
ISSN - 2348-2397

AN INTERNATIONAL BILINGUAL PEER REVIEWED REFEREED RESEARCH JOURNAL

SHODH SARITAAPPROVED UGC CARE

SHODH  SARITA
Vol. 7, Issue 26, April-June, 2020

Page Nos. 124-129

ABSTRACT
Complex, unpredictable business environment and ongoing rapid technological advancements has raised a 

concern for superior performance for most of the organizations. Competent employees are the key for survival and 

sustainability of an organization. The performance of any organization depends largely on the quality of Human 

Resources it possesses. All this demands for futuristic skill mapping through proper HRM initiatives. Every 

professionally managed company should have well defined roles and lists of competencies required to perform each 

role effectively. These should be used for recruitment, performance management, promotions and training need 

identification in various departments. The process of competency mapping was carried out for various departments of 

an automotive company in Mumbai like HR, Administration, Operations, SCM , Product Development, Marketing , 

Quality, IT , Maintenance, Excise and Finance etc. For the purpose of representation this paper exhibits the application 

of competency mapping in their marketing department only.
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Introduction

People are the most unique and valuable resource 

for every organization. It is essential for every 

organization to become aware of the employee's talents, 

attitudes and overall performance through Competency 

Mapping. Sustainability of any organization rely more on 

its competent employees than any other resource. It is a 

major factor that determines the success of any 

organization. Competencies provide a common language 

and method that can integrate all the major managerial 

functions across various departments. Over the past two 

decades, HR and OD professionals have identified 

competencies as a key element to measure of human 

performance. Competency mapping identifies an 

individual's strengths and weaknesses. It is a process of 

identifying key competencies for a company that works 

well for it. David McClelland (1973) had pioneered the 

competency movement across the world and brought out 

several new dimensions of the competencies. It was 

established that traditional achievement and intelligence 

score may not be able to predict success on job and 

competencies are more important. Boyatzis (1982) 

introduced competencies as a combination of knowledge, 

skills, personal attribute, motives, traits and beliefs. 

Later, Behavior Event Interviewing (BEI) was adopted as 

a methodology to map the competencies. Gradually, 

assessment centers also became popular to measure the 

competencies. Daniel Katz categorized competencies 

into four areas: technical, human, social and conceptual. 

As literature indicates, all authors from 1973 till 1999 

focused more on defining competencies. They focused on 

skills, knowledge, qualifications, motives, traits as the 

indicators of competencies. The competency movement 

in this period was limited to defining the competencies 

and measuring the current competency levels. 

(Atkociuniene, 2010) defines competency as valuable, 

rare, non- replenish able and irreplaceable resources that 

can ensure competitive advantage for an organization in 
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competitive environment. According to (Straka, 2005), 

competency comprises the entire body of knowledge and 

abilities or personal traits developed through learning 

that cannot be immediately observed. According to 

(Zydziunaite, 2005) competency means an ability to take 

decisions related with the context of particular 

professional performance. Perhaps, the clearest concept 

of competencies is offered by (Pacevicius & Kekyte, 

2008); it is a combination of professional knowledge, 

abilities and skills as well as an ability to apply them 

following the requirements of work environment. 

Competency mapping serves a number of purposes. It is 

done for the various purposes like gap analysis, role 

clarity, selection, potential identification, growth plans, 

succession planning and restructuring etc.

Literature Review

Mallika Worlikar, Dr. Artee Aggrawal in their 

article titled as “Review Study of Competency Mapping 

in the Organisations”, published in IOSR Journal of 

Business and Management presents the importance of 

competency mapping for developing competitive edge of 

an organization. Authors are of the opinion that through 

Competency Mapping it is feasible for the organisation to 

become aware of the employee's talents, attitudes and 

overall performance. P. Nagesh, Sridevi Kulenur and 

Keerthana Jagadeeshin their article titled as “Employee 

Competency Mapping”, published in SDMIMD Journal 

of Management (/2017) discussed that Competency 

Mapping helps in knowing where an individual stands 

with respect to his skill sets i.e. his actual skills, expected 

skills and the skill gaps(Competency gaps). Their study 

aimed at analysing the employee competencies of 

Training and Development Department of a typical 

manufacturing company in Mysuru, analysed their 

expected skills and the actual skills, mapping them, 

identifying the competency gaps, analysing the gaps to 

suggested necessary measures to reduce the competency 

gaps in employees .Krishnaveni. J in her study titled as 

“A Study on Mapping of Employees' Competency”, 

published in Indian Journal of Economics and 

Development (2013) aimed to assess the competency of 

the employees of Meenakshi Mission Hospital and 

Research Centre, Madurai, India. It evaluated various 

aspects of employees' competency such as ability to 

mutual relationship, communication, adaptability, 

leadership and overall task proficiency. Author is of the 

opinion that competency mapping is an essential task for 

all the organisation and employee development, it is 

essential for the organizations to maximise utilization of 

these talents to gain competitive advantage. Jaideep 

Kaur and Vikas Kumar in their paper titled as 

“Competency Mapping: a Gap Analysis”, published in 

International Journal of Education and Research (2013) 

explained that how and to what extent competency 

mapping facilitates the organization to function 

effectively. Their finding was that the manger in higher 

level lacked in technical skills compared to middle level 

manger. Planning skills and leadership skill were missing 

in middle and first level. They were of the opinion that the 

implementation of competency mapping would focus on 

the gap that are essential for the required job and hence 

can be improved by training which will enhance the 

organization effectiveness and facilitates the 

organization to meet its business objectives

Study Objectives

• To perform competency mapping in marketing 

department of an automotive component company 

in Mumbai.

Research Design

The research was a descriptive research, as it 

included surveying and fact-finding. The research was 

not done before for the company. Competency analysis 

began with identification of the workforce competencies 

required to perform the organizational business 

activities. Once the competencies were identified, a 

mapping between the targeted vs. actual value of 

competencies were measured, analyzed and researchers 

tried to predict the future capability of competencies and 

took necessary corrective/preventive actions to either 

enhance or maintain the current capabilities. 

Identification of the tasks, skills, knowledge and attitude 

were carried out for various organizational roles using 

formulation of job descriptions, assessing employees' 

current level of competencies, and activities like 

planning career development and coordinating 

competency development. Primary data was collected 
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through questionnaires. In addition to it discussions were 

held with the immediate supervisors, the managers of 

each department. Secondary data was collected through 

the company profile, the company manuals, and previous 

year records.

About Automotive Component Company

Automotive Component Company, where 

competency mapping was carried out, is one of the largest 

manufacturers of automotive graphics in the world; with 

a production capacity of over 15 million automotive 

graphic sets per annum. It is a global player with presence 

in the global market. It is highly committed to quality and. 

With an excellent in-house QC lab and design studio, the 

company is widely regarded as a leader in new product 

development.

Competency Mapping Process

Step 1: Identify departments for competency profiling

Step 2: Identifying hierarchy within the organization and 

selection of levels

Step 3: Obtain the job descriptions

Step 4: Preparation of semi structured interview

Step 5: Recording of interview details

Step 6: Preparation of a list of Skills

Step 7: Indicate proficiency levels

Step 8: Validate identified competencies and proficiency 

levels with immediate superiors and other heads of the 

concerned department

Step 9: Preparation of competency dictionary

Step 10: Mapping of competencies

Data Analysis : Competency Based Matrix

Marketing

Department/ 

Function  Grade  Designation  Primary Responsibilities  

Marketing  M1  Vice President 

of Marketing  

 • Research and develop strategies and plans which identify 

marketing opportunities, direct marketing, and new project 

development.  

• Study the current market trends competitors’ information, 

feasibility of market plans and develop pricing strategy  

•  Brand building and increasing the demand for firm’s product 

and services  

• Identification and exploitation of the unused market segments 

and make plans for expansion  

• Establish and implement short-  and long-range goals, objectives, 

policies, and operating procedures  

Marketing  M2  

Deputy 

General 

Manager/ 

Chief Officers  

• Identifies, evaluates and pursues the strategic and financial 

prospects of new market opportunities                                                                                   

• Uses a variety of data sources to analyze relevant business 

situations and proactively recognize, evaluate, and address key 

business issues, drivers and growth opportunities.                                                                           

•Establish clear marketing objectives and measure ROI of ongoing 

marketing initiatives  

• Analyze the sales statistics and formulate targets.  
• Adhere to company’s mission statement and policies.  
• Develop and manage sales and marketing budgets  
• Come up with creative campaigns which increase company’s 

reputation and popularity.  
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Marketing M3 Senior 

Manager 

• Analyzes Marketing and competitive data and consolidates 

findings to support marketing strategy development. 

• Monitor all processes and implement improvements to enhance 

marketing productivity
 

• Assign responsibilities, deadlines, and budgets
 

Marketing
 

M4
 

Marketing 

Manager
 

• Ensure better market coverage.
 

• Eliminate duplication of efforts.
 

• Increase effectiveness of sales force.
 

• Facilitate the establishment of
 
sales quotas.                                                   

• Develops and maintains relationships with existing and potential 

customers
 

• Recruiting, staffing and performance appraisals of marketing 

department

 

• Evaluation and interpretation of customer feedback and 

customer satisfaction reports

 

• Plan and direct public relations programs designed to create and 

maintain a favorable

 

public image for employer or client

 

Marketing

 

M5

 

Assistant 

Manager

 

• Developing the most well trained, professional sales force 

possible

 

• Assists in managing the execution of key marketing 

programs/projects

 

• Constructively handle (or supervise the handling of) all customer 

complaints related to products

 

• Analyze sales statistics gathered by staff to determine sales 

potential and inventory requirements and monitor the preferences 

of customers

 

• Review the performance of salespeople  to motivate and 

stimulate them to even greater achievements                                                                 

•Create reports showing Sales %, etc

 

Marketing

 

M6

 

Senior 

Executive 

Marketing

 

• Advertise and sell products and services of the company to 

current and perspective customers;

 

• Make preparations of presentations, proposals and sales 

contracts

 

• Identifying problems and reviewing related information to 

develop and evaluate options and implement solutions

 

• Develop and maintain the relationships with customers 
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Marketing M7 
Marketing 

Executive  

• Attend to customers’ queries and provide appropriate solutions.  

• Maintain company’s contact management database with 

accurate, up-to-date contact and activity details  

• Prepare a variety of status reports, including activity, closings, 

follow-up, and adherence to goals  

• Assist in the identification of opportunities for new products and 

for enhancement and development of existing products  

• Ensure that company has an in depth understanding of the users 

of company products and their ongoing needs  

• Ensures accomplishment of consumer contentment, revenue 

generation, achieving the long term goals and the company’s 

visions and values 

Marketing M8 Sales Assistant 

• Generates the paper work for every detail of sale activity and 

maintain a full document for it. 

• Prepares report on product sales and analyze the discounts or 

offers that shall be given on the product.  

• Maintains accurate database of customer information and 

provide it to sales department for making sales.  

• Ensure the products are delivered to customers in calculated 

grace period. 
• Arrange meetings on important issues on the direction of sales 

manager or director. 

Marketing MT 
Management 

Trainee 

• Assisting the marketing managers in planning and coordinating 

the company’s marketing goals and objectives  
• Taking up extensive research for examining facts and data 

related to the company’s products, individuals using the rival 

company’s products, and the efficacy of certain or promotional 

plans 
• Recommending measures to the corporate about employing 

appropriate promotional plans, advertising concepts, new ways of 

selling products 

Conclusion

Competencies have been identified in this selected 

Automotive Component Company in Mumbai can be 

used further to improve individual performance, by 

modeling the behaviors that make high performing 

employees successful in their jobs. Ideally, competencies 

can help fix attention on key business goals and values, 

such as improved customer service. Applying the 

competencies at work will help individuals become more 

flexible and creative in meeting job demands and adapt to 

changes at work. Finally, competencies, identified 

clearly can encourage teamwork by ensuring role clarity. 

These competencies help lay out a road map to superior 

performance, but they do not ensure it. Only the personal 

commitment of employees to excellence, intrinsic 

motivation, and actual consistent performance 

determines their performance level.
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