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ABSTRACT

Competency mapping for automobile industry has granwd has open challenges for employees as wéliras
business. Technical skills and continuous Rese&@rErevelopment are of utmost importance, but atgame time those
behavioral competencies which will lead to supeperformance. In Today’s scenario the automobitecsealso requires
some critical competency within the employee fag Hurvival in the market. As population increades demand for
automobile also increases. In order to satisfy dhstomers’ needs, the employees should equip theesseith the
different competencies. This empirical study coridddn Bajaj automobile services in Trichy with thepulation of 25
employees from service departments, were taken has sample by adopting purposive sampling technique.
The questionnaire contained specific items to asdes competencies of employees and their relatitmthose who are

working at service centers.
KEYWORDS: Competency Mapping, Behavioral Competency, Previbuserience, Motivation

Statement of the Problem
Competency mapping is critical to the HR managengahizations that are applied to the organization

recruitment, selection, performance appraisalniingi and development etc. In today’s business stenavery industry
and organization wants to have productive emplay@éth the help competency mapping, the organinatiare able to
identify the critical competencies related to jolithim the employees. In automobile industry, thésea need for
identification of competency that leads to the peas development of the employees because in seéntre, the
employees need to perform many a tasks which needpetencies to perform. The researchers try totiigethe
competencies required by the employees relategbtand how it will affect the performance and pasdaevelopment of

the employees.
INTRODUCTION

Human resource management is a process of bripgogle and organizations together so that the gdadach
other are met. Nowadays it is not possible to shamod financial or operating report unless oneisgnnel relation is in
order. Over the years, highly skilled and knowledgsed jobs are increasing while low skilled jobs decreasing.
Thus the concept of competency mapping arises. dt process of identifying key competencies fooaganization, the
jobs and functions within it. At the heart of anyceessful activity, lies a competence or skill. Thain objective of
competency mapping is to conduct a complete arsabfsjob role and incorporating those competentiiesughout the

various processes (i.e. job evaluation, trainiegruitment) of the organization.
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Competency Management is defined as to encomphgasstlments and methods used in an organization t
systematically assess current and future compeemreiquired for the work to be performed, and t®ess available
competencies of the workforce. Competencies arénelkfas the cognitive (e.g. Knowledge and skillsifective
(e.g. Attitude and Vales), behavioral and motivadio(e.g. Motives) characteristics or dispositiaisa person which

enable him or her to perform well in a specifiuatton.

Employee development is crucial for the growth @ndsperity of any business as employees are ornheof
determining factors for the success of the compdrhe more capable and qualified the employee, thiteb the
performance of the company is! When they are waihed, they could easily handle situations, ensustomer retention
as well as resolve any glitches effectively withautich ado. Employee development programmes makéiveos
contributions to organizational performance. & i®int, on-going effort on the part of an emplogeel the organization to
upgrade the employee’s competency, or knowledghs,skbility, and characteristics associated whithh performance on
a job. Successful employee development requireslanbe between an individual’'s career needs ands goal the

organization’s need to get work done.
LITERATURE REVIEWS

There has been a study conducteHiayes & Wheelwright (1984)where they have shown how manufacturing
competency can help a firm to improve the firm perfance. The final products or services are pradiligeusing a wide
range of other firm assets and bonding mechanismbk as technology, management information systémegntive
system, trust between management and labor, ane. Bmnt (1991) defined resources as the inputs into the production
process, which are the basis of analysis. To iflergsources, financial balance sheets are notslidnadequate because
they disregard intangible resources and pebpked skills — probably the most strategically ingoat resources of the
firm (Grant, 1991). Barney (1986, 1991also suggested that not all aspects of a firmigsigll capital, human capital,
and organizational capital are strategically refeveesources. HoweveChristopher(2003) in his text book titled
“Logistics & Supply Chain Management: Strategies reducing cost and Improving service” has cleadffected that
how logistics competency can really help firm byueing distribution cost and by improving custorsatisfaction by

providing product at right place in right conditionright time.

Dr. Govind P. Shinde & Dr. Manisha Dubey(2011) made a study on ‘Automobile Industry Andf&enance
of Key Players’. Tata Motors, Maruti Suzuki Indidyundai Motor India, Mahindra & Mahindra, Ashok Lagd, Hero
Honda Motors & BajajAuto found in the Asian Journal of Technology & Management Research Vbl—QOssue: 02

(Jul - Dec 2011) discussed the Key Success faotdh® Motor Vehicle Manufacturing industry are:
« Efficiency Factor: Improve labour productivity, labour flexibilityna capital efficiency
* Resource Availability: Quality manpower availability, infrastructure impeoments, and raw material availability
» Effective Cost Controls: Close relationship with supplies and goods distidn channels.
» Establishment of Export Markets: Growth of export markets
e Having an Extensive Distribution/Collection Network Goods distribution channels

» Successful Industrial Relations PolicyEthical and tactical industrial relations
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» Access to the Latest Available and Most Efficient &hnology and TechniquesThe degree of investment in

technological improvements and product development.

*  Optimum Capacity Utilisation: The level of plant utilisation

* Management of High Quality Assets Portfolio:Understanding implications from Government poBcie

Their further analysis on SWOT reveals the follogvin
Strengths

» Globally cost competitive, b) adheres to strictlqu@ontrols and ¢) Adoption or Access to latesthitnology.
Weakness

* Low research and development capability b) Indusstgxposed to cyclical downturns in the automotiaustry

and c) Most component companies are dependenbbalghajors for technology.
Opportunities

»  Sourcing hub for global automobile majors and bpd&k opportunities may be realized through divératfon of

export basket.
Threats

e Pressure on prices from OEM'’s continues, b) Impdntsn FTA Regime Countries, in certain component
segments are a threat to local industry and c) IBmglayers, who do not upgrade to global standasmdsild get
extinct.

The researchers have concluded that the industsyréeorded phenomenon growth during the last decade
A market trend is growing at a faster rate. Accogdio CAGR the market will further grow in yearscmme. The opening
of the Indian automobile market for foreign comganihe competition is expected to enhance furfftee. opportunities
can be grabbed through the diversification of ekpasket in untouched foreign destinations. Thristsjuality standards,

services and use of latest technology can providedge over competitors across the globe.

RESEARCH METHODOLOGY
Objectives

The following objectives are developed in the lighteviews
» To know about training effectiveness on the baktb®level of experience.
* Role of competency mapping on personal developwieainployee.
» To know about the training leads to capacity buaiidof the employee.
e To know about the communication competency legoetsonal development of the employee.
Hypotheses

e There is a significant association between getpirgper training for work of the respondents andrtbginion

about the satisfaction with training.
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e There is a significant association between getpirgper training for work of the respondents andrtbginion
about prior knowledge leading to the capacity boddf oneself and to understand others’ needs too.

» There is a significant association between theitgbtb communicate effectively with customers ofeth
respondents and their opinion about prior knowlediggding to the capacity building of one-self amd t

understand others need too

» There is a significant difference between expereatthe respondents and their opinion about gefpiroper

training for work.
Profile of the Company

The Bajaj Group was founded in the year 1926, athbight of India's movement for independence fthen
British, the group has an illustrious history. TB&aj Group is amongst the top 10 business housbdia. Its foot-print
stretches over a wide range of industries, spanaintgmobiles (two-wheelers and three-wheelers), ehappliances,
lighting, iron and steel, insurance, travel andifice. The group's flagship company - Bajaj Autoaiked as the world's
fourth largest two- and three- wheeler manufactared the Bajaj brand is well-known across sevesahtries in Latin
America, Africa, Middle East, South and South Easii. The integrity, dedication, resourcefulnesd datermination to
succeed which are characteristica of the groupytodee often traced back to its birth during thosss of relentless
devotion to a common cause. Jamnalal Bajaj, fouafldre group, was a close confidant and discipahatma Gandhi.
In fact, Gandhiji had adopted him as his son. Tdise relationship and his deep involvement in ittdeependence

movement did not leave Jamnalal Bajaj with muchettmspend on his newly launched business venture.
Vision
To attain World Class Excellency by demonstratirajué added products to customers
Mission
e Focus on value based manufacturing
e  Continual Improvement
+ Total Elimination of wastes
* Pollution Free & Safe Environment
Research DesignDescriptive research design is adopted for thidystu
Scope of the Study
* The study applicable to the automobile industry.
* The study analyses the skill level of Workmen ia tinganization for preparation of model for quastaire.
e The study applicable to the recruitment and selaabf the employee on the basis of the competeragpmg.

e The study gives the proper identification of caticompetency.
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Population

The population comprises of 25 employees from theise department of the organization that is ¢ebgcthe
convenience sampling.

Sampling Method

Purposive sampling method was adopted for the sttidy because of the academic requirement, thearehers

went for this method.

Data Collection
Primary Data

The first hand primary data was collected througlestionnaires. In addition, discussions were helth the
immediate supervisors, the managers of each depattm

Secondary data
The secondary data was collected through the coynpanfile, the company manuals, and previous yeeonds.
DATA ANALYSIS AND INTERPRETATION

This section deals with the data analysis and pné¢ation. The important factors are being analysed being

interpreted.

Table 1: Distribution of Respondents by Age Group

Frequency | Percent
Valid 18-25 1 4.0
25-35 14 56.0
35-40 8 32.0
40-above 2 8.0
Total 25 100.0

The above table explains about the age of the nelgrus. It reveals that 56 per cent of the respaisdare
belonging to the age group of 25-30. 32 per cernthefrespondents are the age group of 35-40 yearTble least age
group is 40 above with 8 per cent.

Therefore it is inferred that the age group 25-Bypas the potential prime age group. The leateisage group

40’'s — it is due to the experience, they are legtire company.

Table 2: Distribution of Respondents by Experience

Frequency Percent
Valid 0-2 6 24.0
2-4 9 36.0
4-6 8 32.0
6-above 2 8.0
Total 25 100.0

The table above illustrates about the experienddefespondents. It reveals that 36 per centeféspondents
are having the 2-4 year of experience in the sergenter and 32 per cent of the respondents arachthe experience of

4-6 year of experience and the 24 per cent of tp@@yees some of the having the experience of 8a2.y
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Therefore it is inferred that most of the employass having 2 years of the experience. As is semn the table
only a few remain even after 6 years of serviceeaBse of the nature of the industry. It is beingdlitomobiles industry,

some employees may leave the company in between.

DISCUSSIONS ON HYPOTHESIS
Research Hypothesis 1
There Is an Association between Getting Properningifor Work and Their Opinion About Satisfied kit

Training
Table 3
: Satisfied with Training
Getting Proper o
Training for Agree Sggpiy Total ISnt]?etlrsetrl](;a;I
Work (n=7) (n=18) (n=25)
Agree 3(42.9%) 4(22.2%) 7(28% °X1.064
Df=1
Strongly Agree 4(5Z27.1% 14(77.8% 18(72%) .302>0.05
Significant

The above table reveals that there is no signifiessociation between getting proper training farkvof the

respondents and their opinion about satisfied wéiming. Hence, the calculated value less thate tedlue (p>0.05).
Research Hypothesis

There is a significant association between getirgper training for work of the respondents andrtbginion

about satisfied with training
Null Hypothesis

There is no significant association between gettiraper training for work of the respondents argirtbpinion

about satisfied with training
Statistical Test: Chi-square test was used the above table
Findings

The above table reveals that there is no signifieasociation between getting proper training farkvof the
respondents and their opinion about satisfied wiming. Hence, the calculated value greater thaite value (p>0.05).

So the research hypothesis is accepted and thaypdthesis rejected.
Research Hypothesis 2

There Is an Association between Getting Propemimrgifor Work of the Respondents and Their Opiradnout
Prior Knowledge Leads to the Capacity Building of lihd to Understand Others Need Too
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Table 4
Gettin Prior Knowledge Leads to the Capacity
9 Building of Myself and to Understand .

Proper Others Need Too Statistical
Training For Inference

Work Neutral Agree Total

(n=6) (n=19) (n=25)

Agree 3(50%) 4(21.1%) 7(28%)| X2=1.895 Df=1
Strongly .169>0.05
Agree 3(50%) 15(78.9%) 18(72%) Not Significant

The above table reveals that there is no signifieasociation between getting proper training farkvof the
respondents and their opinion about prior knowleldgels to the capacity building of me and to undexs others need

too. Hence, the calculated value greater than talee (p>0.05).

Research Hypothesis

There is a significant association between gefgirgper training for work of the respondents andrtbginion

about prior knowledge leads to the capacity bugdihemployee

Null Hypothesis

There is no significant association between gettiraper training for work of the respondents argirtbpinion

about prior knowledge leads to the capacity bugdifime and to understand others need too
Statistical Test: Chi-square test was used the above table
Findings

The above table reveals that there is no signifieasociation between getting proper training farkvof the
respondents and their opinion about prior knowlelggels to the capacity building of me and to undews$ others need
too. Hence, the calculated value greater than tablee (p>0.05). So the research hypothesis i<tegeand the null

hypothesis accepted.

Research Hypothesis 3
Association between Able to Communicate Effectiveiyh Customers of the Respondents and Their Opinio

about Prior Knowledge Leads to the Capacity Buddif Myself and to Understand Others Need Too

Table 5
Able To o Prlo_r Knoy\lltljgdgefLeadsl;o thde

Communicate apacity Building of Myself and to Statistical

. . Understand Others Need Too
Effectively With Inference

T Neutral Agree Total

(n=6) (n=19) (n=25)
Agree 0 3(15.8%) | 3(12%) X°=1.077
Df=1

Strongly Agree 6 (100%) 16 (84.2%) 22 (88%) .029>0.05
Significant

The above table reveals that there is significas#oeiation between able to communicate effectiweith

customers of the respondents and their opinion tapoar knowledge leads to the capacity buildingnefself and to
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understand others need too. Hence, the calculaieée greater than table value (p>0.05).
Research Hypothesis

There is a significant association between abitityommunicate effectively with customers of thep@ndents

and their opinion about prior knowledge leads ®dhpacity building of me and to understand otheesls too

Null Hypothesis

There is no significant association between ableagimmunicate effectively with customers of the mrsjents

and their opinion about prior knowledge leads d¢hpacity building of myself and to understancetmeed too
Statistical Test Chi-square test was used the above table
Findings

The above table reveals that there is significas#oeiation between able to communicate effectiwgith
customers of the respondents and their opinion tapdar knowledge leads to the capacity buildingnayself and to
understand others need too. Hence, the calculakee vess than table value (p<0.05). So the rekelaypothesis is

rejected and the null hypothesis rejected.
Research Hypothesis 4

There is a significant difference between expereotthe respondents and their opinion about gefiroper

training for work.

Table 6: Test Used - One-way ANOVA

Getting Proper Training Mean sD Ss Df | Ms Statistical
for Work Inference

Between Groups 2.040 3 .680

Below 2yrs (n=6) 4.50 .548 _

2todyrs (n=9) 500 | .000 g 1‘1%685

4tobyrs (n=8) 4.75 463 'Si gnif cént

6yrs & above (n=2) 4.00 .000

Within Groups 3.000 21 .14B

From the above table, it is understood that thistitzal inference i.e F value is 4.760 with itsresponding value
of 0.011 which is less than (0.011<0.05) the tafleie. Thus it establishes a significant differebheéwveen experience of

the respondents and their opinion about gettinggrtraining for work.
Research Hypothesis

There is a significant difference between expegeotthe respondents and their opinion about ggetiroper

training for work
Null Hypothesis

There is no significant difference between expeaxeaf the respondents and their opinion aboutrgegiroper

training for work

Statistical Test: One-way ANOVA ‘f’ test was used the above table
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DISCUSSIONS

The hypothesis establishassignificant difference between the experienc¢éhefrespondents and their opinion

about getting proper training for work. Becausé asen in the table

The above table reveals that there is a significhffiérence between experience of the respondeamdstlzeir
opinion about getting proper training for work. lenthe calculated value less than table value.(&0So the research

hypothesis is accepted and the null hypothesistesje

Finding
* Most of the employee opinion that training on thasib of critical competency of the work.
» As the level of experience increases the traineggdndecreases, they need competency based training.
« Employee having less experience needs more trafaimgerforming the work effectively.

e Communication plays an important role in the peasalevelopment of the employee that includes custaand

organizational communication.
Finding

* Most of the employee working in the service ceitanale and 56% of the workers working in the ceate the

age of 25-30 year old because all are having poiperience about the job.

» Even the employees are having low educational rackgl they are competent enough in technical skill

» 32% of the employee having the experience of 4a6 péexperience.

*  96% of the employee are known about their job profi
SUGGESTIONS

e There is a need for proper training on the baste@tompetency mapping.

* There is a need for performance appraisal on this lod critical competency.

» Divide the work on the basis of specialization.

» For reducing the delivery time they have to follpmwper competency mapping procedure

e Toincrease the employee participation in the hagdhe customer complaint.
CONCLUSIONS

Competency Mapping is a process of identifying keypetencies for an organization, the jobs andtioms
within it. It is the process of development of icdd competency among employee and on the basiseoEompetency
required to job the organization recruit, selectraif, the employee. Communication related compgtenc

(Internal and customer related) plays an impontaletin personal development of the employee
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