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Abstract-The Human Resource Planning (HRP) has acquired immense importance in terms of organizational 
growth and development. HRP is largely based on the concept that people are an organizations most important 
strategic resource. Generally it deals with matching resources to business needs. It also addresses human 
resources needs both in terms of quality and quantity. HRP also deals with broader issues of the employment 
and development of people so as to improve organizational effectiveness. Human resource planning allows to 
forecast the future manpower requirements and also to forecast the number and type of employees who will be 
required by the enterprise in a near future. In the long term period, success of any enterprise depends on whether 
the right people are in the right places at the right time, which is the nature of human resource planning. The aim 
of this research paper is to compare the human resource planning practices in HRTC and Punjab Roadway. 
HRTC and Punjab Roadways are following a proper human resource planning strategies, based on its corporate 
business objectives, the organizations anticipates the future requirements of various kinds of talents but in both 
the organizations there is not the proper supply of right type of people in right number which means that existing 
staff have the problem of over workload on them.   

Index Terms-Human Resource Management,  Human Resource Planning,  Human Resources. 

1. INTRODUCTION  

The success of an organization depends upon several 
factors but the most essential factor that affects the 
organization performance is its employee. Human 
resources play fundamental role in achieving an 
innovative and high-quality product/ service. If the 
employees of an organization are satisfied with their 
jobs, the organization can achieve its goals very 
straightforwardly. In any organization HRM practices 
focuses on optimal utilization and management of 
their human resource effectively in order to achieve 
maximum output. Managing people is concerned with 
deciding approaches and strategies to find alternatives 
of how to achieve organization goals (Jeet,V. & 
Sayeeduzzafar, 2014).Every business organization 
requires various resources for its growth and 
development. Among them Human Resources plays 
most important role because it is the Human 
Resources (HR) that will determine the capacities of 
an organization in terms of its production, marketing 
and expansion. Considered being the first and primary 
practice of human resource management, human 
resource planning holds a huge role to play. HRP is a 
process by which Human Resources are identified, 
determined and planned that an organization needs in 
order to meet both its short term and long term 
requirements. The strategic role of human resource 
planning not only assists the organization in short 
span of time but also in many times to come. Thus it 
is being seen that those organization which consider 
human resource planning as the significant and 
essential part of their human resource management, 
this could turn out to be very helpful in terms of 
dealing with its human capital which could possibly  

 
make the organization to standout of the competition 
prevailing in the market (Aslam, H.D. & et.al. 2013). 
Ulrich (1987) added that HR planning is recognized 
as a source of development of organizational 
functions based on missions and objectives of the 
business. With the help of planning, areas that need 
better functioning are identified to make them grow 
and succeed. “Many HR planning methodologies have 
been developed and organizations have also crafted 
their own, most of these methods are similar to those 
described in the literature like: setting upformal 
objectives, identifying appropriate organizational 
strategies and searching for any innovative HR 
applications”. 

2. LITERATURE REVIEW 

According to Gould, 1984, HRP is defined as, “the 
strategically driven human resource function will be 
devoted to finding ways to help the organization gain 
important advantages over its competitors”. Those 
advantages are often described in terms of the 
capacity that a business has with which to pursue its 
objectives. “The capacity of an organization to 
achieve its strategic objectives is influenced by human 
resources in three fundamental ways: cost economics; 
capacity to operate effectively; capacity to undertake 
new enterprises and change operations” (Biles and 
Holmberg, 1980, p.64). 
Mullins(1996) acknowledges that in recent years 
increasingly more attention has been given to the 
important of planning human resources as well other 
economic resources such as capital, materials, 
machinery and equipment. Bulla and Scott 
(1994,p.66) has shown that, Human Resource 
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Planning (HRP) as the process for ensuring that the 
human resources requirements of an organization are 
identified and plans are made for satisfying those 
requirements. Human resource planning basically 
refers to the planning of all the various activities 
carried out by the human resource department or even 
planning how the activities of the human resource 
department can be executed. Some of these human 
resource activities are recruitment, selection, 
motivation, coaching, career development, 
empowering, and evaluations among others. 
According to Mondy et al (1996) HRP is defined as a 
systematic analysis of HR needs in order to ensure 
that correct numbers of employees with the necessary 
skills are available when they are required. 
According to Cascio (1992) human resource planning 
can be defined as effort to anticipate future business 
and environmental demands of an organization, and to 
provide the employees to fulfill that business and 
satisfy those demands. 
Quinn Mills (1983) observes that “Human Resource 
Planning is a decision- making process that combines 
three important activities.  

• Identifying and acquiring the right number of 
people with the proper skills.  

• Motivating them to achieve high 
performance.  

• Creating interactive links between business 
objectives and people-planning activities 

3. RESEARCH GAP 

Over the years, there has been a significant increase in 
the number of research studies on the Human 
Resource Management Practices. However, there are 
very few studies which have been conducted on the 
comparative study of human resource management 
practices of Transport sector. Keeping in view this 
fact, an attempt has been made here to fill this gap by 
carrying out a study on the topic human resource 
planning a comparative study between HRTC and 
Punjab Roadways. 

4. RESEARCH DESIGN 

Research design is the framework that has been 
created to seek answers to the research questions. This 
research is conducted in selected depots of HRTC and 
Punjab Roadways. Sampling is defined as a practice 
of taking a small part of a large bulk to represent the 
whole. In a statistical inquiry when only a part of the 
population or only a group of units is taken into 
consideration, it is called sample method of inquiry 
(Ghosh, 1987). HRTC has a three tier structure. The 
corporate office at Shimla control 4 Divisional 
Offices located at Shimla, Mandi, Hamirpur and 

Dharamshala. In all there are 27 depots, which are 
operating in HRTC. Out of 27 depots, 6 depots were 
selected on random basis including head office. 
Similarly Punjab Roadways has two tier set up. First 
tier is headed by Director State Transport. The second 
tier in the set up is depot management. There are 18 
depots of Punjab Roadways. Out of 18 depots, 5 
depots were selected including head office as shown 
in on random basis for the purpose of the study.  A 
total sample of 550 employees was taken with the 
help of convenience-cum–judgment sampling 
technique which was comprised of 300 from HRTC 
and 250 from Punjab Roadways. The relevant data for 
the study has been collected from both primary and 
secondary sources. For the purpose of this study, a 
well structured interview schedule was used for the 
data collection which increased the quality of the 
result and helps to justify the use of this research. This 
structured interview schedule was pretested and 
partially modified before its final administration to the 
respondents. The secondary sources of data collection 
comprised of the corporate offices of HRTC and 
Punjab Roadways, books, magazines, newspapers, 
journals, websites and other published reports and 
gazettes by different department.In this study data was 
analyzed using Statistical Program for the Social 
Science (SPSS) software. Various statistical tests 
were applied to analysis the data collected from the 
respondents such as percentages, frequency, standard 
deviation, chi-square, skewness and kurtosis  etc. for 
better understanding and interpretation. 

5. IMPLICATIONS AND DISCUSSION 
 
Table 1 inferred that there is a significant relationship 
between age and human resource planning in case of 
HRTC. The chi square test of independence shows 
that the relationship is significant at 1 percent level 
means different age groups have different perception 
towards human resource planning. Where as in Punjab 
Roadways there is insignificant relationship between 
the age and the human resource planning because the 
p value is more than 1 percent and five percent level 
of significance that means different age groups have 
the same perception towards proper human resource 
planning. The respondents of age group between the 
age group18-25 years have shown a lower percentage 
(40%)  towards proper human resource planning as 
compared to upper age groups in HRTC  and overall 
72.3% of employees considered that there is proper 
human resource planning whereas in Punjab 
Roadways 93.6% employees considered that there is 
proper human resource planning. 
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Table -  1  
Age and Human Resource Planning 

 
 HRTC Punjab Roadways 

Age 
Proper human resource planning 

Tota l  

Proper human 
resource planning Tota l  

Yes No Yes No 

18-25 Years 
8 12 20 26 0 26 

40.0% 60.0% 100.0% 100.0% 0.0% 100.0% 

26-35 Years 
31 19 50 75 8 83 

62.0% 38.0% 100.0% 90.4% 9.6% 100.0% 

36-45 Years 
38 16 54 42 3 45 

70.4% 29.6% 100.0% 93.3% 6.7% 100.0% 

46-55 Years 
107 29 136 46 3 49 

78.7% 21.3% 100.0% 93.9% 6.1% 100.0% 

55  and 
above 

33 7 40 45 2 47 

82.5% 17.5% 100.0% 95.7% 4.3% 100.0% 

Tota l  
217 83 300 234 16 250 

72.3% 27.7% 100.0% 93.6% 6.4% 100.0% 

 χ
2  =18.020 P=0.001 

χ
2  

=3.604 
P=0.462 

 
Table 2

Designat ion 

HRTC Punjab Roadways 

Proper human resource 
planning Tota l  

Proper human 
resource 
planning Tota l  

Yes No Yes No 

Workers 
105 45 150 126 0 126 

70.0% 30.0% 
100.0

% 
100.0

% 
0.0% 

100.0
% 

Trade Union Leaders 
64 11 75 57 5 62 

85.3% 14.7% 
100.0

% 
91.9% 8.1% 

100.0
% 

Management 
Personnel 

48 27 75 51 11 62 

64.0% 36.0% 
100.0

% 
82.3% 

17.7
% 

100.0
% 

Tota l  
217.0 83.0 300.0 234 16 250 

72.3% 27.7% 
100.0

% 
93.6% 6.4% 

100.0
% 

 
The table 2 revealed that the majority (72.3%) of the 
respondents in the different designations has a 
positive perception towards proper human resource 
planning in HRTC and (93.6%) of respondents in 
different designations has a positive perception 
towards proper human resource planning. The chi 
square test of independence indicates that the  

 
relationship between designation and perception 
towards proper human resource planning is not 
significant in case of HRTC because the p value of chi 
square test of significance is 0.009 and it can be 
concluded that majority of the employees with 
different positions held in the company are of the 
same view that there is a proper human resource 
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planning in the organization whereas in Punjab 
Roadways it is significant because the p value of chi 
square test of significance is 0.000 means different 

position have the different opinion regarding proper 
human resource planning. 

Table – 3  
Age and Proper  supply  of  the Right  type of  People in Right  Number 

 

Age 

HRTC Punjab Roadways 

Proper supply  of  the r ight  

 type o f  

people in the r ight  number  
Tota l  

Proper supply  of  the r ight    

type of  

people in the r ight  number  
Tota l  

Yes No Yes No 

18-25 

Years 

4 16 20 15 11 26 

20.0% 80.0% 100.0% 57.7% 42.3% 
100.0

% 

26-35 

Years 

10 40 50 30 53 83 

20.0% 80.0% 100.0% 36.1% 63.9% 
100.0

% 

36-45 

Years 

16 38 54 7 38 45 

29.6% 70.4% 100.0% 15.6% 84.4% 
100.0

% 

46-55 

Years 

29 107 136 0 49 49 

21.3% 78.7.9% 100.0% 0.0% 100.0% 
100.0

% 

55  and 

above 

6 34 40 1 46 47 

15.0% 85.0% 100.0% 2.1% 97.9% 
100.0

% 

Tota l  

65 235 300 53 197 250 

21.7% 78.3% 100.0% 21.2% 78.8% 
100.0

% 

 χ
2  =3.189 P=0. 527 χ

2  =56.097 P=0.000 

 
 

Table 3 indicates that there is an insignificant 
relationship as the p value of chi square is 0.527 
between age and perception towards supply of right 
type of people in right number in HRTC means 
different age group people have same view that there 
is not the proper supply of right type of people in right 
number and in Punjab Roadways there is significant 
relationship between age and perception towards 
supply of right type of people in right number 
relationship as the p value of chi square is 0.000. The 

frequency shows that 80 percent of the respondents 
between the age group of 18-25 years and 26-35 years 
considered that there is not proper supply of right type 
of people in right number in HRTC whereas in Pun 
jab Roadways 84.4 percent respondents of 36-45 
years age group, 100 percent of 46-55 years and 
97.9percent of 55 and above age group considered 
that there is not proper supply of right type of people 
in right number. 

 
 
 
 
 

31 



ISSN NO. 2456-3129  
 

International Journal of Engineering, Pure and Applied Sciences,  
Vol. 1, No. 3, Dec-2016 

 

. 
 

Table -  4  
Designat ion and Proper Supply of  the Right type of  People in Right  Number 

 

Designat ion 

HRTC Punjab Roadways 

Proper supply  of  the r ight  
type of  

people in the r ight  number  Tota l  

Proper supply  of  the  
r ight  type of  

people in the r ight   
number  

Tota l  

Yes No Yes No 

Workers 
30 120 150 34 92 126 

20.0% 80.0% 
100.0

% 
27.0% 73.0% 

100.0
% 

Trade Union 
Leaders 

16 59 75 7 55 62 

21.3% 78.7% 
100.0

% 
11.3% 88.7% 

100.0
% 

Management 
Personnel 

19 56 75 12 50 62 

25.3% 74.7% 
100.0

% 
19.4% 80.6% 

100.0
% 

Tota l  
65 235 300 53 197 250 

21.3% 78.3% 
100.0

% 
21.2% 78.8% 

100.0
% 

 χ
2  =.845 P=0.656 χ

2  =6.294 P=0.043 

 
The response of employees with different 
designations has been presented in Table 4. The table 
depicts that 80 percent of the workers feel that there is 
not proper supply of right type of people in right 
number. The 78.7 percent trade union leaders and 
74.7 percent management personnel are also have 
same perception in HRTC. However in Punjab 
Roadways also the workers, trade union leader and 
management personnel are of the same view that there 
is not proper supply of right type of people in right 
number showing percentage of 73, 88.7 and 80.6 
percent respectively. The chi-square value reveals that 
the relationship between designation and perception 
towards proper supply of right type of people in right 
number is not significant in HRTC. Hence it can be 
concluded that majority of the respondents 
designation wise  are of the same view that there is 
not the proper supply of right type of people in right 
number whereas in Punjab Roadways this relationship 
is significant at p value of 0.043means designation 
wise people have different perception towards proper 
supply of right type of people in right number. 
The perception of employees towards proper supply 
of right type of people in right number in association 
with different factors viz. age, designation etc.  

 
analyzed has revealed that the overall perception of 
employees is different but unfavorable (78.3.%) in 
HRTC and (78.8%) in Punjab Roadways regarding 
proper supply of right type of people in right number. 
Table 5 and 6 shows the ranking given by the 
respondents to the various objectives of human 
resource planning in the organization. Although all 
are the objectives of human resource planning, the 
ranking given by the employees has been noted base 
on their opinion. The respondents have given 
first rank to workload analysis as an objective of 
human resource planning. Second rank has been 
assigned to the objective of economic factors and 
third rank has been assigned to changing technology 
by the respondents in both the organization HRTC 
and Punjab Roadways. Objectives of organization as 
an objective of human resource planning have been 
given least priority by the respondents. It can be thus 
be derived from the above results that the human 
resource planning manager can keep in mind the 
workload analysis followed by the economic factors 
and changing technology as primary objectives of 
human resource planning . 
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Table-5  

Parameters of Human Resource Planning- Ranking (HRTC)
                                                                  N=300 

 

Note: First rank is given a score of five, second rank a score of four, third rank a score of three, fourth rank a score of two 
and fifth rank a score of one, Ranking is done on the basis of Total Weighted Score (TWS), WS denotes weighted score. 

Table –6 
Parameters of Human Resource Planning-Punjab Roadways 

N-250 

 
 
Note: First rank is given a score of five, second rank a score of four, third rank a score of three, fourth rank a score of two 
and fifth rank a score of one, Ranking is done on the basis of Total Weighted Score (TWS), WS denotes weighted score. 

The attitudes of respondents towards human resource 
planning have been represented in Table 7. 41.3 percent in 
HRTC and 64.8 percent of the respondents have expressed 
their agreement to the statement ‘Human resource planning 
is done keeping in view the organizational goals’. The mean 
score is more than the mean standard score i.e. 3 at five 
point likert scale in HRTC and 3.38 in Punjab Roadways.  
Further the negative value of skewness states that opinion is 
scattered more towards higher side. It is also supported by 
the calculated value of kurtosis. While applying χ2 test of 
goodness of fit, it is significant implying that the opinion of 
the respondents is not equally distributed. Thus it can be 
concluded that majority of the respondents perceive that 
‘Human resource planning is done keeping in view the 
organizational goals’. 
The results worked out regarding the perception of 
employees of the organization towards the statement ‘The 

future organization structure and manpower requirements 
are considered’ shows that the 3.37 % of the respondents are 
strongly agreeing and 28.3 % of the employees are agreeing 
to the statement. 46.0 percent of the respondents are 
disagreed and 9.0 percent of respondents are strongly 
disagree about the statement that the future organization 
structure and manpower. Requirements are considered by 
the organization in HRTC. The responses of employees 
relating to this statement deviates (1.08) up to some extent 
from the mean value. Whereas in Punjab Roadways 49.2 % 
of the employees are agreeing to the statement. 46.0 percent 
of the respondents are disagreed and 2.8 percent of 
respondents are strongly disagree about the statement that 
the future organization structure and manpower 
requirements. The responses of employees relating to this 
statement deviates (1.03) up to some extent from the mean 
value. The results relating to skewness and kurtosis also 

S. 
No. 

Objectives 
Respondents 

giving Ist 
Rank 

WS 
Responde
nts giving 
2nd Rank 

WS 

Respo
ndents 
giving 
3rd 

Rank 

WS 
Responde
nts giving 
4th Rank 

WS 
Responden

ts giving 
5th  Rank 

WS TW
S 

Ran
k 

1 Objective 17 85 28 112 3 9 125 250 127 127 583 V 

2 
Business 
Plan 

19 95 21 84 36 108 113 226 111 111 624 1V 

3 
Workload 
Analysis 

162 810 68 272 44 132 8 16 18 18 1248 I 

4 
Economic 
factors 

80 400 97 388 89 267 18 36 16 16 1107 II 

5 
Changing 
Technology 

26 130 86 344 124 372 36 72 28 28 946 III 

S. No. Objectives 
Respondent
s giving Ist 

Rank 
WS 

Responden
ts giving 

2nd Rank 
WS 

Respo
ndents 
giving 
3rd 

Rank 

WS 
Responde
nts giving 
4th Rank 

WS 
Responden

ts giving 
5th  Rank 

WS 
TW
S Rank 

1 Objective 1 5 3 12 34 102 91 273 121 121 513 V 

2 
Business 
Plan 

4 20 6 24 47 141 133 399 60 60 644 1V 

3 
Workload 
Analysis 

189 945 48 192 10 30 2 6 1 1 1174 I 

4 
Economic 
factors 

32 160 110 440 70 210 2 6 36 36 852 II 

5 
Changing 
Technology 

21 105 94 376 79 237 24 72 32 32 822 III 
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show the same direction. The χ2 test of goodness of fit 
establishes the significance. 
 

 

Table – 7  
Attitudes of Respondents towards Human Resource Planning 

 

 

The opinion of the respondents regarding ‘Proper job 
analysis is done keeping in mind the job description and 
specification’ show 2.92 mean score with the variation in the 
opinion is 1.26 and 3.39 mean score in Punjab Roadways 
with the deviation of 0.99 which indicates deviation up to 
some extent from the mean value. The results relating to 
skewness and kurtosis also support the above results. The χ2 
test of goodness of fit indicates that it is significant at one 
percent level. The opinion of the respondents regarding 
‘Various sources are compared before starting the 
requirement process.’ show 3.07 mean score with the 
variation in the opinion is 1.14 and 3.63 mean score in 
Punjab Roadways with the deviation of 0.86 which indicates 
deviation up to some extent from the mean value. 35.7 
percent of employees are agreed that ‘Various sources are 

compared before starting the requirement process.’ In HRTC 
whereas 80.2 percent of respondents in Punjab Roadways 
are agreed with the statement. The results relating to 
skewness and kurtosis also support the above results. The χ2 
test of goodness of fit indicates that it is significant at one 
percent level. The overall results show that there is different 
perception of respondents towards different aspects of 
human resource planning. Also there is an indication that 
both the organization needs to further improve the strategies 
towards human resource planning so as to achieve the 
maximum efficiency. 

 

 

6. CONCLUSION 

S. 
No. 

 

Statements Organiz
ation 

Frequencies 

Mean S.D. Skew
ness 

Kurtos
is 

Chi-
Square 

P-
Value Strong

ly 
Agree 

Agree 
Undeci

ded 
Disagre

e 

Strongly 
Disagre

e 

1 

Human 
resource 
planning is 
done keeping 
in view the 
organization
al goals 

HRTC 
20 

(6.7) 

124 

(41.3) 

23 

(7.7) 

102 

(34.0) 

31 

(10.3) 
3.00 1.20 

-
.129 

-
1.311 

161.16
7 

0.000 

Punjab 
Roadwa

ys 

4 

(1.6) 

162 

(64.8) 

13 

(5.2) 

67 

(26.8) 

4 

(1.6) 
3.38 .95 

-
.826 

-.903 
368.68

0 
0.000 

2 

The future 
organization 
structure and 
manpower 
requirements 
are 
considered 

HRTC 
11 

(3.7) 

85 

(28.3) 

39 

(13.0) 

138 

(46.0) 

27 

(9.0) 
2.72 1.08 .329 -1.047 177.333 0.000 

Punjab 
Roadwa

ys 

0 

- 

123 

(49.2) 

5 

(2.0) 

115 

(46.0) 

7 

(2.8) 
2.98 1.03 -.106 -1.787 204.848 0.000 

3 

Proper job 
analysis is 
done keeping 
in mind the 
job 
description 
and 
specification 

HRTC 
30 

(10.0) 

95 

(31.7) 

37 

(12.3) 

98 

(32.7) 

40 

(13.3) 
2.92 1.26 .043 -1.239 74.967 0.000 

Punjab 
Roadwa

ys 

5 

(2.0) 

168 

(67.2) 

4 

(1.6) 

66 

(26.4) 

7 

(2.8) 
3.39 .99 -.902 -.743 403.400 0.000 

4 

Various 
sources are 
compared 
before 
starting the 
requirement 
process. 

HRTC 
28 

(9.3) 

107 

(35.7) 

39 

(13.0
) 

112 

(37.7) 

14 

(9.3) 
3.07 1.14 .042 -1.238 141.567 0.000 

Punjab 
Roadwa

ys 

3 

(1.2) 

202 

(80.2) 

3 

(1.2) 

33 

(13.2) 

9 

(3.6) 
3.63 .86 -1.832 2.035 589.840 0.000 
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Human resource planning is the primary function of 
management of human resources. It is evaluation and 
identification of human resources requirements for 
meeting organizational objectives. It covers the 
management of present employees and anticipation of 
future manpower requirements. Human resource 
planning is forecasting an organization’s future 
demand for and supply of the right type of people in 
the right number. HRTC and Punjab Roadways are 
following a proper human resource planning 
strategies, based on its corporate business objectives, 
the organizations anticipates the future requirements 
of various kinds of talents but in both the 
organizations there is not the proper supply of right 
type of people in right number which means that 
existing staff have the problem of over workload on 
them. Based on the results of ranking the human 
resource planning manager in both the organization 
can keep in mind the workload analysis followed by 
the economic factors and changing technology as 
primary objectives of human resource planning. 
The results based on perception of employees towards 
human resource planning strategies of HRTC and 
Punjab Roadways revealed that there is a good human 
resource planning keeping in view the organizational 
goals. The future organization structure and 
manpower requirements have to be properly 
considered in both the organization. On the basis of 
this finding, it is suggested that the human resource 
planning aspect needs to be strengthened and a proper 
job analysis to be done in order to examine the real 
position of the activities performed by the employees 
of both the organizations so that proper forecasting of 
people requirement could be done. This will help both 
the organization to foresee the right talent required in 
future and their further utilization towards the 
betterment of the organization as a whole. 
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