International Journal of Human Resource I RA N S
Management and Research (IJHRMR)

ISSN(P): 2249-6874; ISSN(E): 2249-7986 . T N\ R
Special Edition, Oct 2014, 23-30 . S E L I—

© TJPRC Pvt. Ltd. = Journal Publications = Research Consultancy

COMPETENCY MAPPING FOR HR EXCELLENCE: A STUDY CONDU CTED IN
BANK OF MAHARASHTRA, CHENNAI

J. WILFRED ANGELLO GERALD *, A. PARIMALA STELLA MARY 2 M. RAMYA 3C. KARTHIKEYAN *,
M. CHITRA DEVI °& M. KHAUSALYA °

!Assistant Professor, PG & Research, DepartmenRiIHSt. Joseph’s College, Tiruchrappalli, Tamil Nathdia

234581 Phil Scholar, PG & Research, Department of HRM J8seph's College, Tiruchirapalli, Tamil Nadugian

ABSTRACT

In India, HR function has moved ahead in the regesatrs to don the new transformational role padity in
service sectors like IT, financial services, trawgptourism and entertainment. Some Banks in Iradi& legitimately
aspiring to become world-class in their quality mbducts and service delivered. To gain competitikvantage,
knowledge and skills in their people have to betaged by them. The effectiveness of a personrty oat a job depends
not only on single or isolated factors but on adfedlifferent factors. In order to acquire glob&es scale and pursue
global banking, the system is likely to withnesemfial consolidation. In spite of many positivesBB$oday are seriously
handicapped vis-a-vis their competitors in the reifdace, on account of huge human capital defsoime of the major
HR challenges before Banking include building calgads for the future; improving productivity angerformance
culture; building talent management practices;ding succession for key critical and leadershipitjoss; developing
ownership, accountability, professionalization andtitutional mechanism for sustained human capit@nagement;
transforming HR function from legacy driven HR tevélopmental HR, etc. The study was conducted aik B#

Maharastra, Chennai to observe the positive awasaoiethe HR Excellence among the employees.
KEYWORDS: Human Resource, Excellence, Competency Mapping_amdpetency Awareness
INTRODUCTION

Human resource management is a distinctive appré@aatmployment management which seeks to achieve
competitive advantage through the strategic depéotrnof a highly committed and capable workforcengsan array of
cultural, structural and Personnel techniques.amdirganizations also witness a change in systemasi-agreement
cultures and philosophy due to the global alignntérindian organizations. There is a need for mehill development.
This is where Competency Mapping comes in to foéssthere are several factors that affect efficjeaed effectiveness
of operations, the improvement is required to bei@z out in every factor. Man power, technical ananagerial skills are
very important resources for any organization evggyson has different qualities, attitudes, motiyersonality traits,
skills, knowledge etc. which has effect on theirfpamance at work. Organization, in order to fdaie excellence in the
performance of the people, they are required tatifjethe right person to the right job. This matanbetween jobs and

people is an important avenue for organizationreffo
NEED OF THE STUDY

Competency mapping is a process of identifying é@ypetencies for a particular position in an orgation and

then using it for job evaluation, recruitment, miag and development, performance management, ssioceplanning.
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When the competency required for a particular pmsits mapped, an accurate job profile is creaith the job profile
well defined, the entire recruitment process becpwsier. The candidate who applies for the posicaware of what
the position demands. The interviewers who intenike candidate are sure of what to look for in .hitralso brings a
degree of transparency to whole process and mesivifie employee. Apart from recruiting and promoticompetency
mapping is a great development tool for the emm@oyteassesses the inherent strengths and weathtgsindividual and
helps him to develop himself. It also gives theediion to the training machinery with the orgarimatas the training

programs will be better suited to meet the emplsypeeds.
LITERATURE REVIEW

Bhatia (1978)in his study titled, “Banking Structure and Penfiance — A Case Study of the Indian Banking
System” attempted to analyze the economic perfocmanrf Indian banking system as reflected by itgpotjtprice and
profitability during the period 1950-68. He fourtht profit of the Indian banking system during #ad period had an
upward trend. The study suggested deregulationtefast rates to enhance the profitability of fitiahinstitutions and to
ensure a competitive banking environment which wadtimately result in better servicasulkarni (1979) in his study
on “Development Responsibility and Profitability B&nks” stressed upon social responsibilities akivay sector. He was
of the view that looking for profit maximization lynwas not true profitability of banks as sociahbéts arising out of
bank operations cannot be ignored, while fulfillithge social responsibility, banks should try to mdke basic banking
business as successful as possible, reduce cgsvembanking system and increase the overall tptufity. Balister et
al. (1994)conducted a study of over dues of loans in aguicellto examine the repayment performance of defaulh
three blocks of Agra district in Uttar Pradesh. {feund that well-to-do agriculture families accteshfor a large share of
over dues. They accounted 37 per cent of totalultefs and 57 per cent of total over dues. Totabamhof overdues and
its relative share also increased during the pesfatudy. Lack of proper supervision over end afslwan was identified a
major reason for misutilisation of credit which disato increase in overdueBas (1997)studied the productivity in
nationalized banks. He observed that labour pradtyctn nationalized banks over the time had nolyaemained low but

also substantially declined. He advocated theuestring of banks to improve productivity in Indibanks
PROFILE OF THE ORGANIZATION

Bank of Maharastra, Chennai is a public sectortioning as Service Sector. This Bank is a Goverrtroéindia
undertaking and carries on all types of bankingrmss. The Bank was brought into existence by dmance issued on
19th July by the Central Government. In terms ef @rdinance, the undertaking of "The Bank of Mablatra Ltd.' was
transferred to and vested in the new bank. Thenargie was replaced by the Banking companies (Atiguisand
Transfer of Undertakings) Act, 1969. The Act waslde=d null and void by the Supreme Court on 1Ghr&ary, 1970.
An Ordinance was thereupon promulgated which witsrleeplaced by the Banking Companies (Acquisidod Transfer
of Undertaking) Act, 1970 which was made effectie&rospectively from 19th July. Under the "Lead B&theme' the
Bank was allotted 5 districts of Maharashtra, #imne, Satara, Nasik, Aurangabad and Thane. Suwengscarried out in
these districts for the identification of growthnters. At present there are more than 150 branch&3hennai city

extending their services day by day to cater tregla®f the common citizen.
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METHODS & METHODOLOGY

Statement of the Problem
The need to map and monitor the competence is ipett®y most organizations as a tool to add vatuthéir

key resource areas. Employee competency mapptogigsike a connection between what the organizaeus are, what
the employee can perform and eventually detectpa ebusiness might possess extremely capable huesmurces but
they might not work on the position that suits thérhis is where competency mapping and the appraisés come to

help the HR experts choose who should work on \phbattion.
OBJECTIVES OF THE STUDY

» To identify the opinion of employees towards thema competency of HR mappings

* To identify the core competency and supporting ceteipcy of the employees towards the objectives.
HYPOTHESES OF THE STUDY

e There is a significant association between thecdglee respondents and their overall competencypmagpof HR

excellence

* There is a significant association between expeeienf the respondents and their opinion on dematngtr

flexibility & open mindedness in personal aspects

e There is a significant difference between the eigpee of the respondents and their opinion abadese and

work alcoholic towards objectives.

RESEARCH DESIGN

The researcher adopted descriptive Research déXigniation consists of 170 employees where 25refmts
are taken as sample respondents through purpaamplieg technique. Primary data was collected ftbenmiddle level
executive through structured questionnaire. Whdeosdary data from journals and company websité®r Ahe data
collection, data analysis was carried out with Betage analysis. Chi- square and One Way ANOVAstindent’'s T tests

were applied for interpretation.

INTERPRETATIONS OF THE TABLES

Table 1: Distribution of Respondents by Their Demgraphic Profile

Demographic . No of Respondents | Percentage
S. No ngf"ep Particulars (szps) 100 % 9

1 Age Below 25yrs 8 32
25 to 30yrs 7 28
30 to 35yrs 5 20
35yrs & Above 5 20

2 Experience Below 5yrs 14 56
5 to 10yrs 7 28
10yrs & above 4 16

From the above table, it is known that 32 per oénhe respondents are below 25 years of age. 28gme of the
respondent belongs to the age group between 26 ye&s. 20 per cent of the respondents belongetage group of 31

and 35 years and above 35 years respectivelyirfasred that 32per cent of the respondents anauatyc due to their age
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factor, while 20 per cent of the respondents beltmghe matured groups of 31 to 35 years and abespectively.
Similarly 56 per cent have less than 5 yrs of wexkerience, 28 percent of the respondents havel® tgrs of work

experience and 16 per cent of them have experiegtveeen 10 and 15 years, hence this play a vikalinche system

Table 2: Overall Competency Mapping of HR Excellene

S. No | Particulars No. of Respondents (N=25) | Percentage (100%)
1 Low 8 32.0
2 High 17 68.0

Mean: 23.7200 / Median: 24.0000 / S.D.: 1.62070r.ML9.00 / Max.: 26.00

The above table reveals that majority (68 per cefnt)he respondents’ exhibit high level opinion owverall

competency mapping of HR excellence and remainthge8 cent of the respondents show low level opinio

Table 3: Association between Age of the Responderatad Their Opinion
about Overall Competency Mapping of HR Excellene

Overall Competency Mapping of HR .
S. No Age Excellence ISnt?;'thr']%ael
Low (N=8) | High (N=17) | Total (N=25)
1 Below 25yrs 3(37.5%) 5(29.4%) 8(32%) X?=4 303 Df=3
2 25 to 30yrs 2(25%) 5(29.4%) 7(28%) 231 > 0.05
3 30 to 35yrs 3(37.5%) 2(11.8%) 5(20%) th Signifi'cant
4 35 yrs & above 0 5(29.4%) 5(20%)

H-There is a significant association between agéefréspondents and their opinion about overall aieny
mapping of HR excellence

Ho -There is no significant association between agbefespondents and their opinion about overallpziency
mapping of HR excellence

Statistical Test-Chi-square test was used

Findings -The above table reveals that there is no signifiagsociation between age of the respondents aird th
opinion about overall competency mapping of HR é&oee. Since the calculated value was greater tharable value
(p>0.05). Hence the research hypothesis be rejectedhe null hypothesis turns accepted.

Table 4: Association between Experience of the Rempdents and Their Opinion on
Demonstrative Flexibility & Open Mindednessn Personal Aspects

Demonstrative Flexibility & Open Mindedness in My
S. No Experience Personal Aspects Statistical
Never Mostly Always Total Inference
(N=1) (N=16) (N=8) (N=25)
1 Below 5yrs 1(100%) 9(56.3%) 4(50%) 14(56% X2:8B2
2 5 to 10yrs 0 4(25%) 3(37.5%) 7(28%) Df=4
3 .864>0.05
10yrs & above 0 3(18.8%) 1(12.5%) 4(16% Not
Significant

Ho>-There is a significant association between expeeeasf the respondents and their opinion on dematngtr

flexibility &open mindedness in personal aspects

Hgo-There is no significant association between expedef the respondents and their opinion on dematins

flexibility &open mindedness in personal aspects
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Statistical Test -Chi-square test was used

Findings -The above table reveals that there is no signifieasociation between experience of the respondents
and their opinion on demonstrative flexibility &apenindedness in personal aspects. Since the ctddulmlue was
greater than the table value (p>0.05). So the relsdeypothesis becomes rejected and the null hgsighiurns accepted.

Table 5: One Way ANOVA Difference between Experiene of the Respondents and Their Opinion about Sincer
and Work Alcoholic towards Objectives

Sincere and Work Alcoholic Statistical
= NE towards Objectives N D =9 | b S Inference
1 Between Groups .283 2 141
Below 5yrs (n=14) 2.79 426 F=1.320
6 to 10yrs (n=7) 3.00 .000 .287>0.05
11yrs & above (n=4) 3.00 .00( Not
2 Within Groups 2.357 27 .107| Significant

Hs-There is a significant difference between expegeotthe respondents and their opinion about sneed

work alcoholic towards objectives

Hgo-There is no significant difference between expereaf the respondents and their opinion about stnaad

work alcoholic towards objectives
Statistical Test -one-way ANOVA ‘f' test was used

Findings -The above table reveals that there is no signifidéference between experience of the respondents
and their opinion about sincere and work alcohtaligards objectives. Since the calculated value gvaater than the table

value (p>0.05). So the research hypothesis hapgpdresrejected and the null hypothesis becomeptade
SUMMARY OF FINDINGS AND RECOMMENDATIONS

Majority 32 per cent of the respondents belongsht age group of 21 to 25 years (Table no 1). Sityil
maximum 56 percent of them have less than 5 yexpérience (Table no 1). There is no significasbagtion between
age of the respondents and their opinion aboutativeompetency mapping of HR excellence (Table hoTBere is no
significant association between experience of thgpaondents and their opinion on demonstrative Hiktyi &open
mindedness in personal aspects (Table no 4). Tikere significant difference between experiencéhefrespondents and

their opinion about sincere and work alcoholic todgaobjectives (Table no 5).
RECOMMENDATIONS
* The employee should be clearly said about the mntelsresponsibilities in order to do their workeefively.

* There should be a blue print of job descriptiongh&f entire employees to make them understand theies

exactly.

 Beyond competency based pay, to retain the talemigployees must be provided with learning oppotiesi

exciting jobs, challenging jobs and scope for growt

e Finally it is suggested that banks have to conetmton employee competency mapping for the purpbse

customer focus, communication, team orientationtantnical expertise.
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CONCLUSIONS

The success of any public sector lies mainly inttheds of the employee. They are the back borteetodmpany

/ industry / Organization. Though they are veryrghuhas good infrastructure, excellent rules amglegions and if the

employee are not satisfied or not aware of theroegdional needs and goals, it will be very difficto any industry to be

successful. There will be a huge gap between tlie @pmpetency mapping integrates the organizatioeeds with the

employee needs and creates a transparency amomg lthkelps the employee to identify their inherstrengths and

weaknesses and helps them to be expertise infiblelis. This paper may help the employee to undadsthe process and

requirements of the organization, department tmbee effectively and training mechanism in the aigation, so that the

training program followed will be better suitedrteet the employee’s and organizational needs.
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