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ABSTRACT  
 Competency Models are considered as Best Fit for human resources. It has an important place in the heart of every 
competency-based HR application. Thus, competencies and competency models are taken as important tool that can be utilized to 
prepare the current and future workforce and retain skilled employees to meet the job requirements and other needs of employers. 
With the globalization in IT sector, the shortage of manpower both in numbers and skills is a major challenge for HR Experts. 
Competency mapping model helps in identification of training needs for HR Experts. Rapid and uncertain technological changes and 
the increased emphasis on quality of services are compelling IT businesses to recruit adaptable and competent employees. The present 
study is an analytical study of 198 sample respondents drawn from IT industry in the city of Bangalore. 
 
Keywords: Competency, Industry, Human Resources. 
 
INTRODUCTION 

The term competency was first introduced to psychology literature in 1973 when David McClelland argued in his article 
testing for competence rather than for intelligence that traditional tests of academic aptitude and knowledge content in fact predicted 
neither job performance nor success in life. Thus, the quest for theory and tools that could reliably predict effectiveness in the 
workplace began.  In 1982 it was Boyatzis who first drew together comprehensive data that had been collected in the USA using the 
McBer & Company ‘Job Competence Assessment’ method. Since then, competency has become a significant factor in HR 
development practices.                                                                                                                    
 
COMPETENCY MAPPING IN IT INDUSTRY 

Competency Models are considered as Best Fit for human resources. It has an important place in the heart of every 
competency-based HR application. Thus, competencies and competency models are taken as important tool that can be utilized to 
prepare the current and future workforce and retain skilled employees to meet the job requirements and other needs of employers.  
 

With the globalization in IT sector, the shortage of manpower both in numbers and skills is a major challenge for HR 
Experts. The related issues are: recruitment of high-class workforce and their retention, compensation and career planning, 
technological advancements and employee turnover. Therefore, many IT Companies in India are interested in knowing the present 
skill level of their employees so that training can be given to improve their performance.  
 

Competency mapping model helps in identification of training needs for HR Experts. Rapid and uncertain technological 
changes and the increased emphasis on quality of services are compelling IT businesses to recruit adaptable and competent employees. 
At the top of the competency model are five roles, through which HR practitioners can view the model: Strategic partners, 
administrative experts, Employee champions, Change agents and HR experts. 
 
COMPETENCY MAPPING-A DRIVE FOR HR EXCELLENCE IN IT INDUSTRY 

As the HR expects has increasingly earned its seat at the strategic table and become a business partner, the need to develop 
the foundation competency has become more pronounced. Every firm should have well defined roles and list of competencies required 
to perform each role effectively for all HR jobs. IT industry, being a knowledge-based industry, a high intellectual capital provides 
competitive advantage to a firm. With the globalization in IT sector, the shortage of man power both in numbers and skills is a major 
challenge for HR Experts. 
 

The related issues are: recruitment of high-class workforce and their retention, compensation and career planning, 
technological advancements and employee turnover. Therefore, many IT companies in India are interested in knowing the present skill 
level of their employees so that training can be given to improve their performance. Competency mapping model helps in 
identification of training needs for HR Experts.  
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REVIEW OF LITERATURE 
John C Trinder (2008)1 propound that Competency Standards are increasingly being used by professions and governments to define 
the qualifications required for professionals to practise in a discipline. They define a range of levels of competency and the capabilities 
that are assumed to be achieved at these levels. Competency is the ability to apply knowledge and skills to produce a required 
outcome. It is the ability to perform activities within an occupation; to function as expected for employment; and the ability to do a job 
under a variety of conditions, including the ability to cope with contingencies. The paper will refer to cases in several countries in the 
fields of surveying/geomatics and spatial information systems experts, to demonstrate the rationale for developing competency 
standards and the procedures for their development. 
 
Vichita Vathanophas and Jintawee Thai-Ngam (2007)2 identify the required competencies and develop a competency model for 
effective job performance at the Chief of the General Administrative Sub-Division position level in the Thai Department of 
Agriculture using the Behavioral Event Interview (BEI) technique (Spencer & Spencer, 1993). The study found that there were 
twenty-three competencies that superior job performers used in carrying out this job well. Consequently, the researcher uses current 
level of importance of competency as primary information to recommend nine competencies in a competency model.  
 
Mr. R. Purushotham Naik, Mr. M. Somasundaram and Dr. C.N. Krishna Naik (2009)3 identifies and attempts to understand the 
core competencies of employees, conducting skills-gap analysis, succession planning, as well as competency analysis and profiling. 
Competency-based human resources planning serves as a link between human resources management and the overall strategic plan of 
an organization. Competencies are defined as observable abilities, skills, knowledge, motivations or traits defined in terms of the 
behaviours needed for successful job performance. Competency-based management supports the integration of human resources 
planning with business planning by allowing organizations to assess the current human resource capacity based on their competencies 
against the capacity needed to achieve the vision, mission and business goals of the organization.  
 
The Development of the Hogan Competency Model Report (2009)4 outlines the development of the HCM and describes how the 
Hogan Research Division (HRD) uses the model to conduct personality-related research. The model minimizes the overlap between 
competencies, allowing us to better measure specific behaviors. It has designed competencies to target specific areas of performance. 
In contrast, many models target several behaviors with a single competency. This lack of specificity contaminates measurement and 
subsequent prediction of the competency. Finally, it is centered on a review of twenty-one competency models used across academic, 
commercial, and government settings. This both assures that the model is comprehensive and that it can be easily compared to and 
used in conjunction with other competency models. 
 
Sunil J. Ramlall (2006)5  seeks to determine if competencies are predictive of success in the HR profession; understand how 
competencies vary by type of position within HR (entry level, manager, director and executives); determine if there is a relationship 
between specific competencies and particular responsibilities of HR professionals; and determine the relationship among education, 
years of HR experience, competencies, and compensation. With growing emphasis being placed on HR competencies as a means to 
increase HR’s effectiveness, numerous areas are identified as gaps between competencies HR professionals should possess compared 
to current competencies necessary to function effectively as strategic business partners. 
 
1.5 STATEMENT OF THE PROBLEM  

Every organisation is interested in continuously improving their employee’s productivity and to bring out superior 
performance. Investing in human capital has become a basic need and is no more a luxury. In future every organisation would have a 
need felt in building competency based on HR process and more important to focus on individual and team competency development. 
Organisations are in the process of also defining a competency dictionary for all job roles the sooner the implement the better in 
achieving a high professional and performance driven culture and keep them aligned to the growing and changing business needs.  
 
 

 
1 The International Archives of the Photogrammetry, Remote Sensing and Spatial Information Sciences. Vol. XXXVII. Part B6a. Beijing 2008 
2 Contemporary Management Research Pages 45-70, Vol.3, No.1, March 2007; Competency Requirements for Effective Job Performance in The 
Thai Public Sector 
3 Competency Management; IOSR Journal of Humanities and Social Science (IOSR-JHSS) e-ISSN: 2279-0837, p-ISSN: 2279-0845 PP 47-52 
4 The Development of the Hogan Competency Model 
5 Applied H.R.M. Research, 2006, Volume 11, Number 1, pages 27-38; Identifying and Understanding HR Competencies and their Relationship to 
Organizational Practices 
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Analysis  
Table 1: Competencies in Integrating all the major HR functions and services (N=198) 

Key: SA= Strongly Agree, A= Agree, N= Neutral, D= Disagree, SD= Strongly Disagree 
 
Statements 

Scale Mean 
Score 

S.D. 
SA A 

 
N 
 

D SD 

Recruitment 72 
(36.4) 

54 
(27.3) 

22 
(11.1) 

31 
(15.7) 

19 
(9.6) 

4.01 1.234 

Training 84 
(42.4) 

64 
(32.3) 

14 
(7.1) 

24 
(12.1) 

12 
(6.1) 

3.86 1.281 

Performance Management 79 
(39.9) 

64 
(32.3) 

19 
(9.6) 

26 
(13.1) 

10 
(5.1) 

3.73 1.365 

Remuneration 91 
(46.0) 

51 
(25.8) 

14 
(7.1) 

27 
(13.6) 

15 
(7.6) 

4.02 1.045 

Performance appraisal 87 
(43.9) 

71 
(35.9) 

12 
(6.1) 

20 
(10.1) 

8 
(4.0) 

4.04 1.166 

Career and succession planning 91 
(46.0) 

57 
(28.8) 

14 
(7.1) 

26 
(13.1) 

10 
(5.1) 

3.65 1.405 

Integrated Human Resource 
Management System 

79 
(39.9) 

64 
(32.3) 

18 
(9.1) 

24 
(12.1) 

13 
(6.6) 

3.88 1.279 

(Source: Primary Data) 
 

A question was posed to the respondents to know the common language and method that can integrate all the major HR 
functions and services. Seven variables have been identified for this statement. 36.4% of the respondents strongly agreed on the 
Recruitment and 25.3% of the respondents denied the same. 7.1% of the respondents expressed neutral opinion with respect to 
Training. 13.1% of the respondents disagreed on Performance Management. 5.1 % of the respondents strongly denied the same. For 
the remuneration, 7.1% of the respondents showed neutrality in the opinion. 43.9% of the respondents agreed on the variable 
performance appraisal but 4.0% have denied the same. 7.1% of the respondents expressed neutrality on the career and succession 
planning. 39.9% of the respondents agreed on Integrated Human Resource Management System but 18.7% of them denied the same. 
 

Table 2: Factors to be associated with competency Mapping (N=198) 
Components Scale Mean 

Score 
S.D. 

YES NO 
The ability to perform activities within 
an occupation 

90 
(45.5) 

108 
(54.5) 
 

1.83 .378 

To function as expected for 
employment 

80 
(40.4) 

118 
(59.6) 
 

1.51 .501 

Ability to do a job under a variety of 
conditions 

130 
(65.7) 

68 
(34.3) 
 

1.48 .501 

Ability to cope with contingencies.   160 
(80.8) 

38 
(19.2) 
 

1.51 .501 

(Source primary Data) 
 

A question was posed onto the factors to be associated with Competency Mapping. Four variables have been identified for 
this statement. 45.5% of the respondents agreed on the variable, the ability to perform activities within an occupation but 54.5% of the 
respondents denied the same. 40.4% of the respondents agreed on the function as expected for employment while 59.6% denied this 
statement. 65.7% of the respondents agreed on the statement Ability to do a job under a variety of conditions while 34.3% disagreed 
the same. For the statement, Ability to cope with contingencies 80.8% agreed but 19.2% have denied the same.  
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Table 3: Kinds of Competencies (N=198) 
SL 
NO. 

Statements Scale Mean 
Score 

S. D 

YES NO 
1 Defined Competencies 143 

(72.2) 
55 
(27.8) 

1.83 .378 

2 Defined behaviours 163 
(82.3) 

35 
(17.7) 

1.51 .501 

3 Gap Analysis Mechanism 183 
(92.4) 

15 
(7.6) 

1.48 .501 

4 Dictionary of competencies   153 
(77.3) 

45 
(22.7) 

1.51 .501 

(Source primary Data) 
 

A question was posed on the respondents about the competencies in the company. Four variables have been identified for this 
statement. 72.2% of the respondents agreed on the statement Defined competencies. 17.7% of the respondents disagreed on the 
statement Defined behaviors. 92.4% of the respondents agreed on the statement Gap analysis mechanism and 7.6% have denied on 
this statement. For the statement, Dictionary of competencies 77.3% of the respondents was agreed on the reason.  
 

Table 4: Challenges to Information Technology HR Professional (N=198) 

Determinants Always Often 
Some 
times 

Rarely Never 
Mean 
Score 

S.D 

Recruitment of world-class workforce 
and their retention 

87 
(43.9) 

53 
(26.8) 

15 
(7.6) 

28 
(14.1) 

15 
(7.6) 

3.85 1.323 

Compensation and career planning 75 
(37.9) 

61 
(30.8) 

11 
(5.6) 

32 
(16.2) 

19 
(9.6) 

3.71 1.368 

Technological obsolescence 92 
(46.5) 

57 
(28.8) 

18 
(9.1) 

24 
(12.1) 

7 
(3.5) 

4.03 1.168 

Employee turnover 70 
(35.4) 

53 
(26.8) 

20 
(10.1) 

38 
(19.2) 

17 
(8.6) 

3.61 1.361 

(Source: Primary Data) 
 

A question was posed to the respondents that a global explosion in market opportunities in the IT sector. Four variables have 
been identified for this statement.  43.9% of the respondents felt always a challenge Recruitment of world-class workforce and their 
retention. 36.4% of the respondents agreed sometimes compensation and career planning would pose a challenge. 12.1% of the 
respondents expressed rarely that Technological obsolescence would pose a challenge. 8.6% of the respondents totally deny denied the 
statement that Employee turnover to be a challenging factor. 
 

Table 5: Aspects Covered in Individual Employee Competency Mapping (N=198) 
Key: 5TFL= To Full Extent, 4TGL=To a Great Extent, 3TML=To a Moderate Extent, 2TMS=To Some Extent, 1NTL=Not At 
All  

Statements TFL TGL TML TMS NTL 
Mean 
Score 

S.D 

Identifying and understanding the core 
competencies of employees 

79 
(39.9) 

64 
(32.3) 

16 
(8.0) 

27 
(13.6) 

12 
(6.0) 

3.86 1.249 

Conducting skills-gap analysis 94 
(47.5) 

61 
(30.8) 

11 
(5.6) 

24 
(12.1) 

8 
(4.0) 

4.06 1.176 

Succession planning 86 
(43.4) 

57 
(28.8) 

13 
(6.6) 

28 
(14.1) 

14 
(7.0) 

3.87 1.302 

Competency analysis and profiling. 81 
(40.9) 

66 
(33.3) 

19 
(9.6) 

21 
(10.6) 

11 
(5.6) 

3.93 1.197 

(Sourc:Primary Data) 
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A question was posed on the Aspects that are covered in Individual Employee Competency Mapping. Four variables have 
been identified for this statement. 39.9% of the respondents have agreed to the full extent for the statement that Identifying and 
understanding the core competencies of employees and 6.0% of them have been denied for the same. 5.6% of the respondents have 
moderate opinion on the statement that Conducting skills-gap analysis. 7.0% of the respondents have disagreed the statement of 
Succession planning. For the statement, Competency analysis and profiling 33.3% of the respondents have agreed to the great extent 
and 10.6% of them have agreed to some extent for the same reason.   

 
Table 6: Necessity of Competence in Information Technology Organizations   (N=198) 

Key: 5TFL= To Full Extent, 4TGL=To a Great Extent, 3TML=To a Moderate Extent, 2TMS=To Some Extent, 1NTL=Not At 
All  

Statements TFL TGL TML TMS NTL 
Mean 
Score 

S.D 

Business competence of IT 
professionals 

78 
(39.4) 

52 
(26.3) 

19 
(9.6) 

31 
(15.7) 

18 
(9.1) 

3.71 1.364 

IT competence of business 
employees 

87 
(43.9) 

63 
(31.8) 

14 
(7.1) 

25 
(12.6) 

9 
(4.5) 

3.98 1.196 

IT alignment 92 
(46.4) 

54 
(27.3) 

11 
(5.6) 

21 
(10.6) 

20 
(10.1) 

3.89 1.361 

Organizational agility 68 
(34.3) 

57 
(28.8) 

20 
(10.1) 

31 
(15.7) 

22 
(11.1) 

3.61 1.376 

(Source primary Data) 
 

A question was posed on the necessity of the competence in the IT organizations. Four variables have been identified for this 
statement. 39.4% of the respondents have agreed to the full extent and 9.1% of them have denied for the statement of Business 
competence of IT professionals. 7.1% of the respondents have the moderate opinion for the statement IT competence of business 
employees. 10.6% of the respondents have agreed to some extent for the statement of IT alignment. 34.3% of the respondents have 
agreed for the full extent for the statement Organisational agility but 11.1% of the respondents have disagreed for the same. 
   
HYPOTHESIS TESTING 

H10: There is no relationship between the Employee Competency Mapping and the 
HR Contribution to IT MNCs Organizational Performance 

H1a: There is a relationship between the Employee Competency Mapping and the 
HR Contribution to IT MNCs Organizational Performance 

 
For the purpose of testing the above hypothesis, the following key to the variables is identified. 
 
Key to the variables 

H1F1 Recruitment Planning of IT Professionals 

H1F2 Creation of Performance Culture 

H1F3 Handling the Training and Compensation to the IT Professionals 
 

We are now living in knowledge society. We have also welcomed the new millenium with great fanfare and hope. This 
millenium will certainly belong to convergence of IT, organisations have to leverage IT to get advantage in a highly competitive 
environment. We are having fast moving IT companies in this arena, they have shown their business excellence through optimum 
utilization of IT. This IT boom has introduced great challenges for the companies. Now the question is how to put in place & 
processes that should be in tune with IT revolution, how to strategize, compete with globalization. Perhaps this is the prime challenges 
for HR in the IT industry. The IT industry is a service industry. Here we have to provide quality service to individuals and 
organization. The IT companies have to be creative, innovative knowledgeable. This can be achieved through human capital. This will 
also determine the success of your organization. We have to manage through HR whose intellectual applications that will drive your 
business. 
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Variables Entered/Removedb 

Model 
Variables 
Entered 

Variables 
Removed Method 

1 H1F3a . Enter 

a. All requested variables entered.  

b. Dependent Variable: H1F1  

Model Summary 

Model R R Square 
Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .976a .953 .953 .209 

a. Predictors: (Constant), H1F3  
Further multiple regressions in the form of R2 values are calculated for the independent variables. The strength of association 

between three independent variables stood at 0.953 indicating the strength of association has positive between cause-and-effect 
variables and therefore the null hypothesis is rejected partially.  
 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 173.307 1 173.307 3.97 .000a 

Residual 8.556 196 .044   
Total 181.864 197    

a. Predictors: (Constant), H1F3     

b. Dependent Variable: H1F1     
 

The ANOVA results for the dependent variable and independent variables show that for 198 observations, the calculated 
value stands at 173.307 with a degree of freedom 196 and the table value is at 3.97. It indicates that calculated value is more than the 
table value, therefore the hypothesis is rejected.  

 
SUGGESTIONS 

 As the respondents are moderately competent in communication skill the organization can improve the channel of bottom-up 
communication. The management must encourage the employees to share their views to the top management about their needs 
and grievances. 

 The organization also can implement communication audit which is an excellent way of finding out how effective the internal 
and external communications are.  

 The leadership skills of the employees the organization are developed by encouraging them to participate in personality 
development programmes and simulation training conducted within and outside the organization. They can also persuade the 
employees to take tasks under their leadership.  

 In firms, competency mapping must be frequently done in order to test the competency level of the employees. Since many of 
the employees are performing different jobs to what they were doing at the time of their joining they need training to perform 
the new work allotted to them.  

 There is an acute need of a structured knowledge management system in order to preserve and maintain the knowledge status in 
the company. Different sources of competency techniques must be encouraged among the employees.  

 There is need for the support from the top management since it is considered a major hurdle in effective competency mapping 
system and the employees must also be made aware of importance of competency mapping techniques. Motivation should be 
given to the employees so that they take interest in knowledge enhancement and management. 

 
CONCLUSION 

Skill development by Competency mapping is one of the most accurate means in identifying the job and behavioral 
competencies of an individual in an organization. Competency mapping should not be seen as rewards. Competency is a set of 
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knowledge, skills and attitudes required to perform a job effectively and efficiently. A Competency is something that describes how a 
job might be done excellently; a Competence only describes what has to be done, not how. Core competency is something which 
cannot be copied and it is the pillar upon which individual rest. Competency Models are considered as Best Fit for human resources.  
 

Thus, competencies and competency models are taken as important tool that can be utilized to prepare the current and future 
workforce and retain skilled employees to meet the job requirements and other needs of employers. There is a strong and positive 
relationship between possession of competencies and successful job performance. This can be explained by the fact that IT sector has 
different categories of jobs and they have different role to play and each role requires different dimensions of competency. Thus, 
competencies and competency models are a viable tool that can be utilized to prepare the current and future workforce and retain 
skilled incumbent workers to meet the job requirements and other needs of employers. There exists a certain level of competency 
among the employees.  

 
All the respondents were fairly able to justify their responses in terms of existence of particular kind of competency. A few 

gaps or shorts coming were also identified. Through the process of interview, it was identified that employees could be slightly 
improved in terms of their communication, knowledge level & Team orientation. The organization needs to set more specific goals in 
order to improve the achievement orientation of the employees. The feed-back mechanism of the organization has to be such that 
employees take their feedback positively. There is nothing which can’t be improved through proper training and counseling and 
generating more positive work environment. 
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