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Abstract 
 Competency mapping is a process of identifying 
key competences for an organization and/or a job 
and incorporating those competences throughout the 
various processes (i.e., job evaluation, training, 
recruitment) of the organization. A competency is 
defined as a behavior (i.e., communication, 
leadership) rather than a skill or ability. 
 Competency mapping identifies an individual's 
strength and weaknesses. The aim is to enable the 
person to better understand himself or herself and 
to point out where carrier development efforts need 
to be directed. Every organizations success lies in 
the hands of employees. The skill and attitude 
shown by the employees towards the job is very 
important to achieve success. The competency 
mapping prepared with the competencies rendered 
by employees to fulfill the present and future needs 

and desires of the company. Though competency 
mapping is done in the organization it is not 
effective currently and the company finds it difficult 
to identify the right skilled person for the right job. 
So it becomes imperative to find whether the 
organization practicing the competency mapping or 
not, if practicing identify the present stage in the 
organization. To improve the overall performance of 
the organization in both internal and external 
process and to improve the flexibility to restructure 
according to the changing environment a study is 
essential to show the importance of the competency 
mapping in the organization. 
Keywords: Human Resource - Automotive Industry - 
Competency Mapping - Status – Perception – 
Necessity. 

 
Introduction 

 Competency mapping is a process of identifying key competences for an organization and/or a 

job and incorporating those competences throughout the various processes (i.e., job evaluation, 

training, recruitment) of the organization. A competency is defined as a behavior  

(i.e., communication, leadership) rather than a skill or ability.It is "a capacity that exists in a 

person that leads to behavior that meets the job demands within parameters of organizational 

environment, and that, in turn brings about desired results". Competency mapping identifies an 

individual's strength and weaknesses. The aim is to enable the person to better understand himself 

or herself and to point out where carrier development efforts need to be directed.Competencies 

are derived from specific job families within the organization and are grouped around categories 

such as strategy, relationships, innovation, leadership, risk-taking, decision-making, emotional 

intelligence etc. 

 Automotive Industry: The Automotive Industry is a wide range of companies and organization 

involved in the design, development, manufacturing, marketing and selling of motor vehicle. It is 

one of the world's most important economic sector by revenue. The term automotive was created 

from Greek word autos which means self and Latin word motivus which means of motion which 

represents any form of Self-powered vehicle. The automotive industry began in the 1890's with 

hundreds of manufacturers that pioneered the horseless carriage. Automobile industry, the 

business of producing and selling self-powered vehicles, including passenger cars, trucks, farm 

equipment and other commercial vehicles. 
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 Automotive Industry in chennai: Chennai is nicknamed as the Detroit of Asia due to the 

presence of major automobile manufacturing units and allied industries around the city. The 4-

wheeler vehicles in chennai are the base of 30% of India's automobile industry and 35% of its 

automobile components industry. Besides the commercial industry, the heavy vehicle factory (HVF) 

has been established in Avadi to produce military related vehicles. Avadi also boasts of the combat 

vehicle research and development establishment, a new engine testing facility. 

 Every organizations success lies in the hands of employees. The skill and attitude shown by the 

employees towards the job is very important to achieve success. The competency mapping 

prepared with the competencies rendered by employees to fulfill the present and future needs and 

desires of the company. Though competency mapping is done in the organization it is not effective 

currently and the company finds it difficult to identify the right skilled person for the right job. So 

it becomes imperative to find whether the organization practicing the competency mapping or not, 

if practicing identify the present stage in the organization. 

 There are many number of automotive industry in chennai. Of which the leading few industries 

of automobiles are mentioned below: 

 Ashok leyland: Ashok leyland is an Indian automobile manufacturing company based in 

chennai, India. Founded in 1948, it's head quarters is in chennai, Tamil Nadu, India and it serves 

worldwide. The parent of Askokleyland is Hinduja group. The products that thy manufacture are 

automobiles, engines, commercial vehicles etc. It is the second largest commercial vehicle 

manufacturer in India, fourth largest manufacturer of buses in the world and sixteenth largest 

manufacturer of trucks globally. It also makes spare parts and engines for industrial and marine 

applications. Ashok leyland is the market leader in the bus segment. 

 TATA Motors: TATA motors Limited is an Indian multinational automotive manufacturing 

company headquartered in Mumbai, Maharashtra, India and it is a subsidiary of the Tata group. 

Tata group was founded in 1868 by Jamsetji Tata and gained international recognition. It's 

products includes passengers cars,trucks, vans, coaches,buses, construction equipment and 

military vehicles. It is the world's seventeenth largest motor vehicle manufacturing company, 

fourth largest truck manufacturer, and second largest bus manufacturer by volume. It was found in 

1945 and serves worldwide and its parent company is Tata group. 

 Lucas - TVS: Lucas - TVS established in 1961 as a joint venture between Lucas U.K. and T.V. 

SundaramIyengar and sons (TVS), India to manufacture automotive electrical systems. Lucas - TVS 

is the leader in auto electrical in India with 50 years of experience in design and manufacturing. 

The combination of these two well known groups has resulted in the establishment of a vibrant 

company, which has had a successful track record of sustained growth over the last three decades. 

TVS is one of the India's twentieth large industrial houses with twenty five manufacturing. TVS 

group originated as a transport company in 1911. TV SundaramIyengar and sons limited is the 

parent and holding company of the TVS groups. Lucas TVS reaches out to all segments of the 

automotive industry such as passenger cars, commercial cars, commercial vehicles, tractors, 

jeeps, two wheelers and off- highway vehicles as well as for stationary and marine applications. 

 Ford: Ford India Private Limited is a wholly owned subsidiary of the Ford Moto Company in 

India. Ford India Private Limited's headquarters are in maraimalainagar, chennai, Tamil Nadu, 

India. It is an automotive industry founded in October 1995 as Mahindra Ford India company 

limited. The parent of ford is Ford Motor Company. Ford India private limited began production in 

1926, but was shut down in 1954 as the company was in loss. Ford re-entered the market in 
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October 1995 as Mahindra Ford India limited, a 50-50 joint venture with mahindra and mahindra 

limited. 

 Hindustan motors: Hindustan motors are an Indian automotive manufacturer based in Kolkata, 

west bengal, India. It is a part of the Birla technical services industrial group. It is founded in 1942 

and has its headquarters at Kolkata, India. Tha company who the largest car manufacturer in India 

before the rise of Maruti. Hindustan motors were the producer of the Ambassador motor car, which 

was once a mainstream car. 

 Hyundai: Hyundai motor India limited is a wholly owned subsidiary of the Hyundai motor 

company in india.it is the second largest automobile manufacturer in India. It was formed on 6 

may 1996 by the Hyundai motor company of south Korea. It has it's headquarters at sriperambadur, 

chennai, kanchipuram district, Tamil Nadu, India. It's parent company is Hyundai motor company. 

 Maruti Suzuki: Maruti Suzuki India limited formerly known as Maruti udyog limited, is a 

automobile manufacturer in India. It is a subsidiary of Japanese automobile and motorcycle 

manufacturer Suzuki motor corporation. It was founded in 1981 having its headquarters at 

NewDelhi, India and its parent company is Suzuki motor corporation. Maruti Suzuki manufactures 

and sells popular cars such as the Alto, Swift, Zen, Celerio, Swift DZire, SX4, omni. In feb 2012, 

the company sold its ten millionth vehicle in India. 

 Mahindra & Mahindra: Mahindra & Mahindra limited is an Indian multinational automobile 

manufacturing corporation headquartered in Mumbai, Maharashtra, India. It is one of the largest 

vehicle manufacturers by production in India and the largest manufacturer of tractors across the 

world. It is a part of Mahindra group, an Indian conglomerate. Mahindra & Mahindra was set up in 

1945 in Lidhiana. 

  
Review of Literature 

 Competencies are derived from specific job families within the organization and are often 

grouped around categories such as strategy, relationships, innovations, leadership, risk-taking, 

decision making, emotional intelligence etc. So far as the way to go about for competency 

mapping is concerned, the first step is job analysis, where the company needs to list core 

competency requirements for the job concerned. The next step should be development of a 

competency scale for the job on the parameters previously identified. The actual mapping of 

employees can be a self-done exercise or done by others like superiors. It can also be done by 

using the 360-degree method where peers, first reports and customers also rate the employees. 

 360-degree feedback is a feedback process where not just your superior but your peers and 

direct reports and sometimes even customers evaluate you. You receive an analysis of how you 

perceive yourself and how often others perceive you. 

 Competency is an underlying characteristics of an individual which enables him/her to deliver 

superior performance in a given situation. Competencies consists of clusters of knowledge, 

attitude and skill set. Competency mapping is the assessment of employee skill set as an individual 

and as part of a team. Competency mapping is a process of identifying key competencies for a 

particular position in an organization and then using it for job evaluation, recruitment, training 

and development performance behaviors and personal skills which distinguish excellent and 

outstanding performance from the average. It also involves identifying key competencies required 

by a team at a lower level and by the organization as a whole to achieve desired results. 

Competency mapping generally involves examine two areas i.e., emotional intelligence and other 

individual strengths like decision making, team work, performing under pressure etc.  

http://india.it/
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Steps in Competency Mapping: 

 Role competencies: To start at the basic level we need to understand and define role and role 

competencies which means a set of competencies required to perform a given role. Each 

competency further has a skill set which includes identification of role competencies, its 

structure, the roles in the structure and its definition, job description and then the competency 

identification. Competency assessment: Once role competencies are over the next step is 

competency assessment. In order to do this assessment the following methods are being used. 

 Assessment / development centre 

 360 degree feedback 

 Role plays 

 case study 

 structured experience 

 simulations 

 business games 

 Competency development: After understanding the role and identification of the competencies 

and further assessing the competencies for their viability, feasibility and requirement. We need to 

identify the existing competencies and develop the new found ones. 

Competency mapping: The competency mapping now will involve strategic structuring of the 

organization. Here the human resource department has to ensure competencies in each role, 

which involves few steps, 

 Structure role congruence were the role should be unique, non-repetitive and value added. 

 vertical and horizontal role congruence 

 Ensure core competencies for each task 

 Link all the above and position it to bring in competitive advantage. 

 

Necessity of Competency Mapping 

 The success of the organization depends on the capability of the employees. It is also been 

identified that formal education will not necessarily equip the employees with the appropriate 

skills to thrive in the work place. The solution lies in the training given to he staff to meet the 

specific requirements of the company. This is what competency based training is. This competency 

creates a win-win environment, in which both employer and employee are getting benefited. 

 

For Employers 

 Ensures that organization funded training and professional development activities are IST 

effective, goal-oriented and productive. 

 Outlines the employee development and professional path within the organization. 

 Reduces cost overruns caused by poor performance or mis communications in job expectations. 

 Increases internal employee mobility. 

 Improves communication between employee and management. 

 Clarifies job standards for performance appraisal. 

 Records the employees’ acquisition of the skills knowledge, safety and other procedures 

relating to each task. 

 Enables employee to achieve a high level of competence in an efficient manner. 
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For Employees 

 Sets clears performance expectations for employees, enabling them to make better decisions 

and work more effectively. 

 Provides clear direction for learning new job skills. 

 Offers a reference resource for day to day requirement. 

 Gives employees insight into the overall strategy of their department, team and organization 

which leads to greater engagement and motivation. 

 Enables employees to be more proactive beyond their individual roles by learning additional 

competencies. 

 Increases the potential for job satisfaction. 

 Provides a mechanism for the recognition of employees ability. 

 Ensures that individual professional development and training milestones are recorded and 

acknowledged by the organization. 

 

Need of the Study 

 Every organizations success lies in the hands of employees. The skill and attitude shown by the 

employees towards the job is very important to achieve success. The competency mapping 

prepared with the competencies rendered by employees to fulfill the present and future needs and 

desires of the company. Though competency mapping is done in the organization it is not effective 

currently and the company find it difficult to identify the right skilled person for the right job. So 

it becomes imperative to find whether the organization practicing the competency mapping or not, 

if practicing identify the present stage in the organization. To improve the overall performance of 

the organization in both internal and external process and to improve the flexibility to restructure 

according to the changing environment a study is essential to show the importance of the 

competency mapping in the organization. 

 

Objective of the Study 

1. To study the status of competency mapping and to check the competency level of employees. 

2. To study the perception of employees on the basis of job profile towards competency 

mapping. 

3. To study the necessity of competency mapping in organization. 

 

Scope of the Study 

 Organization feels the flexibility to change mainly according to the changing environment by 

mapping the competencies of the employees both internally and externally. By conducting the 

study about the competency mapping, which leads to the improvement in the implementation of 

planning process, assessment during recruitment, assessment during further development as a 

profile, during assessment to guide future development needs, succession planning and promotion. 

As the study was conducted in various departments in different organizations, it gives a broader 

insight about the employees skill sets. The study further helps the organization to improve the 

competency mapping which in turn improves the overall productivity of the organization. 

 

Research Methodology 

 A research process consists of stages or steps that guide the project from its conception 

through the final analysis, recommendations and ultimate actions. The research process provides a 
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systematic, planned approach to the research project that all the aspects of the research projects 

are consistent with each other. It aims to understand the research methodology establishing a 

framework of evaluation and revaluation of the primary and secondary research. In securing the 

most effective results, a methodology has been framed in relation to the data of the study, 

sources, data collection,sampling, hypothesis and statistical tools. 

 

Data Collection and its Sources 

 The data of the manufacturing industries have been collected from the internet. The 

collection of data is been classified into two viz., primary data and secondary data. The primary 

data are those which was collected through questionnaire and direct personal interview. The 

questionnaire was framed in such a manner to obtain correct information, graded suitably for the 

study. All the questionnaires were collected through personal contact and through online from 

respondents.The secondary data can be collected with the help of company websites, internet, 

journals, newspapers, books, periodicals. 

 
Sampling 

 Sampling is meant as a part of the population. Sample size is the number of respondents 

chosen for the study. The sample size was 100 and the sampling technique used was stratified 

random sampling because researcher conducts research in the difficulty departments of different 

organizations. 

 

Statistical Tools 

 Statistical tools are the tools used for analyzing the collected data. Various statistical tools 

were applied to arrive at accurate and meaningful conclusions. The tools applied are 

 percentage method 

 cross tabulation 

 

Limitations of the Study 

 Getting options for ended questions was found difficult. 

 The sample for the study is restricted only to employees of automobile industries, Chennai. 

 The sample size was restricted to 100 

 Time was also one of the constraints. 

 

Analysis and Interpretation 

 
Table 1.1 Cross tabulation between gender and completion of work within time 

 Table 1.1 indicates that out of 100 

respondents, 30 male and 15 female respondents 

say that they always complete the work within 

the time limit. 20 male respondents and 17 

female respondents says that sometimes the work get completed within the time limit. The rest 10 

male and 8 female respondents say that they never complete the work in the given time limit. 

 

 

  

Gender Always Sometimes Never Total 

Male 30 20 10 60 

Female 15 17 8 40 

Total 45 37 18 100 
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Table 2.1 Cross Tabulation between education of respondents and training to perform the job 

 Table 2.1 indicates that 15 of the Diploma 

holders say yes for the training to perform a job. 

Besides, 6 respondents of ITI holders, 20 respondents 

of Engineering and 10 respondents of M.Tech holders 

say yes for the training programmes to perform the 

job. 

 

Table 3.1 Cross Tabulation between gender of the respondents and efforts undertaken to 

enhance knowledge 

Gender 
Efforts 

undertaken 

Further 
education and 
training in my 

own time 

Private 
relationship 

Private 
research 

work 
Magazines Others Total 

Male 15 15 5 10 5 20 70 

Female 10 5 5 3 2 5 30 

Total 25 20 10 13 7 25 100 

 Table 3.1 indicates that out of 70 male respondents, 15 has taken efforts, 15 respondents had 

further education, 5 respondents enhance there knowledge through private relationships, 10 with 

private research work, 5 using magazines and 20 respondents enhance their knowledge through 

others. And out of 30 female respondents, 10, 5, 5, 3, 2 and 5 respondents enhance their 

knowledge through taking efforts, further education, private relationships, private research work, 

magazines and others respectively. 

Findings 

 The study reveals that most of the respondents are male with educational qualification as ITI, 

engineering and diploma and m.techetc of which highest percentage is ITI, and having 

marginal income. 

 It is identified that more than 50% of the respondents work according to their job profile and 

complete the work in given time. 

 The respondents feels that guidance from superiors and training perform the job is required. 

 It is identified that competency mapping helps in man power planning, for recruitment and 

also individual development. 

 42% of the respondents said that current status in competency mapping was at introduction 

stage, 24% said that 'not in existence', 21% says 'at growth stage', and 13% felt as 'nascent 

stage'. 

 The study reveals that knowledge in organization has been gained through various sources such 

as reports & journals, meetings & group discussions, experience of the incidence sharing and 

others. Of these sources 'meeting and group discussions' gained the highest priority in terms of 

percentage among the respondents. 

 In order to enhance the knowledge level and to improve the competency there are certain 

additional personal efforts which has to be undertaken. They are private research work, 

private relationships, magazines and further education and training in their own time. Out of 

which 'private research work' is considered more important in order to enhance the knowledge 

level and to improve the competency. 

Education Yes No Can’t say Total 

Diploma 15 5 10 30 

ITI 6 2 2 10 

Engineering 20 10 10 40 

M.Tech 10 5 5 20 

Total 51 22 27 100 
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 It is identified that the biggest cultural barrier in competency mapping are position attitude, 

lack of significance and recognition to knowledge, indifference of people towards 

developmental process and lack of open mindedness. 

 The sequence of hurdles in implementing competency mapping are overcoming technological 

limitations, changing people behavior, lack of understanding of competency mapping, justify 

the use of scarce resource, lack of top management commitment. 

 Regarding recognition highest percentage of respondents felt that they are given due 

recognition for competent and knowledgeable employees. 

 It is identified that competency mapping plays a significant role in organizational 

development. 

Suggestions 

 Still company's competency mapping is currently in the initial stage of the company's growth 

and is advisable to implement a better scientific way of competency mapping. It is better to relate 

competency mapping while recruiting employees for various skills. This will reduce redundancy in 

employee skill set. To improve competency of the employees multi kill set training is required. 

Management shall make the competency mapping for all the levels of employees which is not done 

currently. Management can also look into competency mapping correlating with the employees's 

career development. Management shall also look into sharing of the knowledge among the 

employees through forums and chats. Management can also encourage employees additional 

research privately by sponsoring the program. 

Conclusion 

 Although the companies started the competency mapping recently as it has a long way to go 

the company's inception says that there was no clear competency policy followed. The company's 

are not following the scientific way of mapping currently and the company has not taken 

competency mapping while recruiting the employees both externally and internally. Companies are 

not regularly practicing the competency mapping to all the levels of employees. The completion of 

research process has come to know that the organization is in the introduction stage and the 

employees are not aware about the competency mapping and therefore the companies has to know 

its importance and develop it's competency. 
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