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Abstract

In today's ever-changing business landscape, organizations encounter challenges related to talent management,
competitive performance, and workforce flexibility. Human Resource Management (HRM) has evolved into a key
partner directly supporting organizational success. One essential HR tool for strategic alignment is competency mapping.
This systematic process identifies and assesses the knowledge, skills, abilities, and behaviours needed to perform specific
roles effectively.

Competency mapping establishes a structured way to connect individual skills with organizational goals. It makes sure
that employees have the right competencies to perform tasks efficiently, respond to changing job demands, and
contribute to overall success. A well-crafted competency model includes core competencies that reflect organizational
values and culture, functional competencies specific to jobs, and behavioural competencies related to attitudes and
interpersonal skills essential for high performance.

The increasing importance of competency mapping comes from its impact on various HR functions, such as workforce
planning, performance evaluation, training needs assessment, recruitment, and career development. Organizations that
successfully implement competency-based systems improve productivity, boost employee retention, and support
professional development.

This paper develops a competency model tailored for organizational contexts and discusses how competency mapping
enhances overall effectiveness. Using a conceptual framework, the study examines the effects of competency-based HR
practices on improving performance, optimizing talent, and ensuring strategic HR alignment.
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2. Review of Literature
2.1 Concept of Competency

The term competency became popular through the work of McClelland (1973), who emphasized the importance of
behavioural traits beyond intelligence tests in predicting job performance. Boyatzis (1982) defined competencies as
deep-seated characteristics leading to effective performance. Spencer & Spencer (1993) expanded on this by offering
the Iceberg Model, which highlights visible traits (knowledge, skills) and deeper traits (attitudes, characteristics,
motives).

2.2 Competency Mapping

Competency mapping identifies key competencies for an organization or specific jobs and integrates them into HR
systems. Dubois & Rothwell (2004) noted that competency mapping clarifies role expectations and enhances
organizational capabilities. Lucia & Lepsinger (1999) argued that competency-based systems improve employee
performance by aligning behaviours with organizational strategies.
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2.3 Competency Models

A competency model sets out the competencies needed for effective performance in a specific role or group of roles.
Rothwell & Lindholm (1999) pointed out that competency models are crucial for improving performance and developing
leadership skills. These models often combine core, functional, and behavioural competencies (Parry, 1996).

2.4 Competency Mapping in HR Functions

Recruitment & Selection: Competency mapping improves the fit between people and jobs (Sanchez & Levine, 2009).
Training & Development: It helps identify skill gaps and improves learning opportunities (Noe, 2010).

Performance Appraisal: Competency-based evaluations ensure objective assessments (Armstrong, 2014).

Career Development: It provides clear paths for advancement (Gareth & Jennifer, 2012).

2.5 Competency Mapping and Organizational Effectiveness

Research shows that competency mapping positively impacts productivity, employee engagement, retention, and overall
performance (Afiouni, 2007). A competency-driven HR system fosters a culture of continuous learning and innovation,
which supports long-term competitiveness.

3. Research Objectives

o To understand the concept and importance of competency mapping in organizational settings.

o To develop a detailed competency model that combines core, functional, and behavioural competencies.
o To examine how competency mapping improves workforce planning, performance management, and
training needs analysis.

o To explore the connection between competency mapping and organizational effectiveness.

o To provide practical recommendations for organizations implementing competency-based HR systems.

4. Research Methodology
4.1 Research Design

This study uses a conceptual research design that relies on secondary literature and established frameworks. It
synthesizes theoretical contributions, empirical studies, and best practices in HR related to competency mapping.

4.2 Data Source

The research draws from secondary data, including:

- Academic journals (HRM, Organizational Behaviour)
- Books on competency frameworks

- Industry reports and HR guidelines

- Previous studies on competency-based HR systems
4.3 Approach

The paper uses a conceptual framework to explore the relationships among competency mapping, talent development,
and organizational effectiveness. Design principles for the competency model come from validated literature, expert
opinions, and HR competency frameworks used in global organizations.

4.4 Scope of Study

The study focuses on:
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- Creating a generalized competency model

- Applying competency mapping within HR functions

- Analysing the influence of competency mapping on productivity, retention, and employee development
4.5 Limitations

As a conceptual study, it does not include primary data or statistical analysis. The findings are based on existing literature
and theoretical frameworks.

5. Data Analysis

While this is a conceptual study that does not include primary data, the analysis is based on synthesizing literature
findings and developing a competency model. The analysis is organized into key dimensions:

5.1 Development of a Competency Model

The proposed model includes three categories:

a. Core Competencies

These reflect the organization's values, vision, and culture.
Examples:

- Strategic Thinking

- Customer Orientation

- Innovation and Creativity

- Ethical Practices

- Teamwork and Collaboration

b. Functional Competencies

These are job-specific skills needed for effective performance.
Examples:

- Technical Knowledge

- Problem-Solving Skills

- Analytical Ability

- Process Management

- Project Execution

c¢. Behavioural Competencies

These relate to personality traits, interpersonal skills, and behaviours.
Examples:

- Communication Skills

- Leadership Qualities

- Adaptability

- Emotional Intelligence
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- Result Orientation

5.2 Competency Mapping Process

A typical competency mapping exercise involves:

- Job Analysis: Reviewing job descriptions, responsibilities, and roles.

- Competency Identification: Using HR tools such as interviews, surveys, and focus groups.

- Competency Dictionary Development: Defining each competency with behavioural indicators.

- Competency Assessment: Evaluating employees against required competencies.

- Gap Analysis: Comparing actual competencies with expected ones.

- Integration into HR Systems: Including in recruitment, training, performance appraisal, and career planning.

5.3 Role of Competency Mapping in HR Functions

Workforce Planning: Ensures that the organization has employees with relevant skills to meet future needs.
Training Needs Analysis: Identifies areas that need learning and development initiatives based on competency gaps.
Performance Appraisal: Focuses on behaviours and skills, leading to objective evaluations and continuous improvement.
Career Progression & Succession Planning: Helps identify high-potential employees and build leadership pipelines.
5.4 Impact on Organizational Effectiveness

Competency mapping supports:

- Enhanced Productivity: Employees aligned with required competencies perform their tasks efficiently.

- Workforce Retention: Clear advancement paths boost engagement and reduce turnover.

- Employee Development: Targeted training strengthens skills and abilities.

- Strategic Alignment: HR functions align with organizational goals.

- Improved Decision-Making: Competency data provides support for talent-related decisions.

6. Findings and Conclusion

6.1 Findings

o Competency mapping serves as a strategic tool that connects employee skills with organizational goals.
o The competency model, which integrates core, functional, and behavioural competencies, provides
clarity and supports performance improvement.

o Competency mapping plays a vital role in HR functions, including recruitment, performance evaluation,
training, and career planning.

o Organizations that implement competency-based HR systems tend to see boosts in productivity,
employee engagement, and retention.

o The conceptual framework demonstrates a strong link between competency mapping and organizational
effectiveness.

6.2 Conclusion

Competency mapping has become an essential HRM practice for achieving organizational excellence. By identifying
and evaluating key competencies, organizations can ensure that employees have the right skills to meet both current and
future demands. The proposed competency model offers a structured way to integrate competencies into various HR
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functions. Competency mapping positively affects productivity, talent development, and retention, which contributes to
organizational effectiveness.

Organizations that use competency-based frameworks gain strategic benefits, including better decision-making,
improved employee performance, and long-term sustainability. Therefore, competency mapping should be recognized
as a fundamental part of strategic HR practices for organizations looking to develop a high-performing and future-ready

workforce.

References:
1. Sanghi, Seema — The Handbook of Competency Mapping: Understanding, Designing and
Implementing Competency Models in Organizations — comprehensive HR competence framework and
implementation guide.
2. Sanghi, Seema — Competency Mapping and Assessment: A Practitioner’s Handbook — updated
practical competency mapping techniques (2025).
3. Shermon, Ganesh — Competency Based HRM: A Strategic Resource for Competency Mapping,
Assessment and Development Centres — strategic integration of competencies with HR and business goals.
4. Sadhu / Sahu, R. K. — Competency Mapping — process-oriented book on identifying and applying
competencies in HR contexts.
5. Cooper, Ken — Effective Competency Modeling & Reporting — detailed framework for competency
model creation and reporting.
6. Spencer, Lyle M. & Spencer, Signe M. — Competence at Work: Models for Superior Performance —

foundational text on job competence models and performance standards.

7. Rothwell, William J. & Kazanas, Harry C. — Planning and Assessing Organizational Performance
— covers competency systems in performance and development planning.
8. Campion, Michael A., et al. — Doing Competency Modeling: Best Practices and Applications —

research-based and practical approaches to building models (often referenced in HR research)..

© 2026, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM.NCDTAIMO011 | Page 60


http://www.ijsrem.com/

