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A DETAILED AND ANALYTICAL STUDY OF TRAINING AND 

DEVELOPMENT IN SUZUKI PRIVATE LIMITED, KUMBAKONAM” 

 

ABSTRACT 

Training and development constitute a strategic human resource function that enables 

organizations to improve employee competencies, enhance performance, and adapt to dynamic 

environmental and technological changes. In the context of manufacturing firms, especially in 

the automotive sector, effective training and development is critical for ensuring operational 

excellence, quality output, and continuous improvement of human capital. Suzuki, as a global 

automotive manufacturer, exemplifies a corporate philosophy that emphasizes continuous 

learning and workforce capability enhancement as essential drivers for competitive advantage 

and sustainable growth 

key words : employee competencies 1, enhance performance 2,  dynamic environmental3  

technological changes.4 

 

1 Introduction 

The corporation places a strong emphasis on human capital development as a core element of its 

business strategy. At the global level, Suzuki’s training and development framework is driven by 

the mission of nurturing employees who can meet evolving business challenges, embody 

corporate values, and contribute to technological and organizational innovation. At the 

organizational level, Suzuki’s human capital development policies aim to strengthen both 

individual growth and organizational capability. This involves structured training programs, 

performance- linked learning interventions, skill mapping, and systems that support both on-the-

job training (OJT) and off-the-job training (OFF-JT) through internal sessions and external 

certifications Understanding current skill levels and aligning them with Suzuki’s operational 

goals makes training strategic rather than ad-hoc. Research shows that linking training with 

organizational Training builds confidence, reduces errors, and improves service quality 

contributing to higher employee morale and retention. 

 

2 Review Of Litertature 

Edwin B. Flippo (1984) 

Edwin B. Flippo defined training as the act of increasing the knowledge and skills of employees 

for performing a particular job. According to him, training improves employee efficiency and 

helps organizations achieve higher productivity. He emphasized that systematic training 

programs reduce employee errors and improve work quality.1 

Peter Drucker (1999) 

Peter Drucker emphasized that knowledge and skills are the major resources of modern 

organizations. He argued that continuous learning and employee development are necessary to 
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maintain competitiveness in changing business environments.3 

Gary Dessler (2008) 

Gary Dessler explained that training is a learning experience that brings a relatively permanent 

change in employee behavior. His study highlighted that organizations investing in employee 

training experience improved job performance, reduced supervision costs, and higher employee 

morale.5 

R. Wayne Mondy (2010) 

R. Wayne Mondy stated that employee development prepares workers for future responsibilities 

and managerial positions. The study emphasized that development programs help organizations 

build leadership qualities and improve succession planning.7 

Michael Armstrong (2009) 

Michael Armstrong observed that training and development are continuous processes essential 

for organizational growth. His research indicated that organizations with effective training 

systems experience better employee commitment, motivation, and retention.9 

Noe Raymond (2013) 

Noe Raymond found that training programs positively influence employee productivity and 

organizational performance. The study suggested that training should be aligned with 

organizational goals and employee needs for maximum effectiveness.10 

J. Anand, M. Ganesan Alias Kanagaraj, and S. P. S. Arul Doss (2022) 

The study titled “Impact of Training and Development of Employees Efficiency and 

Effectiveness – Empirical Evidence” examined the relationship between training and employee 

productivity in the BPO sector. The researchers collected data from 300 employees and found 

that training and development significantly improved employee efficiency, communication 

skills, and productivity. The study concluded that organizations should continuously invest in 

employee learning programs to improve organizational effectiveness. 11 

 

Mohd Arwab, Jamal Abdul Nasir Ansari, Mohd Azhar, and Mohd Ashraf Ali (2022) 

In the study “Exploring the Influence of Training and Development on Employee’s 

Performance: Empirical Evidence from the Indian Tourism Industry”, the researchers analyzed 

how training affects employee performance in the tourism sector. The findings revealed that 

training positively influences employee motivation, customer service quality, and overall job 

performance. The study also emphasized that organizations must design need-based training 

programs for sustainable employee growth. 8 

 V. Lakshmi and Ch. Hymavathi (2022) 

The article “An Empirical Study on Training and Development Programs Impact on Employees’ 

Performance” focused on healthcare employees. The researchers found that training programs 

enhance psychological empowerment, work confidence, and employee performance. The study 

highlighted that well-structured training improves employee commitment and organizational 

profitability. 6 

 J. Prateeba Devi, S. Ajith Kumar, P. Pathamuthu, and S. Devadharshini (2024) 

The study “Impact of Training and Development Programmes on Employee Performance” 

examined employees working in manufacturing industries. The research identified that 

professional competencies, career growth opportunities, and effective training methods 

significantly influence employee performance. The authors recommended that organizations 

improve management support and training design for better results. 4 

G Subhadhanuraja and Ramya Thiyagarajan (2025) 
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In the research “Influence of Training and Development on Employee Performance at Logistics 

Industry”, the authors studied the impact of training programs in the logistics sector. The 

findings showed that continuous skill development, employee engagement.2 

3 Scope Of The Study 

Training method 

Employee skill improvement 

productivity and performance outcomes 

Employee satisfaction with both training methods 

 

4 Objectives Of The Study 

A detailed and analytical study of training and development inSuzuki private limited, 

kumbakonam 

To evaluate the effectiveness of training and development practices at This involves assessing: 

How training needs are identified 

The relevance and quality of training programs 

The impact of training on individual performance & organizational 

Outcomes Employee perceptions of training effectiveness. 

 

5 Research Methodology 

A research design is the framework that guides the collection and analysis of data. Research 

design is the overall plan that explains how the research is conducted, what methods are used, 

and how data is collected and analyzed to achieve the objectives of the study. 

 

5.1 Research Design 

Descriptive: To describe employee perceptions and training practices. 

Analytical: To evaluate relationships between training practices and 

outcomes (e.g., employee performance) 

5.2 Sampling 

Stratified Random Sampling 

Grouped by job role (e.g., technicians, administrative staff, 

supervisors). 

Ensures representation across departments and levels. 

Purposive Sampling (for qualitative interviews with HR managers 

and T&D coordinators). 

 

5.3 Data Analyze Procedure 

Primary data is collected directly from the dealership environment and employees through: 

Collected directly from employees through: Questionnaires Interviews Question types: Linkert 

scale (1–5 agreement)Multiple choice Open-ended questions. Percentage analysis, Weighted 

average, Mean score analysis, Chi-square test / t-test 

 

5.4 Limitation Of The Study 

Possible limitations may include: 

 Time constraints 

Limited access to internal company records 

 Respondent bias 
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Language barriers 

 

 

6 Data Analyzes And Interpretation   

Table-1 Classification Of Respondent  Based On Gender 

 
 

Gender  Respondent  Percentage  

Male  46  46%  

Female  48  48%  

Others  6  6%  

Total  100  100%  

 

INTERPRETATION: 

The table shows that 48% of the respondents are female and 46% are male, indicating a nearly 

balanced gender composition among the respondents. A small proportion, 6%, falls under the 

others category. This reflects inclusive participation in the study with representation from 

different gender groups. 

 

Table-2 classification Of Respondents  

Based On Age  

Age  Respondent Percentage 

18-25 40 40% 

26-35 40 40% 

36-45 12 12% 

46-55 4 4% 

55+ 4 4% 

Total 100 100%  

INTERPRETATION: 

The table indicates that 40% of the respondents belong to the 18–25 age group and another 40% 

fall under the 26–35 age group, showing that the majority of respondents are young. The 36–45 

age group accounts for 12%, while only 4% each belong to the 46–55 and 55 years & above 

categories. This reveals that the study is largely dominated by younger employees. 

Table-3 Education Qualifications  Of The Respondents  

Education  

Qualification  

No. of  Respondents  Percentage  
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SSLC  10  10%  

HSC/ITI  14  14%  

Diploma  27  27%  

Graduate  43  43%  

Post graduate  6  6%  

Total  100  100%  

 

INTERPRETATION: 

The table reveals that the majority of respondents are graduates (43%), followed by diploma 

holders (27%). About 14% have completed HSC/ITI, while 10% possess SSLC qualification. 

Only 6% of the respondents are postgraduates, indicating that most respondents have 

undergraduate-level education 

 

TABLE NO:4.4 Classification Of Respondents Based On  Deparatment 

Department  Respondent  Percentage  

Quality/maintenance 12 12%1212 
12 

                  HR 27            27% 

Admin 33 33% 

Production 20              20% 

Others 8              8% 

Total 100 100% 

 

NTERPRETATION: 

The table shows that the highest number of respondents belong to the Admin department (33%), 

followed by HR (27%) and Production (20%). The Quality/Maintenance department accounts 

for 12%,while 8% of respondents fall under other departments. This indicates that administrative 

and HR staff form the major portion of the respondents in the study. 

TABLE NO:4.5 Classification Of Respondents Based On Work Experience  

Work  

experience  

Respondent  Percentage  

<1 year  18 18% 
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1-3 year  23 23% 

4-6 year  39 39% 

7-10 year  14 14% 

year>  6 6% 

Total  100 100% 

 

The table shows that the majority of respondents have moderate work experience at Suzuki 

Kumbakonam. The highest proportion (39%) has 4–6 years of experience, followed by 23% with 

1–3 years.About 18% are new employees with less than one year of experience, while a smaller 

share has longer tenure—14% with 7–10 years and only 6% with more than 10 years. 

 

CHART NO: 4.1 

CLASSIFICATION OF RESPONDENT BASED ON GENDER 

 
CHART NO. 2 

46
48

6

46% 48% 6%

Male Female Others

Series1 Series2
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CHART NO.3 

 
     CHART NO 4 

40 40

12

4 4

40% 40% 12% 4% 4%

18-25 26-35 36-45 46-55 55+

Series1 Series2

10

14

27

43

6

10% 14% 27% 43% 6%

SSLC HSC/ITI Diploma Graduate Post graduate

Series1 Series2
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CHART NO 5 

 

 

 
 

7 Findings 

This Female respondents (48%) slightly outnumber male respondents (46%). 

This  Majority of respondents belong to 18–35 years age group (80%). 

 This  Most employees are graduates (43%)followed by diploma holders (27%). 

Admin department has the highest representation (33%). 

HR department contributes 27% of respondents. 

 Majority employees have 4–6 years of  experience (39%). 

Supervisors form the largest designation group (39%). 

 

8 Suggestions 

Induction Training :Program Induction training should be provided fully to all new employees in 

a structured manner. 

Training Methods: Practical sessions, simulations, and role plays should be added along with 

classroom lectures. 

 Technical Training: Advanced and specialized technical programs should be introduced 

regularly. 

 Soft Skill Development: More emphasis should be given to communication, leadership, and 

customer handling skills. 

27
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 Training Materials :Training: materials should be updated with real-time industry examples and 

visuals. 

 OJT Improvement: On-the-job training should include mentoring support for new employees. 

 

9 Conclusion 

The study concludes that training and development programs at Suzuki Private Limited, 

Kumbakonam are effective and positively impact employee performance, confidence, 

productivity, and retention. Employees perceive training as relevant, useful, and beneficial for 

their job roles. The strong positive correlation between training frequency and error reduction 

highlights the importance of continuous learning. Although classroom training dominates, there 

is scope to enhance practical and interactive learning methods. Overall, training plays a vital role 

in improving organizational efficiency and employee growth. 
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