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ABSTRACT 

 

The present study investigates that the Human Resource Development (HRD) Practices 

influencing Job Satisfaction with special reference to BSNL, Madurai Secondary Switching Area 

(SSA). The human resource management is a function which is mainly concerned with people at 

work and with their relationship within the organization. HRD Practices using variables such as 

Recruitment and Selection, Training and Development, Appraisal and Reward, Performance 

Management, Managing people, Promotion and Transfer, Compensation management and welfare 

measure, Employee health and safety, Industrial relations its Relationship. The human resource 

management function has emerged as one of the most important areas of organizational practice. The 

uniqueness of human resource function has the characteristics that provide the greatest challenge as 

well as the opportunity. Today human resources occupy, more than ever, the center stage of all 

economic activities. It is alarming time for all those organizations that wish to be successful in global 

HR to gear up and implement desired shift in their prevailing HRD practices and leverage their 

human resource along with the other resources. To examine the level of HRD Practices associated 

with Job Satisfaction using by Job Descriptive Index (JDI) Scale among BSNL employees. The JDI 

scale included Work, Supervision, Pay, Promotions, and Co-worker. Job satisfaction may be defined 

as a pleasurable positive emotional state resulting from the appraisal of one’s job or job experiences. 

For conducting this research a sample of 100 employees in BSNL, Madurai SSA. Some important 

implications for future research are also derived from the study. 

 

KEY WORD: Job Satisfaction, Organisation, Human Resource Development. 

 

INTRODUCTION  

 
In India, the origin of human resource management can be traced in the 1970s, concern for 

welfare shifted towards higher efficiency, a change in professional values of human resource 

managers was visible. During the 1980s due to new technology and other environmental changes, 
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Human Resource Development (HRD) became a major issue. During the 1990s, the overwhelming 

role of human factor in industry has been realized. Growing awareness about the significance of 

human side of organisation has led to the development of human resource management as a distinct 

discipline. Focus on human values and a philosophical approach, are likely to provide this discipline 

the status of a profession. Thus, the human resource function in India has grown through several 

stages, e.g., labour welfare, industrial relations, labour administration, personnel management and 

finally to human resource management and human relations and human resource development. HRM 

has come a long way from being just a support, hygiene related function to a strategic function. 

Recruitment and selection is the process of attracting individuals on a timely basis, in 

sufficient numbers and with appropriate qualifications. The selection process varies from 

organization to organization, job to job, and country to country. 

Training and development programmes deficiencies in employees. Training makes the 

employees versatile in operations.  All rounder can be transferred to any job.  Flexibility is therefore 

ensured.  Growth indicates prosperity, which is reflected in increased profits from year to year. 

The policy must have a clear, fair and transparent process that applies to all employees within 

the organisation. A transfer requires employees to change the work group, workplace or unit. The 

transfer may be to relocate the employee to a different geographic region. 

A Mental health disturbance in thoughts, feelings and perceptions that has a direct affect in 

day to day functioning. Mental illness affects thinking, mood and behaviour; this is associated with 

distress and or functional impairment with symptoms varying from mild to severe. 

Industrial Relations (IR) is the relationship which exists between employers and employees. 

It is most important that this relationship is good. The importance of Good IR reduces the industrial 

disputes, at a same time its improve the morale of the employees. Employees work with the great 

zeal. The main object of IR is a complete mental revolution of workers and employees.  

Job satisfaction is the feeling an employee gets when the job he does fulfils all his 

expectations. While morale refers to the attitude of the employees of an organization and is a group 

concept, job satisfaction is the feeling of an individual employee. Job satisfaction has been defined as 

a ‘pleasurable or positive emotional state resulting from the appraisal of one’s job or job 

experiences’. It expresses the amount of agreement between one’s expectation of the job and the 

rewards that the job provides. The nature of one’s environment of job is an important part of life as 

Job Satisfaction influences one’s general life satisfaction.  

Job Satisfaction, thus, is the result of various attitudes possessed by an employee. In a narrow 

sense, these attitudes are related to the job under condition with such specific factors such as wages. 

Supervisors of employment, conditions of work, social relation on the job, prompt settlement of 

grievances and fair treatment by employer. However, more comprehensive approach requires that 

many factors are to be included before a complete understanding of job satisfaction can be obtained.  

The BSNL Tamil Nadu Telecom Circle office is situated in Chennai as like state 

Headquarters, it is further divided in to Secondary Switching Areas (SSA) as like Revenue Districts. 

The BSNL TN Telecom Circle consists of 17 SSAs, the names of the SSAs are Coimbatore, 

Cuddalore, Dharmapuri, Erode, Karaikudi, Kumbakonam, Madurai, Nagercoil, Nilgiris, 

Pondycherry, Salem, Thanjavur, Tirunelveli, Trichy, Tuticorin, Vellore, and Virudhunagar SSA.  

The study comprises in Madurai SSA, three Revenue Districts were covered namely Madurai, Theni 

and Dindugal Districts.  

  

REVIEW OF LITERATURE 

 
 Research into the role and effect of HRD Practices and its Relationship with Job Satisfaction 

in organizations is opening up a new and exciting area of study. 

 Guest, (2002) identified that job satisfaction as a key variable mediating or intervening any 

positive link between human resources (HR) practices and organizational performance. Green, 
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(2006) studied that in disparity, researchers suggested that in UK, the implementation of human 

resources practices has been related with higher levels of job intensity resultantly lowered the levels 

of job satisfaction.   

 Appelbaum, (2002) noted that human resource practices adopted as part of a high-

performance work system were not mainly premeditated to increase job satisfaction, in practice, they 

might or might not have such effect. It might be the case that human resource practices impact on job 

satisfaction such as satisfaction with sense of achievement or satisfaction with salary. Hence, future 

research is required to assess the actual effects of human resource practices on individual’s job 

satisfaction and overall job satisfaction. 

 Financially healthy organizations are likely to be those which are successful in maintaining 

and retaining a workforce characterized by good physical, psychological, and mental health. This 

impact on employee health and well-being, and so determine the financial health and profitability of 

the organization. It also addresses the efficacy of various intervention strategies in reducing 

employee stress, and their implications for organizational practices and human resource policies. 

(Cooper et al., 1994). 

 The basic purpose of performance appraisal has been to prepare a useful feedback to 

personals so that they can develop their performance. It has eight suitable methods: Personal 

appraisal, 360 degree appraisal, self appraisal, Competence assessment, objective setting, 

performance related to pay, Coaching, Personal improving plan (Peretz,2008). Rewards management 

is the one of processes in the human resources that is developed, underpinned practically, 

academically and known as a “Soft Variant” for human nature in the subject (Ekaterini Galanou, 

2011). 

 Ali and Ahmed (2009) confirmed that there is a statistically significant relationship between 

reward and recognition respectively, also motivation and satisfaction. 

 Eunmai, (2005), HR Practices, have been extensively examined, the effects of employees’ 

overall perception of HR effectiveness have rarely been studied. 

 One Human Resource function that aids in changing employee behavior is that off support 

from employer for personal development, it leads to employees positive responses as being engaged 

and committed (Maurer and Lippstreu, 2008).  

 Job Satisfaction as Related to Organisation Climate and occupational Stress: A case Study of 

Indian Oil found the results of the study also confirmed the assumption that high age group managers 

as well as high age group engineers were equally satisfied with their jobs and the study revealed the 

same findings when low age group mangers and low age group engineers were compared on their job 

satisfaction level by Jain, et al., (2007).   

 Edwina Pio, (2007) reported that A Review and Avenues for Future Research in this study he 

pointed out integrates and discusses research on HRM in India with a focus primarily on the past 

fifteen years. It is within this complexity that research on India and its workforce is presented by 

illuminating HRM as embedded in the Indian environment with its intricate epistemologies and 

transitions in a period of dynamic change.  

 Shruti Gupta, (2008), examined that “The Indian and Japanese HRM Practices: Similarities 

and Differences with Analysis of Automobile Sector in India”. This exploratory study found that the 

key HRM factors of significant differences in Recruitment and Selection, Training and Development, 

Performance Appraisal, Compensation Practices and Job Design amongst the two countries.  

 Alina Ileana Petrescu et al., (2008), postulate that “Human resource management practices 

and workers’ job satisfaction”, the purpose of this study is to investigate the relationship between 

several HRM practices and workers’ overall job satisfaction and their satisfaction with pay. The 

findings of the study it was concluded that A pay structure that is perceived to be unequal is 

associated with a substantial reduction in both non-union members’ overall job satisfaction and their 

satisfaction with pay.  
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  “The Effect of Biographical Variables on the Job Satisfaction of A Group Human Resource 

Management Employees working in a Municipality”  in this study, result indicated that employees 

are uncertain about the job satisfaction components: company policies and practices, remuneration, 

promotion, security, acknowledge for good performance, status, supervisor skills, working 

conditions, equipment and facilities discussed by Markham et al., (2008).  

 Arngrim Hunnes (2009), “Internal wage dispersion and firm performance: White-collar 

evidence’. The purpose of this study is to investigate the net relationship between internal wage 

dispersion and firm performance. The study contributes to the relatively sparse empirical literature 

on internal wage dispersion and firm performance. 

 In fact, the study aims to narrow down the research gap due to prior literature focusing either 

on the impact of employee incentives on individual effort and employee incentives on firm 

performance, thus leaving the effect of employee incentives on firm-level performance with little 

attention. Secondly, as Bryson & Freeman (2010) argue, firms are found to frequently switch 

between different employee compensation schemes. This signals that organizations have difficulties 

in structuring optimal schemes. Therefore, knowing that PBC plans for employees are getting more 

popular, it is essential for practitioners to know which type of compensation plans work best and for 

whom.  

 A notable share of prior literature focuses on blue-collar work although in today’s economy 

white-collar work is of considerable importance (Hopp et al., 2009). There is some research that 

touches upon blue-collar employee incentives but less evidence regarding the effects of white-collar 

worker incentives on firm performance. Yet, job design, requirements and responsibilities of all three 

groups, executives, white-collar and blue-collar workers, are different and this should be reflected in 

compensation schemes (Kauhanen & Napari, 2012). 

 The Employee attitudes typically reflect the moral of the company. Every Organization 

should develop strategies that strengthen the work environment and increase the employee’s morale 

and satisfaction to enhance employee performance and productivity. Job satisfaction represents one 

of the most complex areas facing today’s managers when it comes to managing their employees. 

Policy makers and managers have turned their attention to provide different kinds of facilities to their 

employees in order to satisfy their employees. A good work environment and conditions can increase 

employee job satisfaction and the employees will try to give their best which can increase the 

employee work performance (Jitendra et al., 2013). 

 

STATEMENT OF PROBLEM 

  
� BSNL has different level of cadres and also Job Satisfaction is varying at different levels. Job 

Satisfaction of the employees dependent on various factors. This factor has to be developed with 

needs to be studied further.  

� HRD Practices are varies at different levels in BSNL, because it is a Government concern. BSNL 

has High level of stress and different age factor changes in organisation, so the needs to further 

study.  

 

OBJECTIVE OF THE STUDY 

 
1. To know the demographic profile of employees in the study unit. 

2. To examine the level of HRD Practices factors. 

3.  To identify the relationship between Job Satisfaction factors. 

4. To know the relationship and impact between HRD Practices and Job Satisfaction of 

employees in the study unit. 
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RESEARCH METHODOLOGY 

 

The methodology of the study is based on the primary data as well as secondary data. The 

study depends  mainly on the  primary  data  collected  through a well-framed  and  structured  

questionnaire  to elicit  the well-considered  opinions of the respondents by survey method.  For 

conducting this research a sample of 100 employees in BSNL, Madurai SSA by Stratified Random 

Sampling.  Both executives and non-executives group are included male and female and their age 

group is 25 to 56 years. The validity and reliability of the questionnaires were measured. The internal 

consistencies of scale were assessed through computing Cronbach’s Alpha. The questionnaire shows 

the reliability value ranging from 0.8 to 0.9. Implication from these values indicates that all of the 

items used for each component in the questionnaire have a high and consistent reliability values. 

Human Resource Development Practices using variables such as Recruitment and Selection, 

Training and Development, Appraisal and Reward, Performance Management, Managing people, 

Promotion and Transfer, Compensation management and welfare measure, Employee health and 

safety, Industrial relations its Relationship and impact to Job Satisfaction using by Job Descriptive 

Index (JDI) Scale [Smith, et al. (1969)].among the employees of the study unit. The JDI scale 

included Work, Supervision, Pay, Promotions, and Co-worker.  

 

RESULTS AND DISCUSSION 

 
 As shown in below Table- 1, the distribution of the study subjects and descriptive statistics 

according to their age, cadre, educational qualification, nature of job, monthly income & years of 

service were demonstrated.  

 

Table -1: Distribution of study subjects and Descriptive Statistics (N=100) 

Sl. No. Characteristics Groups Frequency Percentage Mean S.D 

1 Age Groups 

25-34 10 10.0 
 

2.71 

 

 

0.867 

 

35-44 37 37.0 

45-54 38 38.0 

Above 55 14 14.0 

2 Cadre 
Executive 56 56.0 1.64 

 

0.486 

 Non Executive 44 44.0 

3 Gender 
Male 62 62.0 1.45 

 

0.442 

 Female 38 38.0 

4 
Education 

qualification 

Diploma 11 11.0 

2.71 0.946 

Graduate  

(Technical) 
34 34.0 

Graduate 

(Non Technical) 
35 35.0 

Post Graduate 20 20.0 

5 Nature of Job 
Technical 66 66.0 1.25 

 

0.457 

 Non Technical 34 34.0 

6 

 
Years of  Service 

0-10 8 8.0 

2.68 0.836 
11-20 41 41.0 

21-30 39 39.0 

More than 30 12 12.0 

7 Monthly Income 

35001-50000 53 53.0 

2.39 0.547 50001-70000 42 42.0 

More than 70000 5 5.0 

Source: Primary Data 
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Table -2:    Correlation Analysis and Rank for HRD Practices 

Source: Primary Data                                               ** Significant at 1% level,      
  

 

 As shown in the table-2, reveals that the Human Resource Development factors associated 

with Human Resource Development Practices in rank by using correlation analysis. P - Values are 

significant at 1% level. Based on the P-value in the above table the Industrial Relations is highly 

influencing in HRD Practices.   

 

Table-3. Pearson Correlation Matrix for Job Satisfaction factors 

Factors Work Supervision Pay Promotions Co-Workers 
Over all Job 

Satisfaction 

Work 1.000      

Supervision 0.847
**

 1.000     

Pay 0.381
**

 0.419
**

 1.000    

Promotions 0.323
*
 0.357

**
 0.362

**
 1.000   

Co-Workers 0.923
**

 0.799
**

 0.415
**

 0.317
**

 1.000  

Over all Job 

Satisfaction 
0.881

**
 0.824

**
 0.692

**
 0.719

**
 0.892

**
 1.000 

Source: Primary Data                     ** Correlation is significant at the 0.01 level (2-tailed). 

                                            * Correlation is significant at the 0.05 level (2-tailed). 

 
Using the table-3, the inter correlation are tested with the following Null Hypothesis. 

   

Hypothesis-1: 

 
 There is a no correlation difference between Job Satisfaction factors and overall Job 

satisfaction of the BSNL employees. 

  

 Based on the Pearson Correlation Matrix table reveals that, since significant value is less than 

0.01, the null hypothesis is rejected at 1% of level of significance and except the factor of Promotion 

and work is rejected at 5% of level. Hence, it is concluded that there is significantly related between 

Job Satisfaction factors of BSNL with overall Job satisfaction of employees. 

 

 

Item Factors P -Value Rank 

HRD Practices 

Employee Health and Safety 0.413
**

 8 

Performance Management 0.629
**

 5 

Managing People 0.513
**

 7 

Training and Development 0.734
**

 2 

Appraisal and  Reward 0.658
**

 4 

Promotion and Transfer 0.385
**

 9 

Compensation Management and Welfare Measure 0.587
**

 6 

Industrial Relations 0.879
**

 1 

Recruitment and Selection 0.691
**

 3 
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Table - 4. “t”-Test 

Factors Mean Std. Deviation t-Value P-Value 

Recruitment and Selection – Job Satisafaction 29.871 12.182 25.361 < 0.001** 

Training and Development – Job Satisafaction 38.196 11.901 36.789 < 0.001** 

Appraisal and Reward – Job Satisfaction 17.831 12.315 13.993 < 0.001** 

Performance Management – Job Satisafaction 48.876 7.922 54.326 < 0.001** 

Managing People -Job Satisfaction  53.876 6.184 83.959 < 0.001** 

Promotion and Transfer – Job Satisafaction 27.264 9.285 31.963 < 0.001** 

Compensation Management and Welfare Measure – 

Job Satisafaction 
25.298 9.723 33.397 < 0.001** 

Employee Mental Health and Safety – Job Satisfaction 67.689 6.319 109.598 < 0.001** 

Industrial  Relations -Job Satisfaction  59.170 6.925 87.293 < 0.001** 

Overall HRD Practices – Job Satisafaction 364.390 42.935 91.277 < 0.001** 

   Source: Primary Data                                                  ** Significant at 1% level,       

 

 Table- 4 shows the mean, S.D. score, t-value and P- value of “t”-test between the Human 

Resource Development Practices’ factors and Job satisfaction. 

 

Hypothesis-2: 
 There is a no significant difference among the Human Resource Development Practices’ 

factors and Job satisfaction. 

  Based on “t” – test, since P-value is less than 0.01, the null hypothesis is rejected at 1% of 

level of significance.  There is significant association between HRD practices of BSNL with Job 

satisfaction of employees. 

 

Table-5: Level of Job Satisfaction of Employees in BSNL, Madurai SSA 

 

 

 

 
 
                        
                                
   Source: Primary Data 

 

 As shown in the table-5, Level of Job Satisfaction of Employees in BSNL. Only 2% 

employees have low level in Job satisfaction, 53% Employees having moderate level of Job 

Satisfaction and 45% Employees having their Job Satisfaction in high level to the organisation.   

 

FINDINGS AND CONCLUSIONS 
 

 This study reveals a Human Resource Development Practices influencing Job Satisfaction in 

BSNL Madurai SSA. It shows that, there is significant association between HRD practices of BSNL 

with Job satisfaction of employees. Hence, it is concluded that there is a positive relationship exists 

between HRD Practices and Job satisfaction in BSNL, Madurai SSA. 

 

• Because, the BSNL having good and transparency Recruitment and Selection process the 

employees all are satisfied.  

Job Satisfaction Frequency Percent 

Low Level 2 2.0 

Moderate Level 53 53.0 

High Level 45 45.0 

Total 100 100.0 
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• The BSNL is providing adequately and necessary Training and Development to the employees, 

which makes the employees were highly satisfied.  

• The BSNL has a clear, fair and well Appraisal and Reward policy, which makes the employees, 

were highly satisfied.  

• The BSNL has good Performance Management system, which makes the employees were 

highly satisfied.  

• The BSNL follows good techniques of Managing people, which makes the employees were 

highly satisfied in doing their jobs.  

• The BSNL has a transparent, quick widely accepted Promotion and Transfer policy, which 

makes the employees were highly satisfied.  

• The BSNL has well a Compensation Management system, which is at par with industrial 

standards. This makes the employees were highly job satisfaction.  

• The BSNL has a good Employee health and Safety system for its employees, which is highly 

accepted through Job satisfaction.  

• The BSNL has a vibrant Industrial Relation policy, which makes the employees were highly 

satisfied.  

• To sum up the overall Human Resource Development practices of BSNL is highly accepted by 

its employees. This is widely seeing in through Job Satisfaction levels of employees. 

 The task of acquiring sound and credible employees belongs to the Human Resources 

Development Practices influencing Job satisfaction. Since, HRD Practices is a known field under the 

concept of management, it is expected that several theories, models and tools have been developed to 

promote its manifestations. In an increasingly competitive organization are largely dependent on 

their employees for success. The aim of the study was to explore the impact of HRD Practices on Job 

Satisfaction. 
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