing; E-Commerce; Global Business; Health Care Administration; Labour Relations & Human Resource Management;
Marketing Research; Marketing Theory & Applications; Non-Profit Organizations; Office Administration/Management; Operations Research/Statistics;
Organizational Behavior & Theory; Organizational Development; Production/Operations; International Relations; Human Rights & Duties; Public
Administration; Population Studies; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic
Management Policy; Technology/Innovation; Tourism & Hospitality; Transportation Distribution; Algorithms; Artificial Intelligence; Compilers &
Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer Graphics; Computer Organization & Architecture; Database
Structures & Systems; Discrete Structures; Internet; Management Information Systems; Modeling & Simulation; Neural Systems/Neural Networks;
Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal
Logic; Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format
after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1. COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF.

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)

DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ ' for possible publication in your journals.

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mentionthe following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 08 (AuGUST) | SSN 2231-4245

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered & self explained, and titles must be above the table/figure. Sources
of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
o Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

4 Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITES

4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 3(2013), I ssue No. 08 (AuGUST) | SSN 2231-4245
OPERATIONAL IMPLICATIONS OF RECRUITING LESS THAN THE REQUIRED — A CASE OF GSRTC

DR. MEHUL G. THAKKAR
ASST. PROFESSOR & UNIVERSITY PLACEMENT COORDINATOR
ASPEE AGRIBUSINESS MANAGEMENT INSTITUTE
NAU, NAVSARI

ABSTRACT

Procurement of right people is crucial for ensuring organizational wellbeing, as they are the real backbones of any organization. The supply of qualified
manpower limits the success of an organization even more sharply than does the supply of money, material or market. Consequently, out of the four major thrust
areas of Human Resource Management viz. Acquisition, Utilization, Development and Maintenance of People; attracting and recruiting talented people is posing
a serious challenge for most of the organizations. This becomes even more crucial for the Passenger Road Transport Industry wherein the operative level occupies
more than 85% of the total manpower strength. Despite this, the Gujarat State Road Transport Corporation (GSRTC) recently adopted a surprising move of
recruiting less than the required, perhaps to counterattack the open, loud and frequent criticisms of its inefficiency. Resulting in dearth of staff in various
categories, this hiring move has adversely affected the operational performance of GSRTC. By thoroughly analyzing the effects of this hiring practice on various
operational performance parameters of GSRTC, this paper discusses the operational implications of this hiring practice. It also throws realistic light on the fact
that people should never be the first target for cost cutting, as they are the ‘real revenue generators’; and the paper aptly concludes that such so-called smart
strategic hiring move has neither paid off to GSRTC nor it would pay off to any other organization.

JEL CODE
015

KEYWORDS
Employee Hiring, GSRTC, Passenger Road Transport Industry, Procurement of People, State Transport Undertaking (STU).

1.0 INTRODUCTION

rom the perspective of Behavioural Science, every organization is dependent on its four key elements for effective functioning. These four key elements

are People, Structure, Technology and Environment; and out of these four, people are the most important element, as no organization can exist without

people.
From the perspective of Economics, there are four factors of production namely Land, Labour, Capital and Entrepreneur. Here, Labour; being living, thinking and
feeling human being; needs to be treated differently.
Similarly, in Management domain, it is said that every organization has four ‘M’s namely Man, Material, Money and Machine. Out of these four Ms also, it is
always suggested that if you can manage your Man well, they will effectively manage the other three Ms.
Thus, the importance of People as Employees or Human Resources in an organization stands unquestionable. It is well known that to ensure an organization’s
continued survival, growth and prosperity, every organization needs to have competent, committed and motivated people at all levels; as this people dimension
can only be a long term competitive advantage for any organization. With increased realization of the importance of people as the nucleus of any sort of
organization, the organizations across the globe have realized that all corporate strengths are centered around human resource (Pande, 2003). The same was
signaled by Caudron (1994) also when he pointed out that the only thing that will maintain today’s source of competitive advantage is high quality personnel
instead of merely capital, technology or long-lived products. On the same line, acknowledging the ever increasing importance of the people dimension in today’s
organizations; Abdeen (2002) went a step further. According to him, the employees, in reality are the soft assets and the hidden value of a company. Thus, the
employees, being the basic pillars of any organization, must be treated as assets, and not as liabilities; must be seen as investment, and not as expenditure; must
be acknowledged as the revenue/profit centre, and not as the cost/loss centre.
This becomes even more relevant when we talk about the Transport Industry in general, and the Passenger Road Transport Industry in particular; wherein the
operative level occupies more than 85% of the total manpower strength of a typical transport unit. Yes, in a typical Public Road Transportation Unit, the
Operative Level Staff — the real revenue generators — the frontline staff — represent the single largest cohort. In India, as we have adopted the practice of
treating Public Road Transport Service (PRTS) as a part of Social Welfare; we have “State Monopoly” in operating Public Road Transport through Bus services.
With the provision of forming State Road Transport Undertakings (SRTUs) under the Road Transport Corporation Act, 1950, and the amended form of the Motor
Vehicles Act, 1950; the Passenger Road Transportation System in India has been organized under the broad category of State Transport Undertaking (STU).
These STUs are typically the Government owned and operated or Public Sector organizations. Their prime objective is to provide efficient, economic and safe
road transport services through buses to the general public; wherein the involvement of staff is a decisive factor for the quality of service being provided to the
general public. So, the Gujarat State Road Transport Corporation (GSRTC), being a State Transport Undertaking, needs to have enough number of competent,
committed and motivated people at all levels to fulfill its social objectives. But, at present, GSRTC is experiencing acute shortage of manpower in various
categories and it is adversely affecting its operational efficiency. So, the present paper strives to analyze the operational implications of this seemingly
unpalatable ‘understaffed’ situation of a typical Government Owned and Operated STU — the GSRTC.

2.0 BACKGROUND OF GSRTC

Gujarat State Road Transport Corporation (GSRTC) is a State Transport Undertaking (STU) operating since 1% May, 1960 with a purpose of providing an efficient
road transport facility to the people of Gujarat state. From a modest beginning of 7 divisions, 76 depots and a fleet of 1,767 buses; as on date, it has gone to 15
Divisions, 125 Depots, 226 Bus Stations, 1554 Pick-up Stands and a fleet of over 8,000 buses. As of June, 2012, GSRTC employs 40,670 employees in various
categories/cadres, covers over 2.8 million kilometers per day, and transports around 2.7 million passengers daily through 6850 sanctioned schedules every day
operated on 15,000+ routes through 8000+ buses on road.

GSRTC is functionally divided into 15 Divisions each headed by a Divisional Controller, followed by 125 Depots headed by respective Depot Managers. The
Operational Structure of GSRTC is shown in Table 1.
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TABLE 1: OPERATIONAL STRUCTURE OF GSRTC

Gujarat State Road Transport Corporation (GSRTC)

CENTRAL OFFICE at Ahmedabad (Gujarat)

15 Divisions: 11 Large + 4 Small

125 Depots

6850 Sanctioned Schedules (Trips) and 6607 Operating Schedules (Trips)

Fleet of 8000+ Ultra Modern Buses

39598 Employees in 15 Divisions

Drivers: 14488 | Conductors: 15594 | Driver-cum-Conductors: 153 | Mechanic Staff: 4958 | Other Traffic Staff: 2784 | Admin. Staff: 1621

1072 Employees in Central Units, viz., Central Office, Printing Press, Central Workshop and Tyre Retreading Plants

40,670 Total Employees in GSRTC

Source: Cumulative Costing and Operational Results of GSRTC - 2011-12

3.0 EMPLOYEE HIRING PRACTICE IN GSRTC

Logically the first step in the development of an organization is to acquire the people to operate the organization. It is one of the most critical steps in the
establishment and growth of an organization. The supply of qualified manpower limits the success of a business just as sharply as does the supply of money,
material or market. Consequently, nearly 80% of HR Managers across the world; are reported to be busy in “attracting and retaining talent” treating it as their
top priority item (Prasad, 2007).

Even in a thickly populated country like India, where there is a large pool of technically qualified unemployed persons, yet it is very difficult to find right people
for the job. Personnel manager and other senior executives have always experienced difficulty in finding satisfactory candidates (Bansal, 1991). So, in such a
situation, employee hiring practice of an organization occupies prime important position in the overall strategic planning.

Employee Hiring Practice predominantly consists of Manpower Planning, Recruitment and Selection processes of an organization. Alternatively, we can say that
employee hiring process is the one through which an organization procures/acquires right type of people, optimally matching with its requirements. GSRTC,
possibly being the single largest employer in the Government sector in the State (http://www.gsrtc.in/site/chairman_gsrtc.html); should have a well planned
and systematic employee hiring process in place. So, let’s have a look at its Manpower Planning, Recruitment and Selection process.

3.1 MANPOWER PLANNING IN GSRTC

Manpower Planning or the more polished term “Human Resource Planning”, popularly abbreviated as HRP, is believed to have first been introduced in 1676,
when Samuel Pepys first became concerned with the provision of careers for officers in the Royal Navy (Sarma, 2009).

Manpower planning basically represents the ‘proactive’ face of people function in an organization. It is a function aimed at coordinating the requirements for
and availability of different types of employees. It is a forward looking function associated with the procurement of right kinds of people by keeping an eye on
the strategic goals of the organization. It’s an integral part of total strategic planning. Estimating the number and type of people that an organization will require
in the nearby future considering its short-term and long-term planning is of paramount importance. This can’t be left to mere guesswork; as overestimation of
future manpower need leads to avoidable costs to organization and underestimation of future manpower need leads to failure in meeting the customer
expectations and thereby losing an opportunity to improve the profit picture. In nutshell, HRP is an indispensable function for any sort of organization, if it wants
to achieve its goals effectively and efficiently.

Here, GSRTC is a State Government owned and run State Transport Undertaking (STU); and just like any other STU in the country, GSRTC also functions like a
typical Government owned and operated or Public Sector Undertakings.

Further, when we refer to ‘People Management’ practices in GSRTC, we need to acknowledge the fact that the GSRTC is 52+ years old public sector undertaking
working for providing safe, reliable, economical and ultra modern road transport services to the general public of Gujarat. Within a span of more than 52 years,
if GSRTC could reach to a stage of 15 Divisions, 125 Depots and a fleet of over 8,000 buses from a modest beginning of 7 divisions, 76 depots and a fleet of 1,767
buses; it is only due to unflagging effort of more than 40,000 workforce of GSRTC. As per the opinion of the present honorable Chairman of GSRTC - Shri B. H.
Ghodasara Sir, GSRTC is possibly the single largest employer in the Government sector in the Gujarat State (http://www.gsrtc.in/site/chairman_gsrtc.html
accessed on 17" September, 2012).

This mass of committed employees, by working day in and day out — 24*7*365 pattern; covers over 2.8 million kilometers per day, and transports around 2.7
million passengers daily through 6850 sanctioned schedules operated on 15,000+ routes through 8000+ buses on road. Such herculean task requires continuous
motivation, commitment, sense of belongingness, service orientation, quality work environment, so on and so forth. Hence, one would certainly expect that
GSRTC should have well established sound HR department with various people policies well in place, to take care of their employee related functions.

But, still continuing with the age old traditional outlook, GSRTC has preferred to go with Personnel & Administration Department nomenclature instead of the
much needed impressive, progressive, philosophical and people oriented nomenclature of HR or HRD Department. And believe me, it’s not only the name of the
department that matters in case of GSRTC; if we closely look at the existing policies related to employees; ironically, we need to accept that GSRTC is far away
from the complete HRD functions. Similar opinion was given by Dave (1992), while studying the Human Resource Management scenario in GSRTC. Even, Kulkarni
(1989), who studied organizational and administrative aspects in passenger road transport in India, has also suggested that major improvements need to be
undertaken in the areas of recruitment, selection and training of employees in this sector. However, Padam (1994) highlighted the changing imperatives of
Human Resources Development in Passenger Road Transport Industry; and noted that scenario is changing.

But, ironically, not much has changed in GSRTC in terms of its traditional outlook with reference to HR practices. So, despite its far reaching importance, the
scenario of HRP practices is not very encouraging in GSRTC. But, as one understands, in our country, everyone is ever ready, or all the time dreams, to have the
government job; and GSRTC being a Government organization, is able to attract enough numbers of candidates through recruitment drive. So, procurement of
people does not pose a serious problem for GSRTC. Perhaps this is the reason why, GSRTC - even though possibly the single largest employer in the Government
sector in the Gujarat State, does not have a Formal Manpower Planning or Human Resource Planning process in place. This is ironical, as HRP, being a sub-
system of total organizational planning, is significant, which helps to determine future personnel needs. HRP is a process of forecasting an organization’s future
demand for, and supply of, the right type of people in the right number. Through systematic HRP, organization strives to ensure that it has the right type and
right number of people at the right places at the right time to do the right things (jobs). Surplus or deficiency in staff strength is a sure shot outcome of complete
absence of or defective HRP. In our country, almost all public sector undertakings are found to be overstaffed as they never had systematic HRP to forecast and
plan their employee requirements. Most of them kept on hiring in the initial phase, off late started realizing the disastrous consequences of increasing salary
burden and thereby lowering the operational efficiency of the organization (Aswathappa, 2007). So, off late, these organizations came out with strange looking
initiatives like VRS, Hiring Freeze / Hiring-Employment Ban, Long Leave without Pay etc; but that were not enough. But, unlike many of these PSUs being
overstaffed, GSRTC, even though a State Government Undertaking, is an understaffed organization. This dearth of staff in various categories is adversely
affecting the operational efficiency of GSRTC in variety of ways, which is elaborated with exact facts and figures in the later sections.

3.2 RECRUITMENT AND SELECTION IN GSRTC

In absence of systematic HRP, let’s talk about the recruitment and selection process of GSRTC. Recruitment and Selection, mostly referred together, is one of the
main functions of the personnel and administration department of GSRTC.

GSRTC follows the recruitment policy of “Preference for Recruiting from Within the Organization”, popularly known as Internal Recruitment, especially for higher
level posts. This policy serves as a source of motivation to existing employee’s familiarity with people, procedure, policies and encourages the employees for
better work performance. People work harder if they know that there is an opportunity for upward movement in the same organization. However, if suitable
candidate is not available then there is no alternative way, to fill the vacancy from outside. About 75% vacancies are filled in by departmental promotion and
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25% vacancies are filled in by direct sector. For the lower categories like Clerk, Helper, Driver, Conductor, Mechanic, Peon and Watchman, 100% recruitment is
done from direct source.

In regard to recruitment process and using a particular source of recruitment, depending upon the overall policy, governmental restrictions, union-management
relation and agreements, a variety of sources are used. GSRTC uses both internal and external sources of recruitment. Whenever any vacancy appears, GSRTC
gives first preference to its existing employees and if they are not suitable it goes for external sources. Here, employees are recruited through open market and
employment exchange. For this, GSRTC continued the policy of issuing the advertisement in newspapers and inviting application for filling the vacant positions to
be filled in by direct sector, including the officers in class | & Il cadres. However, the names from concerned district employment exchanges are also referred.
Recently, though off late; keeping pace with the modern era and to bring transparency in all the processes, GSRTC has already implemented “Online Recruitment
for staff” for all the categories of employees.

In case of recruitment from within the organization by way of departmental promotion, especially in Class-I and Class-II categories, in addition to experience,
employees are recruited on the basis of written examination, which holds 50% weightage. For this, a person must have completed at least 1 year continuous
service in GSRTC. Officers who arrange this examination and who are involved in paper setting must have completed at least 3 to 4 years continuous service in
GSRTC (Tiwari, 2009).

Adhering in totality with the State Government directive of Reservation System in Jobs, GSRTC has prescribed the percentage of posts reserved for members of
Scheduled Caste (SC), Scheduled Tribes (ST) and Socially and Economically Backward Classes (SEBC) for employment in the services; in which the candidates of
reserved categories are given benefits as per the roster system on the government lines. At the time of recruitment in few categories of staff, the relaxation in
height, experience, age, and education is given to SC/ST candidates as per the government norms. Normally applications of such candidates are not rejected due
to small errors and one way free traveling pass is issued to them.

In selection process, personal interview method is used, wherein the focus is on educational qualification, age, experience, and job knowledge parameters. By
considering the report of the interview committee, the final list is prepared by the Personnel & Administration Department. This report is forwarded to the
higher authority; along with merit list and covering letter stating interview panel composition and any special note issued. On approval of this report, the final
authority, generally the Chairman and Managing Director of GSRTC signs it and selected candidates are intimated to join accordingly (Tiwari, 2009).

3.3 STRATEGIC MOVE OF GSRTC IN RECRUITMENT

In the recent times, due to open, loud and frequent criticisms of inefficiency of government sector organizations in general, and various STUs in particular, these
government organizations are also under pressure to control their operational costs and improve productivity (Williamson & Alexander, 1986); and thereby
justify their existence itself. Considering this, GSRTC recently adopted a surprising move of recruiting less than the required, perhaps to counterattack the
criticisms of its inefficiency. Branded as the strategic move of GSRTC in recruitment, this step proved to be a ‘self defeating exercise’ for GSRTC.

New recruitment and selection is not taking place at the same rate as was previously done by the Corporation. To meet the requirement of staff, it has adopted
a strategy of using the existing staff on the basis of over time rate rather than recruiting new staff. Recruitment of new people involves a lot of cost, starting
from training up to giving them future benefits in terms of PF/Gratuity etc.

With this so-called strategic move, what has happened is that GSRTC is facing a crunch of staff members in various categories. Yes, an unpalatable and
surprising, but true, fact of GSRTC is that contrary to popular misconception that GSRTC being a Government Owned organization, it must be overstaffed; in
reality, GSRTC has turned out to be an understaffed organization. Continuing with its so-called smart strategic move, GSRTC has not been recruiting in the same
quantum as it did in the past. So, as on date, several posts are vacant in various categories, contrary to popularly held wrong notion that being a typical
government organization, GSRTC would have more number of people than required.

4.0 OPERATIONAL IMPLICATIONS OF RECRUITING LESS THAN THE REQUIRED

In order to streamline its operations to increase the efficiency, during the year 2005-06, GSRTC closed down 6 depots and thereby brought the number of depots
to 132. With encouraging initial operational results of this initiative, even though resisted and criticized by the employees in number of ways, GSRTC has
continued with this strategy and at present, the total numbers of Depots are 125. Clubbing of the functioning of the minor depots with the major depot of the
same region was and is certainly a welcome sign - a much needed step to reduce cost. Just very recently, in June 2012, GSRTC even targeted Division, when it
historically decided to club the operations of one Small Division into another Large Division. This happened when recently, owing to administrative convenience,
GSRTC has merged one of the Small Divisions — Jamnagar into the nearby located Large Division — Rajkot. So, now, they both are represented by one single
division — Rajkot. So, as per the latest arrangements, there are total 15 divisions of GSRTC throughout the State — 11 Large & 4 Small, instead of 16.

But, when GSRTC started adopting the policy of “Recruiting Less Than The Required”, it adversely affected the operational performance of GSRTC.

Table 2 reveals the clear picture of the operational implications of this so-called smart strategic move of GSRTC. It also shows a continuous downward trend in
the total number of staff in GSRTC. As we can see from the Table 2, over a period of time, the overall staff position has declined. Corporation has also reduced
few officer level positions. Keeping the pace with reduction in the average number of vehicles on road, the number of staff has also been reduced.

Table 2 represents the operational performance of all the 16 (now 15) divisions of GSRTC on various parameters for the last 12 years from 1999-00 to 2010-11.
These various parameters are as follows:

1. No. of Divisions

2. No. of Depots

3. Total Staff

4.  Average No. of Vehicles On Road
5.  Effective Kmsin Lacs

6. No. of Passengers in Lacs

7.  Total EPKM in Ps.

8. Total CPKM in Ps.

9.  Margin/Deficit in Lacs Rs.

10. Total O.T. in Lacs Rs.

11. Load Factorin %

12. Vebhicle Utilization in Kms. Per Day
13. Fleet Utilization in %

14. Crew Utilization in Kms.

15. Diesel KMPL

16. Oil KMPL top up

17. CNG KMPKg.

18. Total No. of Break Downs

19. No. of Accidents Per Lac Kms.
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TABLE 2: OPERATIONAL IMPLICATIONS OF STRATEGIC MOVE OF GSRTC

Performance Measure 1960- 1999-00 ‘ 2000-01 2001-02 ‘ 2002-03 ‘ 2003-04 | 2004-05 | 2005-06 | 2006-07 | 2007-08 | 2008-09 | 2009-10 | 2010-11
61
No. of Divisions 7 16* (*As on date, 15 Divisions)
No. of Depots 76 Data Not Available 129 132 126 126 126 126 125
Total Staff 11512 Data Not Available 58324 54523 52043 49956 47759 44557 41667 40073 40670
No. of Vehicles On-Road 1174 8320 [ 8573 8300 7793 7729 7113 6767 6854 6932 6697 6514 6327
Effective Kms in Lacs 728.42 10990.42 | 11517.21 [ 10935.05 | 10199.21 [ 10126.16 | 9250.78 8899.04 9355.97 9970.21 10106.81 | 9785.95 9485.07
No. of Passengers in Lacs 1463.90 Data Not Available 13415.73 12733.63 9966.91 8341.54 7897.56 8216.10 8501.64 8749.01 8482.56 8052.57
Total EPKM in Ps. 97.75 912.92 937.56 1098.13 1120.82 1229.01 1301.95 1285.25 1459.10 1445.40 1506.73 1588.68 1742.26
Total CPKM in Ps. 99.28 1172.01 1293.10 1458.16 1545.76 1493.87 1577.79 1762.62 1752.97 1681.26 1799.15 2039.87 2244.10
Margin/Deficit in Lacs Rs. -10.11 - - - - - - - - - - - -
28472.53 | 40950.75 | 39369.18 | 43340.85 | 26818.02 | 25521.52 | 42480.71 | 27494.18 | 23514.84 | 29557.36 | 44150.56 | 47599.38
Total O.T. in Lacs Rs. NA 2003.55 1834.23 1563.88 1313.07 1425.17 1137.24 971.17 1335.23 2589.66 3128.29 3746.16 3754.72
Load Factor in % 72.90 63.83 65.61 66.36 67.47 56.75 57.60 58.36 61.19 63.18 65.74 67.34 68.98
Vehicle Utilization in Kms. Per | 171.40 364.05 370.70 363.71 361.44 360.75 359.03 363.04 376.55 396.16 417.24 416.27 415.56
Day
Fleet Utilization in % 68.90 87.49 88.22 88.00 85.67 86.24 83.93 83.71 85.79 85.91 87.79 85.23 82.26
Crew Utilization in Kms. 116.00 196.10 197.42 194.20 192.00 195.75 193.60 196.05 209.02 229.53 246.61 251.72 254.42
Diesel KMPL 4.19 5.11 5.30 5.30 5.30 5.24 5.19 5.20 5.25 5.37 5.53 5.55 5.53
Engine Oil KMPL Top Up NA 1714 2977 3223 2391 1420 1047 1100 1558 2264 3244 2862 2999
CNG KMPKg. Not Applicable as CNG Buses were not operated/run by GSRTC during this period of time. 5.01 4.94 5.00 4.87 4.85 4.78
Total No. of Break Downs 9138 [ 82790 [ 52370 [ 78235 [ 106273 [ 119992 [ 124417 116702 82232 50164 36707 31268 31980
No. of Accidents Per LacKms. | 723 [ 2335 [ 2002 | 1800 [ 1601 | 1618 [ 1387 1352 1264 1161 1079 985 1010

Source: Cumulative Costing and Operational Results of GSRTC from 1999-00 to 2010-11
Table 2 indicates the operational performance of GSRTC as a whole on these parameters with an additional comparison with the inception year 1960-61.
As these table shows, GSRTC has been incurring heavy losses year-by-year. It is caught in the whirlpool of problems with most of the performance measures
showing downward trend and GSRTC seems to be not in a position to find out the solution to turn the situation in its favor. If we closely look at the figures in the
Tables; the following performance measures of GSRTC have been showing a negative trend:
Effective Kms in Lacs have reduced significantly, as in 1999-2000, GSRTC plied buses for a total of 10990.42 Lacs Kms; while in 2010-11 financial year, this figure
has come down to 9485.07 Lacs Kms. So, the effective Kms covered came down by 1505.35 Lacs Kms; and it is very much obvious that its negative impact would
be seen on the revenue generation also.
Total No. of Passengers in Lacs have also decreased considerably, as from a healthy figure of 13415.73 Lacs Passengers in the year 2001-02; it has decreased to
8052.57 Lacs in 2010-11. So, a sharp decrease of 5363.16 Lacs Passengers over a period of last 10 years is certainly affecting the bottom line picture negatively.
With sharp reduction in both the primary performance measures of Effective Kms. in Lacs and the Total No. of Passengers in Lacs, the main parameter of
“Earning Per Kilo Meter” represented by EPKM in Paisa was expected to suffer much. But, to utter surprise, EPKM in Paisa has surprisingly increased. On the
face of it, it is showing a positive trend with a figure of 912.92 Paisa EPKM in the year 1999-00 moving to 1742.26 Paisa EPKM in 2010-11. A rise of 90.84%!
Wow! This may be due to the fact that during this period of time, even though it happens on very rare occasions; GSRTC revised (increased) the fares on few
occasions. So, the almost double EPKM in Paisa over a span of 12 years can be understood by this way. Even by initiating several passenger friendly schemes,
GSRTC could manage to maintain a steady growth in EPKM in Paisa over the years. So, the almost double EPKM in Paisa over a span of 12 years can be
understood by this way.
But, this positive feeling quickly vanishes as soon as we look at another deciding parameter of “Cost Per Kilo Meter” represented by CPKM in Paisa. Compared
to rise in CPKM in paisa, the rise in EPKM in Paisa seems to be unsatisfactory. In 1999-00, the CPKM in Paisa was 1172.01 Paisa and in 2010-11, this figure has
moved to 2244.10 CPKM in Paisa, recording a hike of 91.47%. So, over this entire period of 12 years, CPKM in Paisa (91.47%) has increased more in comparison
to EPKM in Paisa (90.84%). So, CPKM in Paisa has increased more in comparison to EPKM in Paisa. Thus, it is obvious that with increasing cost of service, GSRTC
has not been able to increase its earning (revenue) proportionately; and the margin/deficit is also going to be affected negatively. This rise in CPKM in Paisa may
be due to two main reasons such as revised (increased) fuel prices on numerous occasions without corresponding increase in fares, and increasing staff salaries.
But, what is equally surprising to note is that during this period of 12 years, almost all the cost contributing parameters have shown positive moves. These
parameters are
Load Factor in % terms — 63. 83% in 1999-00 to 68.98% in 2010-11
Vehicle Utilization in Kms. Per Day — 364.05 Kms. in 1999-00 to 415.56 Kms. in 2010-11
Crew Utilization in Kms. — 196.10 Kms. in 1999-00 to 254.42 Kms. in 2010-11
Diesel KMPL (Kilo Meter Per Liter) —5.11 Kms. in 1999-00 to 5.53 Kms. in 2010-11
Engine Oil KMPL (Kilo Meter Per Liter) Top Up — 1714 Kms. in 1999-00 to 2999 Kms. in 2010-11
Even 2 other negative parameters, adversely affecting the financial health of GSRTC, have shown a significant downward trend. With sharp decrease of nearly
100% in these 2 parameters of Total No. of Breakdowns in a Year and the Total No. of Accidents Per Lacs Kms., the CPKM in Paisa should have come down. The
exact decrease in both these parameters is as follows:
v' Total No. of Breakdowns — 82790 in 1999-00 to 31980 Kms. in 2010-11
v" No. of Accidents Per Lac Kms. — 2335 in 1999-00 to 1010 in 2010-11
In addition to this, it should also be noted that from 2005 onwards, GSRTC has started using CNG operated buses and gradually it is increasing such buses. This
should have also lowered the CPKM in Paisa.
During this period of 12 years, only one performance measure has shown negative trend, and that is, the parameter of Fleet Utilization in %. From a figure of
87.49% in 1999-00, Fleet Utilization has gone down to 82.26% in 2010-11.
But, despite positive effects of all the above mentioned parameters, the CPKM in Paisa has shown a pinching increase by getting almost double in 2010-11 in
comparison to 1999-00.
Obviously, with CPKM in Paisa increasing more than EPKM in Paisa over the last 12 years, there does not remain a question of Margin (Profit). Deficit (Loss) is
bound to occur. But, one must note that right from the year 1999-00; GSRTC has been incurring heavy losses, which has increased manifold by the year 2010-11.
In 1999-00, GSRTC recorded a deficit (loss) of 28472.53 Lacs Rs., which has gone up to 47599.38 Lacs Rs. in 2010-11. So, GSRTC is incurring heavy losses and
unable to take corrective measures by initiating remedial policy measures. And, that’s why; it is increasingly emerging as a “White Elephant” in terms of eating
public money, even though it is incurring such huge losses primarily because focusing on societal and service orientation instead of pure business orientation.
If we look at the operational implications of this strategic move of GSRTC, as indicated in Table 2, the rate of over time has been showing increasing trend. This
may be due to reduction in the number of staff. As the number of staff reduces, corporation is trying to utilize the existing employees for getting the work done.
By utilizing the existing staff, it can reduce the cost of giving P.F., Pension and Gratuity etc. in future. The policy of recruiting new staff has been stopped or
reduced, on account of reduction in number of vehicles and depots also. One can call it a smart strategic move of the corporation for bringing down the total
cost of staff. But, in reality, it is proving detrimental to the operational efficiency and progress of GSRTC. This is because of we look at the figures of total Over
Time paid to existing employees in a year in Lacs Rs.; this figure was 2003.55 Lacs only in 1999-2000. But, by 2010-2011, this Over Time amount reached to a
figure of 3754.72 Lacs — a whooping rise of 87.40%. What is more pinching is that with such a hike in Over Time rate per annum; the other operational indices
are not showing positive progress. The Effective Kms in Lacs have reduced significantly, as in 1999-2000, GSRTC plied buses for a total of 10990.42 Lacs Kms;
while in 2010-11 financial year, this figure has come down to 9485.07 Lacs Kms. So, the effective Kms covered came down by 1505.35 Lacs Kms; and it is very
much obvious that its negative impact would be seen on the revenue generation also; certainly affecting the bottom line picture negatively.
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The following Table 3 showing the On Road and Off-Road vehicle (Bus) position of GSRTC also points out to rising CPKM over the years.

TABLE 3: ON ROAD/OFF-ROAD VEHICLES OF GSRTC

Year Total No. of Buses held | On Road | Off-Road* Vebhicles Utilization (%)
2003-04 | 9042 7729 1313 85.48

2004-05 | 8473 7113 1360 83.95

2005-06 | 8118 6767 1351 83.36

2006-07 | 7987 6854 1133 85.81

2007-08 | 8076 6932 1144 85.83

2008-09 | 7628 6697 931 87.79

2009-10 | Data Not Available 6514 Data Not Available | -

2010-11 6327 -

* Off-Road means the vehicle (Bus) is not of that condition which can be used on road.

Source: Cumulative Costing and Operational Results of GSRTC from 1999-00 to 2010-11
According to the data shown in Table 3, the Vehicle Utilization has been less than 90%. Due to shortage of proper maintenance staff and materials, the
percentage of off-road vehicles has increased. From the financial point of view, the numbers of Off-Road vehicles held by GSRTC add to the operational cost, i.e.,
maintenance cost plus the value of the vehicles gets depreciated. So if more number of vehicles is off-road, it naturally adds to the cost. This also has adverse
effect on the EPKM in Paisa as well as CPKM in Paisa.
Further, with CPKM in Paisa increasing more than EPKM in Paisa over the last 12 years, there does not remain a question of Margin (Profit). Deficit (Loss) is
bound to occur. But, one must note that right from the year 1999-00; GSRTC has been incurring heavy losses, which has increased manifold by the year 2010-11.
In 1999-00, GSRTC recorded a deficit (loss) of 28472.53 Lacs Rs., which has gone up to 47599.38 Lacs Rs. in 2010-11. So, GSRTC is incurring heavy losses and
unable to take corrective measures by initiating remedial policy measures.
With increasing population, the need of road transportation must have increased, as most of our population still prefers to travel by ST Buses due to its
economic services. But, with sharp reduction in staff over the years, the existing people, even though might be getting the benefit of Over Time rate, are not
very much able to satisfy the ever growing demand of public from GSRTC. Even, they themselves are complaining of increased burden of workload over a period
of time. Most of time, the Drivers and Conductors are forced to do ‘double’ or even ‘triple’ duties due to dearth of staff. This leads to adverse behavioural
reactions of these employees; who directly come into contact with the real customers — the passengers, in the form of quarreling with passengers, using abusive
language, not stopping at the pickup stands, not caring for the condition of the bus, rash driving etc. This further damages the images of GSRTC in the minds of
general public and lowers down public’s interest in travelling by GSRTC buses.

5.0 RECOMMENDATIONS

Based on the facts and figures indicating the adverse effects of the so-called strategic move of recruiting less than the required staff in GSRTC, the following
recommendations can be given. The given recommendations, if implemented in the right spirit, will certainly help GSRTC not only to improve the overall
efficiency and effectiveness of GSRTC, but also to foster better Quality of Work Life (QWL) for the employees by having the right number and right types of
people at various levels in the organization.

% Burden of excessive work load in terms of doing double duty, staying at work beyond stipulated work hours etc. is basically the result of under staffed
manpower position of GSRTC. In addition to lowering the operational efficiency of GSRTC, this shortage of staff in various categories, is adversely affecting
the perceived availability of QWL for these employees in GSRTC. So, systematic Manpower Planning Process must be initiated by GSRTC to ensure the
availability of the right number and right types of people at the right places to perform the right duties, and thereby not only taking care of the operational
efficiency of GSRTC; but also relieving these employees of the unnecessary burden of additional duties. This will even have positive impact on passengers’
satisfaction as the instances of cancellation of routes due to non-availability of Driver &/or Conductor, or frequent breakdown of buses due to poor
maintenance, would reduce significantly.

= If systematic manpower planning can’t be started over night, at least systematic evaluation of the entire recruitment process should take place. Lead time,

Time Lapsed Data (TLD), yield rations, cost per hire and such other data should form the base for selecting a particular source of recruitment.

Recruitment and Selection must be given strategic importance and should not be handled as an ‘ad hoc’ function.

With scientific methods and correct estimates of future manpower requirements at various levels, well planned efforts should be made to initiate

recruitment and selection process well in time.

@ Allocation of work/duties to the employees needs to be reviewed to ensure optimum utilization of the existing manpower in GSRTC. If required, job
analysis process should be initiated for major groups of jobs, so as to avoid duplication of efforts, overlapping nature of duties, and consequently wastage
of human resources.

6.0 CONCLUSION

Considering the negative operational implications of having less than required people in GSRTC, we can certainly conclude that the so-called smart strategic
move of GSRTC to reduce the number of staff has not paid off to GSRTC. With several positions remaining vacant in various categories as on date also, GSRTC is
not being able to live up to the expectations of the public. So, GSRTC and for that sake, every organization must accept, respect and appreciate the basic fact
that there can be several other options to combat losses or declining financial performance situation. So, instead of targeting your employees for cost cutting
either by laying off some of them or by recruiting less than the required, every organization must strive to attain optimum utilization of the available manpower.
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