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Abstract- This research paper presents a comprehensive
study on job analysis and job description preparation
conducted at Nemi Power Solutions, Coimbatore. Job
analysis forms the foundation of effective human resource
management by systematically collecting and analyzing
information about job content, requirements, and context.
Accurate job descriptions derived from thorough job
analysis ensure employees understand their roles and
responsibilities clearly. This study employed a quantitative
research design using a structured questionnaire
administered to 131 employees through convenience
sampling. The research examined employee perceptions
regarding job description accuracy, role alignment with
company goals, skill utilization, workload manageability,
performance feedback, career advancement opportunities,
and overall job satisfaction. Data analysis was conducted
using Microsoft Excel with statistical tools including
percentage analysis, frequency distribution, cross
tabulation, and visual representations through charts and
tables. Key findings reveal that while 52.1% of respondents
report occasional job description updates, 21.4% state their
descriptions are never updated. Approximately 45.3% of
employees feel their skills are utilized only sometimes. The
study identifies significant relationships between job
description accuracy, role clarity, and employee
satisfaction. Recommendations include regular job
description updates, improved skill utilization, enhanced
performance  feedback  systems, better workload
distribution, and  clearer  career  advancement
communication.

L INTRODUCTION

Human Resource Analytics (HR Analytics) has
emerged as a critical discipline in modern
organizational management, applying data analysis
techniques to enhance human resource decision-
making. In today's competitive business environment,
organizations face significant challenges in managing
and retaining talented employees. Among the
fundamental aspects of effective human resource
management, proper job analysis and accurate job
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description preparation stand as cornerstone practices
that influence virtually all HR functions.

Job Analysis is defined as the systematic process of
collecting and analyzing information about the
content, requirements, and context of a job. This
process involves identifying the tasks, duties, and
responsibilities associated with a particular position,
as well as the knowledge, skills, abilities, and other
characteristics required to perform the job
successfully. Job analysis serves as the foundation for
multiple HR functions including recruitment,
selection, training, performance appraisal,
compensation management, and workforce planning.
Job Description refers to a written statement that
explains the duties, working conditions, and other
aspects of a specific job. A comprehensive job
description typically includes information such as job
title, department location, summary of duties,
reporting relationships, working conditions, necessary
qualifications, and performance expectations. An
accurate and up-to-date job description is essential for
ensuring that employees understand their roles and
responsibilities clearly, thereby reducing role
ambiguity and enhancing organizational effectiveness.

The significance of job analysis and job description
preparation can be understood through several key
dimensions. First, job analysis provides the
foundational data for creating accurate job
descriptions that reflect workplace reality. Second,
well-prepared  job  descriptions  serve  as
communication tools between employers and
employees, clarifying expectations and reducing
confusion. Third, these practices support legal
compliance by documenting essential job functions
and requirements, thereby protecting organizations
against discrimination claims and other employment-
related legal matters.

ICONIC RESEARCH AND ENGINEERING JOURNALS 1063



© MAR 2026 | IRE Journals | Volume 9 Issue 9 | ISSN: 2456-8880
DOI: https://doi.org/10.64388/IREV919-1715120

Modern  organizations operate in  dynamic
environments where job roles continuously evolve due
to technological advancements, organizational
restructuring, and changing market demands. This
dynamism necessitates regular job analysis and
frequent updates to job descriptions. Traditional
approaches relying on periodic reviews conducted
solely by HR departments often fail to capture the fluid
nature of contemporary work roles. Consequently,
organizations increasingly adopt employee-centered
approaches, using surveys and feedback mechanisms
to understand how job responsibilities evolve over
time.

HR Analytics plays a transformative role in modern
job analysis by enabling organizations to collect,
analyze, and interpret job-related data systematically.
Through analytical techniques, organizations can
identify discrepancies between documented and actual
job duties, analyze employee feedback on job roles,
support evidence-based job design decisions, and
facilitate continuous improvement in HR practices.

This research focuses on Nemi Power Solutions, a
company operating in Coimbatore, where a
comprehensive employee survey was conducted to
understand perceptions regarding job descriptions,
role alignment, skill utilization, = workload
manageability, and overall job satisfaction. The study
applies HR analytics techniques to survey data
collected from 131 employees, aiming to identify
patterns, relationships, and areas for improvement in
job analysis and job description preparation practices.
The objectives of this study encompass five key areas:
analyzing employee perceptions regarding job
description accuracy and clarity, examining the
frequency of job description updates and their
relationship with role clarity, assessing how well
employee skills are utilized and aligned with job
requirements, analyzing the relationship between job
description accuracy and employee job satisfaction,
and suggesting effective strategies for improving job
analysis and job description preparation practices.

1L RESEARCH METHODOLOGY
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Research Design: This study adopted a quantitative
and descriptive research design, as it focused on
analyzing numerical employee data to identify
patterns and wunderstand employee perceptions
regarding job analysis and job description preparation
at Nemi Power Solutions, Coimbatore.

Source of Data: Primary data was collected through a
structured questionnaire administered to employees of
Nemi Power Solutions. The data collection method
employed a structured online questionnaire created
using Google Forms, containing 20 questions related
to job analysis and job description. The questionnaire
covered multiple dimensions including demographic
information, job description update frequency, role
alignment, skill utilization, performance feedback,
workload manageability, career advancement
opportunities, training sufficiency, job responsibility
reviews, fairness of job evaluation, understanding of
job requirements, awareness of career paths, job
description accuracy, physical demands, work-life
balance, additional duties, organizational
recommendation, job satisfaction, and clarity of job
duties.

Sampling Technique: The study employed the
Convenience Sampling Method, where respondents
were selected based on their availability and
willingness to participate in the survey.

Sample Size: The sample size consisted of 131
employees working at Nemi Power Solutions,
Coimbatore.

Tools for Data Analysis: The collected data was
analyzed using Microsoft Excel. The following
statistical tools were applied:

e  Percentage Analysis: Used to calculate the
proportion of responses in percentage form for
each question.

e  Frequency Distribution: Employed to show how
often each response or value occurs in the data.

e Cross Tabulation: Used to compare two variables
and understand their association.

e  Bar Charts and Pie Charts: Utilized to visually
represent data for easy understanding.
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e  Tabular Presentation: Applied to organize data
systematically in table format for clear
interpretation.

III. DATA ANALYSIS AND KEY FINDINGS

Demographic Profile: The analysis revealed that the
majority of respondents (36.8%) belonged to the 25-
35 age group, followed by 24.8% in the 35-45
category. Employees above 50 years constituted
20.5%, while 17.9% were between 18-25 years. This
distribution indicates that the organization primarily
consists of young and mid-career professionals.

Job Description Update Frequency: The data revealed
that 52.1% of respondents stated that their job
descriptions are updated occasionally,
while 21.4% reported that they are never updated.
Only 14.5% indicated that they receive regular
updates. These findings suggest that job role updates
are not consistently implemented for all employees,
potentially leading to discrepancies between
documented responsibilities and actual job duties.

Job Role Alignment with Company Goals: The
analysis showed that 37.6% of respondents believe
their job roles are always aligned with company goals,
while 35.0% reported ~ that  alignment  occurs
sometimes. These findings indicate that most
employees understand their contribution to
organizational objectives.

Skill Utilization: The analysis revealed that 45.3% of
respondents feel their skills are utilized only
sometimes, while 23.9% believe their skills are never
effectively used. Only 17.1% reported that their skills
are always utilized. These findings suggest that
employee potential may not be fully utilized within the
organization.

Performance Feedback Systems: The analysis showed
that 47.0% of  respondents reported receiving
feedback occasionally, while 19.7% said they never
receive feedback. Only 16.2% receive feedback
frequently. These findings indicate that performance
feedback systems may need substantial improvement.
Workload Manageability: The analysis revealed
that 47.9% of respondents feel their workload is
manageable sometimes, while 23.9% feel it is often
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too much. Additionally, 16.2% experience very
overwhelming workloads. These findings indicate that
workload distribution may not always be balanced.

Career Advancement Opportunities: The analysis
showed that 44.4% of respondents reported moderate
opportunities for career advancement,
while 26.5% reported limited opportunities,
and 12.0% indicated no opportunities. These findings
suggest that carcer growth prospects could be
improved.

Training  Sufficiency: The  analysis  revealed
that 36.8% of respondents feel the training provided is
adequate, while 30.8% believe it is somewhat
sufficient but inadequate.

Additionally, 18.8% reported rarely receiving
training, and 13.7% indicated never receiving
training.

Job Responsibility Reviews: The analysis showed
that 35.9% of  respondents  stated that job
responsibilities are occasionally,
while 21.4% indicated rare reviews,

reviewed

and 17.9% reported never having responsibilities
reviewed.

Fairness of Job Evaluation: The analysis revealed
that 41.9% of respondents believe job evaluations are
fair only sometimes, while 22.2% reported rare
fairness, and 17.9% indicated never experiencing
fairness in evaluation.

Understanding of Job Requirements: The analysis
showed  that46.2% of  respondents  reported
understanding their job requirements very well,
while 23.1% understand them fairly well. These
findings indicate that most employees are aware of
their job expectations.

Awareness of Career Paths: The analysis revealed
that 39.3% of respondents are clearly aware of career
paths, while 35.0% reported somewhat awareness.
However, 25.6% indicated limited or no awareness of
career paths.

Accuracy of Job Descriptions: The analysis showed
that 32.5% of respondents believe their job description
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is very accurate, while 24.8% feel it is somewhat
accurate. However, 42.7% of employees perceive
their job descriptions as inaccurate to varying degrees.

Work-Life Balance: The analysis showed
that 42.7% of respondents reported fairly balanced
work-life conditions, while 18.8% rated their balance
as very good. However, 38.4% of employees
experience imbalance or poor balance.

Additional Duties: The analysis revealed
that 43.6% of respondents sometimes take on
additional duties, while 22.2% do so frequently,
indicating that employees handle responsibilities
beyond their primary roles.

Job Satisfaction Levels: The analysis revealed
that 33.3% of respondents are satisfied with their
current job, while 23.9% are very satisfied.
However, 42.7% of employees expressed
dissatisfaction to varying degrees.

Clarity of Job Duties Explanation: The analysis
showed that 47.9% of respondents stated that their job
duties are clearly explained, while 26.5% feel they are
somewhat clear, and 25.6% experience vague or
unclear explanations.

IV. RECOMMENDATIONS AND
CONCLUSIONS

Key Recommendations:

e Regular Job Description Updates: The
organization should establish a systematic process
for regularly updating job descriptions. Annual
reviews should be implemented as a minimum
standard, with additional updates triggered by
significant  organizational changes or role
modifications.

e FEnhanced Skill Utilization: Management should
conduct skills audits to identify underutilized
employee  capabilities and  realign  job
responsibilities to maximize skill utilization.
Regular discussions with employees about their
skills and interests can help identify opportunities
for better skill matching.

e Improved Performance Feedback Systems: The
organization should implement structured
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performance feedback processes ensuring all
employees receive regular, constructive feedback.
Training managers in effective feedback delivery
and establishing minimum feedback frequency
standards is essential.

Better ~ Workload  Distribution: Management
should conduct workload assessments to identify
employees experiencing excessive demands and
redistribute tasks more equitably. Regular check-
ins with employees about workload perceptions
can help identify issues early.

Advancement
Communication: The organization should improve

Clearer Career

communication about career paths and
advancement opportunities. Developing clear
career progression frameworks and
communicating promotion criteria transparently
will help employees plan their professional
development.
Enhanced Training Programs: Training
investments should be increased to ensure all
employees receive adequate job-related training.
Conducting training needs assessments and
developing comprehensive training plans is
recommended.

Regular Job Responsibility Reviews: Managers
should conduct periodic reviews of job
responsibilities with employees to ensure job
descriptions remain accurate. These reviews
should be documented and used to update formal
job descriptions.

Fairness in Job Evaluation: The organization
should review performance evaluation processes to
ensure consistency and perceived fairness.
Training evaluators and establishing clear
evaluation criteria can address concerns about
evaluation fairness.

Work-Life Balance Initiatives: Implementing
work-life  balance policies, flexible work
arrangements where feasible, and monitoring
employee workload can help improve work-life
balance.

Employee Involvement in Job Analysis: Involving
employees in job analysis and job description
preparation processes can improve accuracy and
acceptance. Employees should be encouraged to
provide input on their job descriptions.
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CONCLUSION

This study examined job analysis and job description
preparation practices at Nemi Power Solutions,
Coimbatore, through a comprehensive survey of 131
employees. The findings reveal important insights
about current practices and their relationships with
employee outcomes. While employees generally
understand their job roles and responsibilities,
significant opportunities for improvement exist in
multiple areas including job description update
frequency, skill utilization, performance feedback,
workload  management, career advancement
communication, and work-life balance.

The research demonstrates that job description
accuracy and regular updates are positively associated
with role clarity and job satisfaction. Employees with
accurate job descriptions report better understanding
of requirements and higher satisfaction levels.
Conversely, outdated or inaccurate descriptions
contribute to role ambiguity and potential
dissatisfaction.

Skill utilization emerges as a critical concern, with
nearly half of employees feeling their skills are used
only sometimes. This represents significant untapped
potential that, if addressed, could enhance both
employee engagement and organizational
productivity.  Similarly, performance feedback
systems require strengthening to ensure all employees
receive regular guidance for improvement.

The application of HR analytics techniques to
employee perception data proved valuable for
identifying patterns and relationships that might
otherwise remain hidden. This approach enables
evidence-based decision-making for improving HR
practices and enhancing organizational effectiveness.
By implementing the recommendations emerging
from this research, Nemi Power Solutions can enhance
its job analysis practices, improve employee
satisfaction, and strengthen overall organizational
effectiveness.
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