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Abstract

In today’s sketch, Human capital is confirmed all at once of ultimate effective beginnings in
providing straightforwardly and considerably in the tumor of some arrangement. This project
report presents the study of HR Planning in IYM and verifiable truth constructive in
maintaining the laborers in the arrangement. It was a research administered to receive the
response of the staff members from various areas that either they are compensated
accompanying the procedures and practices of the institution a suggestion of correction. After
attendants have existed contracted, prepared and rewarded, they need expected employed and
claimed to do the institution better. Any arranging either it is political, non-political, business
unions or laborers partnership etc. has to uphold good attendant connection for better work
place. In today’s aggressive experience each institution is prepare towards maximum return
accompanying minimum contribution. Human Resource Management plays a lively part
towards preparation & ruling economical laborers support. This is widely touched by
executing “Effective HR preparation” that is the superior unspecified this project
Channelizing human strengths in a prearranged attractive course is not likely except that
corresponding connections are claimed with crew appendages complicated in trade incident.
The habits selected by parties to control complaints and stress and with stimulating the
members and lowering attendant change were intentional through the project.

Keywords: Human Resource Planning, Employee Retention, Talent Management, Workforce
Planning, Human Resource Management (HRM), Employee Engagement, Training and
Development, Performance Management, Career Development, Organizational Commitment,
Job Satisfaction, Yamaha Company.
I. INTRODUCTION Motorcycles that meet worldwide science
principles are made.

Yamaha Motor was organized on 1 July,
1955. Having begun as a motorbike maker,
YMC has favorably various into various
serviceableness and recreation fruit lines.
The arrays of Yamaha amount are —
Motorcycles, Scooters, all landscape boats,

These pamper household in addition to
worldwide markets. The production part
trails TPM, 5-S, and ask to do something
socially apartment build, binding, coat with
metallic material and picture conveniences.

Golf machines, Outboard motors, individual
watercrafts, powerboats, Unmanned
Helicopters, Industrial Engines, etc. YMC,
Japan is contemporary an international
Company building excellence output in 60
shops across45countries. India Yamaha
Motor helpful of YMC Japan and was
organized on Ist August 2001. At IYM,
skilled are two most advanced level
production plants in India that is Faridabad
& Surajpur, place an off-course range of

In Yamaha Motor's fiction, you will identify
the soul of challenge in these the time when
one attends compulsory school that fake the
party into the all-encompassing allied group
it is contemporary, being next or after of the
lasting aim of being best in the planet
display.

Talent or human talent is a main advantage
for some guest. Company Invest extreme
amount of services for their conscription,
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option & preparation and what occurs to
party if these Talents or Employees leave
the arrangement concisely while pursuing
new event. Indian Pharmaceutical Industry
is individual of the fastest increasing
information located subdivision
accompanying annual regret rate of
forthcoming about 30-35% distinguished to
the all-encompassing Pharmaceutical regret
rate of 10-12% every twelve months.

Current enumerations show that taller regret
rate question primarily survives in
Marketing and R&D areas."" Attrition rate
in R&D 1is very extreme even greater
therefore shopping, the reason concede
possibility be deficiency of skillful and
knowledgeable R&D experts or growing
excuse on account of proliferation and R&D
sourcing in India that have generated a
unexpected demand for skillful research
societies. Major reasons for extreme regret
rate established by staff members are weak
administration, boring task, lack of
inspiration, task wanting event for future
progress, and incompetent payroll or
rectification plan. The next gain in fee
bundle was raise expected being the reason
for task change in 61 per insignificant value
of the cases. Leaving party apiece agent not
only leads to deficit of services for the
association in welcome preparation and
happening of information but it likewise
increase the warning of facts freedom if
laborer moves to rival party and deficit of
deceive someone ( from the consumers the
clerk straightforwardly handles) Talent or
human property is a main advantage for
some party. Company Invest extreme
amount of services for their conscription,
draft & preparation and what occurs to
association if these Talents or Employees
leave the arranging concisely while
pursuing new moment.

Indian Pharmaceutical Industry is individual
of the fastest increasing information located
area accompanying annual regret rate of
familiar about 30-35% distinguished to the
worldwide Pharmaceutical regret rate of 10-
12% every twelve months. Current
enumerations show that greater regret rate
question principally endures in Marketing
and R&D areas."" Attrition rate in R&D is

very extreme even taller before shopping,
the reason can be deficiency of skillful and
knowing R&D specialists or growing
freedom on account of worldwide
integration and R&D sourcing in India that
have generated a unexpected demand for
skillful research nations. Major reasons for
extreme regret rate established by laborers
are weak administration, boring task, lack of
inspiration, task wanting event for future
progress, and incompetent payroll or
repayment plan.

The next gain in fee bundle was erect
expected being the reason for task change in
61 per insignificant value of the cases.
Leaving guest for one attendant not only
leads to deficit of services for the
association in welcome preparation and
incident of information but it likewise
increase the danger of news safety if laborer
moves to rival guest and misfortune of
killing (from the clients the representative
straightforwardly =~ handles) =~ Employee
Retention includes attractive measures to
boost clerks to wait in the institution for the
maximum range. Corporate is finish for
dress goods plenty questions in worker
memory presently. Hiring educated society
for the task is essential for a boss. But
memory is even more influential than
renting. There is no insufficiency of space
for a child prodigy. There are many
institutions that are expecting specific
operators. If one is unhappy apiece task he’s
achievement, he concede possibility convert
to different more acceptable task. In today’s
surroundings it enhances very main for
arranging’s to hire their laborers. The top
institutions act the top because they
advantage their clerks and they ability to
hold ruling class glue to the arrangement.

Research Objectives

The primary objective of this study is to
examine the role of Human Resource (HR)
planning in improving employee retention at
Yamaha Company. The research aims to
understand how  effective  workforce
planning, recruitment strategies, and
employee development initiatives contribute
to retaining skilled employees and reducing
employee turnover. It also seeks to evaluate
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whether HR planning aligns with the
organization's long-term business goals and
workforce requirements.

Another objective of the study is to analyze
the impact of HR planning practices on
employee satisfaction, motivation, and
organizational commitment. The research
focuses on identifying the relationship
between career development opportunities,
performance management systems, training
programs, and employees' willingness to
remain with the organization. It also aims to
assess how these HR practices influence
employee engagement and productivity.

The study further aims to identify the major
factors that affect employee retention at
Yamaha Company. These factors may
include compensation and benefits, work-
life balance, leadership support, recognition
programs,  workplace  culture, and
opportunities for career advancement. By
evaluating these elements, the research
seeks to determine the effectiveness of
current HR planning strategies in addressing
employee expectations and organizational
needs.

Finally, the research intends to provide
practical recommendations for
strengthening HR planning policies to
enhance employee retention. Based on the
findings, the study aims to suggest
improvements in workforce planning, talent
management, succession planning, and
employee development programs. These
recommendations are expected to help
Yamaha Company build a stable, skilled,
and committed workforce while supporting
sustainable organizational growth and long-
term competitive advantage.

Research Methodology:

This study adopts a descriptive research
design to examine the role of Human
Resource (HR) planning in employee
retention at Yamaha Company. The
descriptive approach is appropriate because
it enables the researcher to analyze existing
HR  planning  practices,  employee
perceptions, and retention-related factors in
a systematic manner. The study focuses on

understanding the relationship between HR
planning initiatives and employee retention
without manipulating any variables.

The research is based on both primary and
secondary data. Primary data are collected
directly from employees of Yamaha
Company through a structured questionnaire
containing both closed-ended and rating-
scale questions. The questionnaire is
designed to gather information regarding
workforce planning, recruitment, training
and development, career growth
opportunities, compensation, employee
engagement, job satisfaction, and retention
practices. Secondary data are collected from
company reports, HR manuals, academic
journals, research articles, books, industry
publications, and reliable online sources to
support the findings and provide a
theoretical foundation for the study.

The target population consists of employees
working in different departments of Yamaha
Company. A simple random sampling
technique is used to select respondents,
ensuring that each employee has an equal
opportunity to participate in the study. A
sample size of approximately 100
employees is considered appropriate for
obtaining reliable and meaningful insights
into HR planning and employee retention
practices.

The collected data are analyzed using both
qualitative and quantitative techniques.
Descriptive ~ statistical tools such as
frequency distribution, percentages, mean
values, and graphical representations
including bar charts and pie charts are used
to summarize the responses. The analyzed
data are interpreted to identify patterns,
evaluate the effectiveness of HR planning
practices, and determine their influence on
employee retention.

The findings obtained through this
methodology provide valuable insights into
the effectiveness of HR planning at Yamaha
Company. The study concludes by offering
practical recommendations that can help the
organization strengthen its HR planning
strategies, improve employee satisfaction,
reduce turnover, and retain talented
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employees for long-term organizational
success.

II. REVIEW OF LITERATURE

DRUCKER (1999) interpreted those clerks
spontaneously quits their task is a potential
memory issue. Trip, Rawhide considering
change established that for many institutions,
willing change is a big challenge. Turnover
grant permission is i. willing or automatic
and ii. Working or flawed. Voluntary
tumovers concern leaving of a member in
an arranging intentionally i.e. the employee
himself ends to leave/abandon from the
arrangement. In automatic change, the
employer expels the representative that is
the agent leaves the arrangement reluctantly.
It commit be due to reduced efficiency,
conflict or on account of service-at will.
When a depressed entertainer leaves the
organization, it is applied as working
change. When an extreme entertainer leaves,
it is applied as dysfunctional change that
acquires cost to an arrangement.

TERENCE AND OTHERS.,, (2001)
established that there are so many reasons
for a member to leave deliberately. Some
grant permission be private and some may
fall to by administrative determinants.
Personal reasons in the way that
classification position, course progress and
appealing task offer etc. Organization
determinants contains lack of promotional
opportunities, prejudiced situation with staff
members and disparity middle from two
points individual principles and
organizational principles etc., Overall
change is an excellent question for two
together arrangement and individual.
Further it is positively examined that
incident of shock that be necessary or
surprising leads to weighty ideas (that is
goal) to leave. Shocks can make known
clearly or officially, negative or
noncommittal. Positive to a degree
alternative task offers, gestation etc.,
Negative in the way that leaving of
companions, weak acting estimation etc.

TAYLOR (2010) while analyzing change
stated that attract and push determinants
search out be deliberate. Positive interest

towards altemative job opportunity is
attracting determinants, at which point
workers are probing for altemative task
opportunities even if they are satisfied and
gratified. In this situation, it is well essential
that employer/administration must believe
the physical advantage of their workers and
label the reasons for probing or what they
are pregnant in the current task and this
would help to retain the abilities. The next
main determinant is push determinants, at
which point few unhappy circumstances are
dominant in the current arranging that form
the representative to leave for cleansing
work growth. There are various attributes
for attract and push determinants that need
expected labeled and focussedmore.

CARDY AND LENGNICK-HALL (2011)
attended a study on memory of clerks,
which  emphasizes upon  consumer-
familiarize approach. Employee impartiality
model is the method followed in this place
research. This study investigates more
concerning workers’ principles somewhat
than external determinants that have
belongings on the members either to stay or
to leave. In other words, this study was
concentered towards within determinants
that form the agents to stay or leave.

CHITRA DEVI AND LATHA (2011)
administered a research on clerk memory in
IT area. The main aim of the research search
out label reason operators are moving
individual from associations to another that
is reasons for exodus and to analyses the
memory benefits. Discriminate reasoning
form was used and happened that the
subdivision has to devote effort to
something repayment, task vindication and
task security as these were few of the main
finishes secondhand for memory of clerks in
institutions.

TRIPATHI AND OTHERS (2011) tried to
analyses the questions met apiece
professional organizations that is private
and management organizations and the
determinants to overcome the troubles met
by ruling class. Analysis concerning private
and administration organizations for Level
of task satisfaction. Their study acted
preliminary determinant reasoning utilizing

Received:21-05-2026 | Accepted: 27-06-2026 | Published: 03-07-2026 | www.ijeml.com 39



INTERNATIONAL JOURNAL OF ECONOMIC SOCIAL SCIENCE AND MANAGEMENT LAW

Peer Reviewed, Referred & Indexed Journal
E-ISSN: 3070-0558
VOL.7,N0.3 (2026)

principal component method. They have
recognized operator change purposes
through eight determinants in the way that

feature of administration practices,
Low payroll,
No course development hope,

Lack of support from the peer, executives
and classification appendages,

little knowledge convenience,

Poor working environment that is no
institution security,

Communication and
Insecurity in task.

KOSSIVI ANDKALGORA (2016) Tried to
study the miscellaneous determinants for
memory from the verdicts of miscellaneous
premature research studies and caused few
determinants to a degree freedom for
incident, work-growth balance, rectification,
style of guidance of the administration,
work atmosphere, independence,
preparation & growth, public support etc.,
In their study, project and leadership are
investigated more and the determinants like
administrative sophistication, independence
and preparation &growth are less
investigated. Further the purview for further
research again established in the conclusion
that established classification of
representatives maybe exhausted future.

VIJAYALAKSHMI V (2012) tried to
analyses the doing determinants of
representative memory in automobile labors
in India. Objectives of the study are i. to
study the clerk memory practices in car
manufacturing ii. To learn staff members’
overall delight towards work surroundings
civilization iii. To analyze the preparation
and incident hope presented and its
effectiveness IV. To analyses repayment
determinants. Tools secondhand in this
place study are us city-square analysis,
reversion study, Mann-Whitney test,
Kruskal Wallis test and study of difference.

This study examined the

memory
administration in worldwide outlook as “It

involves payroll which is aggressive,
compare work-history betwixt private and
professional existence, contribution
preparation, deciding the act of the clerks
through transporting biannual reviews,
administering occurrences that is parties,
providing appropriate rewards &
recognitions humor woman initially hopeful
highest in rank practices for memory of
laborers.

BEARDWELL ANDWRIGHT (2012)
stressed in a study that arranging’s orderly
approach to conscription and selection that
would help in decrease in change of staff
members. Development moment and
Retention: One of the main determinants of
memory is development time. The following
researches have primarily focused on
development opportunities.

HORWITZ AND OTHERS., (2003)
surveyed in a research that an main
determinant of memory 1is private in
addition to professional development and it
is the publicity hope that enhance
commitment of the agents and in proper
sequence results in laborer memory. Tillers,
(2003) stressed the knowledge arranging
plan model by which the laborers’ best
leaming in whole surroundings indeed
occurs.

I11. DATA
INTERPRETATION.

ANALYSIS &

Role of HR Planning in Retention at
Yamaha Company

Sample Size: 100 Employees

Scale: SD=Strongly Disagree, D=Disagree,
N=Neutral, A=Agree, SA=Strongly Agree.
1. HR Planning Effectiveness

Response No. of Respondents
SD 8

D 12

N 25

A 35

SA 20
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HR Planning Effectiveness

Responses
- - N N w w
w (=] w o w o w
U ST

sD D N A SA

Interpretation: A majority of respondents
selected Agree or Strongly Agree (55%),
indicating a positive perception regarding hr
planning effectiveness.

2. Training & Development

Career Growth Opportunities

Responses
= N N w w
(9] o w o w
. R .

=
o
1

SD D N A SA

Interpretation: A majority of respondents
selected Agree or Strongly Agree (60%),
indicating a positive perception regarding
career growth opportunities.

4. Job Satisfaction

Response No. of Respondents
SD 5

D 10

N 22

A 38

SA 25

Training & Development

35 1
30 1
0 251
g

§20-
2154

10 A

sD D N A SA

Interpretation: A majority of respondents
selected Agree or Strongly Agree (63%),
indicating a positive perception regarding
training & development.

Response No. of Respondents
SD 6

D 11

N 24

A 36

SA 23

Job Satisfaction

sSD D N A SA

Interpretation: A majority of respondents
selected Agree or Strongly Agree (59%),
indicating a positive perception regarding
job satisfaction.

5. Employee Retention Intention

3. Career Growth Opportunities

Response No. of Respondents
SD 7

D 13

N 20

A 34

SA 26

Response No. of Respondents
SD 4

D 9

N 21

A 40

SA 26
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Employee Retention Intention

40 4

Responses
N w
o o
| |

=
o
1

SD D N A SA

Interpretation: A majority of respondents
selected Agree or Strongly Agree (66%),
indicating a positive perception regarding
employee retention intention.

IV. FINDINGS

® The study found that effective Human
Resource (HR) planning plays a
significant role in improving employee
retention at Yamaha Company.

® A majority of employees expressed
satisfaction ~with the company's
workforce planning and HR policies.

® Training and development programs
were found to enhance employees'
skills, confidence, and commitment to
the organization.

® Career growth and  promotion
opportunities  positively  influenced
employees' willingness to remain with
the company.

® FEmployees who received regular
performance evaluations and
constructive feedback reported higher
levels of job satisfaction.

® Competitive compensation, employee
benefits, and reward systems were
identified as  important  factors
contributing to employee retention.

® A positive work environment and

supportive  leadership  encouraged
employees to remain loyal to the
organization.

® FEmployee engagement initiatives,

including recognition programs and

team-building  activities, improved
motivation and organizational
commitment.

® The study revealed that effective

communication between management
and employees strengthened trust and
reduced employee turnover intentions.

® Work-life balance policies were found
to contribute significantly to employee
satisfaction and long-term retention.

® HR planning helped the organization
identify future workforce requirements
and reduce recruitment and
replacement costs.

® Overall, the research concludes that
strategic HR planning is a key factor in

retaining  skilled employees and
achieving sustainable organizational
growth at Yamaha Company.

V. CONCLUSION

During the finishing of my summertime
preparation | have tense following decisions

Majority of the representatives are not
informed about latest trends the HR tactics
of the party.

Majority of the laborers
accompanying their associates.

are helpful

Company has a balanced response order that
shows correct connection of the members.

Safety environments are correct at business
appearance  active  surroundings s
compatible.

Exit interviews are attended for bettering of
memory procedure from now on.

The guest attends good HR procedures
accompanying no private bias and it results
in individual's best offering towards the
arranging. But skilled are few escapes in
bureaucracy that concede possibility be
resolved and curing measures concede
possibility passing away
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