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Abstract-—- This study explores the effectiveness of Human
Resource (HR) practices at Perfect Engineers, Coimbatore,
with emphasis on recruitment efficiency, training quality,
communication, workload balance, and employee
development. A census survey was conducted among 100
employees using a structured questionnaire. The data were
analyzed through SPSS 26 employing descriptive statistics,
correlation, and chi-square tests. Results indicate a strong
positive relationship between job satisfaction and willingness
to recommend the organization (r = 0.612, p < 0.01). Key
concerns identified include workload imbalance, limited
growth opportunities, and communication gaps. The study
suggests implementing transparent appraisal systems,
equitable training access, and structured career pathways to
strengthen workforce engagement and retention.
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I. INTRODUCTION

Human resources form the core of organizational
effectiveness, particularly in the manufacturing sector
where productivity depends heavily on employee
motivation and skills. Perfect Engineers, an ISO-certified
precision engineering firm in Coimbatore, employs around
100 staff across production, quality, sales, finance, and
administration. Although the company has a strong
technical base, it faces growing challenges in employee
engagement, workload management, and career
advancement.

The Indian industrial landscape has become increasingly
competitive under initiatives like Make in India, requiring
companies to adopt modern, data-driven HR systems.
Hence, this study analyzes the HR framework of Perfect
Engineers to identify existing gaps and propose
improvements that can enhance employee satisfaction,
reduce attrition, and support sustainable productivity.

II. REVIEW OF LITERATURE (DESCENDING ORDER)

Mercer (2025) — Reported that flexible scheduling,
recognition, and career transparency increase retention in
blue-collar industries. This supports the need for flexible
work policies at Perfect Engineers.

1293

Deloitte (2024) — Found that digital HR analytics and real-
time feedback significantly improve trust and workforce
efficiency. Reinforces adopting data- driven HR
dashboards in the company.

McKinsey (2023) — Observed that workload stress and poor
promotion visibility are top attrition causes in engineering
firms. Parallels the career stagnation and workload
imbalance found in this study.

Gartner (2022) — Emphasized continuous learning and
personalized training as key engagement drivers. Relates to
the uneven training participation among employees.

Becker et al. (2021) — Proposed that integrated High-
Performance ~ Work  Systems (HPWS) combining
recruitment, training, and rewards deliver superior
performance. Suggests a coordinated HR framework for
Perfect Engineers.

III. OBJECTIVES OF THE STUDY

1. To analyze the overall effectiveness of HR practices at
Perfect Engineers.

2. To examine the impact of training
communication on employee satisfaction.

3. To identify key HR challenges affecting engagement
and retention.

4. To develop recommendations for data-driven HR
improvement.

and

IV. RESEARCH METHODOLOGY

e Research  Design: and

(quantitative approach).

Descriptive analytical

o Population: All 100 employees of Perfect Engineers.

o Sampling Technique: Census method covering the
entire workforce.

o Data Sources:
® Primary Data—Structured questionnaire (30 items).

* Secondary Data — Company HR records, journals, and
reports.



N 2

IJRDET

International Journal of Recent Development in Engineering and Technology
Website: www.ijrdet.com (ISSN 2347-6435(Online) Volume 15, Issue 02, February 2026)

o Statistical Tools: Descriptive analysis, Pearson o FEthical Considerations: Informed  consent,
correlation, and Chi-square test using SPSS 26. confidentiality, and voluntary participation ensured.

e Significance Level: 5 % (p < 0.05).

V. DATA ANALYSIS AND INTERPRETATION

1 — Experience vs Perception of Growth Opportunities

Years of Experience Yes No Total Row % (Yes)

<1 year 7 7 14 50.0 %

1-3 years 14 21 35 40.0 %

4-7 years 9 25 34 26.5%

8 + years 3 14 17 17.6 %

Total 33 67 100 33.0 %

Chi-square = 8.426 df=3 p=0.038 (<0.05)
Interpretation: o Growth Opportunities «»> Satisfaction (r = 0.546, p <
A significant association exists between tenure and 0.01) o S

perception of growth. As experience increases, the feeling ¢ Management Communication «> Satisfaction (r =
of limited career progression rises sharply— showing that 0.534,p<0.01)

long-tenured staff experience stagnation. Establishing
transparent promotion criteria and leadership development
programs is essential to reverse this trend.

These demonstrate that open communication and career
visibility are the strongest engagement drivers.

Correlation Insights

e Job Satisfaction <> Recommend Company (r=0.612,
p<0.01)

2. Relationship Between Training and Job Satisfaction (Correlation Analysis)

Variables Pearson  Correlation (r) Sig. (2-tailed) N

Training Effectiveness 0.584#* 0.000 100

Job Satisfaction — — _
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Interpretation:

The correlation value (r = 0.584, p < 0.01) indicates a
strong  positive  relationship  between  training
effectiveness and job satisfaction among employees.
This means that as the quality and relevance of training
programs improve, employees exhibit higher levels of
motivation and satisfaction.

It shows that training acts as both a performance
enhancer and a retention factor within Perfect Engineers.
The HR department must therefore ensure consistent,
equitable access to structured learning programs for all
departments.

3. Communication Quality and Employee Commitment (Regression Analysis)

Model R R Adjusted R? Std.
Summary Error
0.612 0.374 0.367 0.428
ANOVA Sum of df Mean F Sig.
Squares Square
Regression 14.280 1 14.280 22.65 0.000
Residual 23.820 98 0.243 — —
Total 38.100 99 — — —
Interpretation: 3. Communication Gaps: Nearly 45 % are neutral or

Dependent Variable: Employee Commitment
Independent Variable: Communication Quality
Interpretation:

The regression model shows that communication quality
explains 37.4% of the variance in employee
commitment (R*> = 0.374, F = 22.65, p < 0.01).
This confirms that better internal communication—through
meetings, feedback systems, and recognition—significantly
increases employee loyalty and retention. Employees who
feel heard and informed are more likely to remain
committed to the organization’s long-term goals.

VI. MAJOR FINDINGS

1. Workload Imbalance: 72 % feel overworked or
understaffed.

2. Limited Growth Paths: 67 % report inadequate
advancement opportunities.

dissatisfied with management dialogue.

4. Unequal Training Access: 42 % received no training
in the past 6 months.

5. Positive Trainer Quality: 76 % rated facilitators as
good or better, showing internal capability strength.

VII. SUGGESTIONS

1. Introduce a structured career framework and
internal promotion policy.

2. Optimize workload via manpower planning and
automation tools.

3. Strengthen  two-way communication channels
(monthly meets, suggestion portals).

4. Ensure universal training access focusing on
leadership and technical skills.

5. Launch non-monetary recognition programs and
team-building initiatives to enhance morale.
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VIII. CONCLUSION

The study concludes that HR practices at Perfect
Engineers are functional but fragmented. While training
quality and employee commitment are notable strengths,
serious issues persist in workload management,
communication flow, and growth visibility. Addressing
these through data-driven HR systems, structured
development programs, and transparent performance
management can transform the organization into a model
of modern industrial workforce excellence. Building a
culture that values voice, fairness, and continuous learning
will strengthen both productivity and employee loyalty.
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