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Abstract: This study has been enriched in WONJIN AUTOPARTS INDIA PVT LTD to ensure effective competency mapping of the employees.Competency mapping is a process through which one assesses and determines one ‟s strengths as an individual worker and in some cases, as part of an organization. It generally examines two areas: emotional intelligence or emotional quotient (EQ), and strengths of the individual in areas like team structure, leadership, and decision-making. The study provides an insight about how an competency mapping is done to the employees and the individual and the organization goals are achieved effectively and the organization sustainment to the future trends. 
        
1.1 INTRODUCTION
Human resource management is a process of bringing people and organizations together so that the goals of each other are met. Over the past years, skilled and Knowledge based jobs are increasing while low skilled jobs are decreasing. This compels for future skill mapping through proper HRM initiatives. Indian organizations are also facing a change in the systems, management environment and philosophy due to the global alignment of Indian organizations. Competencies are derived from specific job families within the organization and are grouped around categories like strategy, relationships, innovation, leadership, risk-taking, decision-making, emotional intelligence, etc. As far as the competency mapping is concerned, the first step in the procedure is job analysis, where the company requires to list core competency requirements for the job concerned. The next step should be the development of a competency scale for the job of the parameters previously identified. The actual mapping of employees can be a self - done exercise or it can be done by others like superiors. It can also be done by using the 360- degree method where peers, first give reports and customers also rate the employee that basis. 


1.2   INDUSTRY PROFILE
The Indian automobile industry has historically been a good indicator of how well the economy is doing, as the automobile sector plays a key role in both macroeconomic expansion and technological advancement. The two-wheelers segment dominates the market in terms of volume, owing to a growing middle class and a huge percentage of India’s population being young. Moreover, the growing interest of companies in exploring the rural markets further aided the growth of the sector. The rising logistics and passenger transportation industries are driving up demand for commercial vehicles. Future market growth is anticipated to be fuelled by new trends including the electrification of vehicles, particularly three-wheelers and small passenger automobiles.
India is also a prominent auto exporter and has strong export growth expectations for the near future. In addition, several initiatives by the Government of India such as the Automotive Mission Plan 2026, scrappage policy, and production-linked incentive scheme in the Indian market are expected to make India one of the global leaders in the two-wheeler and four-wheeler market by 2024.

1.3 COMPANY PROFILE
[image: ]
WONJIN AUTO PARTS India Private Limited is an unlisted private company incorporated on 19 September, 2003. It is classified as a private limited company and is located in Tamil Nadu. It’s authorized share capital is INR 6.50 CR and the total paid-up capital is INR 6.48 cr.
WONJIN Auto parts India's operating revenues range is INR 100 CR- 500 CR for the financial year ending on 31 March, 2020. It's EBITDA has decreased by -23.50 % over the previous year. At the same time, it's book net worth has increased by 20.63 %. Other performance and liquidity ratios are available here.
Description: The company is engaged in automobile distributorship business. It provides new and used car, spare parts, and repairing services.
Products & Services: New car, Used Car, Spare Parts, Accessories and Car financing services
Category: Distributor
The current status of WONJIN Auto parts India Private Limited is - Active.WONJIN Auto parts India Private Limited has three directors - JOHN EBENEZER MERVYN WILLIAM, YOUNGJUN PARK and RAJESH.
             

1.4   NEED FOR THE STUDY
[bookmark: _Hlk166925822]To Examine the competency mapping of the employees and the approaches followed by the organization towards upgrading the skills and development programs for selecting the right employees in the organization and for mapping the individual goals and organizational goals for enhanced performance with driving continuous improvement within the organizational premises. 
1.5 OBJECTIVES OF THE STUDY
PRIMARY OBJECTIVES     
       
· To Study on Competency mapping of the employees with reference to WONJIN AUTOPARTS INDIA PVT LTD

SECONDARY OBJECTIVES 

· To Analyze the Relationship Between Organization provides training and skill matrix for better competence for future development and competency mapping acts as an Effective tool for selecting the right candidates to the organization
· To Explore the Relationship Between Employee Competencies and Career Progression Opportunities within the Organization
· To Identify Potential areas for Improvement on Employees towards Competency mapping
1.6 SCOPE OF THE STUDY
For competency mapping, it is essential to know the fields and the type of competencies           required in each field. Yes, its scope ranges right from selection & recruitment to performance management & training need assessment. 
1.7 LITERATURE REVIEW

According to Salman, M., Ganie, S. A., & Saleem, I. (2024) in their paper follows three objectives. The paper aims to demonstrate a synoptic view of the historical evolution of competence, significant growth and changes in conversation. The second objective is to investigate the meaning and definitional usage of competence and competency. The third objective is to present a synoptic view of different dimensions of competence. This paper reviews the selected literature spanning from 1959 to date from various databases using the following keywords: competence, competency, employee competence, employee competency, competency management and Competency based management.
According to Mukhopadhyay, K., Banerjea, N. R., & Sil, J. (2023) in their research suggested that, Competency-based performance management system (CBPMS) has become the key tool for every firm to be in a strategically sustained advantageous position. The objective is to identify relevant and important competencies for successful accomplishment of desired tasks. In this chapter a holistic approach is proposed to review the competency-based approach that is based on the framework of relevant work related and behavioral competencies.
According to Madhavi, T., & Mehrotra, R. (2023), the successful running of an establishment is only dependent on trust and competence infused in its employees. In this context, competence management has a key function to take part in with the business front of any establishment. For the viability of any organization, the latter as the ultimate responsibility to pour in enough confidence and competence among these employees going on various sections of the institutions might finally contribute to success of the organization in the business field. The operational and behavioral facets of employees have to be satisfied by implementing competency management by providing training and updating their skills.
1.8 RESEARCH METHODOLOGY

          Research Methodology refers to a systematic and organized process of Investigating, studying and analyzing a specific issue or problem to generate new Knowledge or understanding. 
TYPES OF RESEARCH METHODOLOGY: 
1. Quantitative Research:
Quantitative research is a systematic investigation of phenomena by gathering quantifiable data and performing statistical, mathematical, or computational techniques. 
2. Qualitative Research:
Qualitative research is a type of research that explores and provides deeper insights into real-world problems.
Sampling Design: 

A sample design is a finite plan for obtaining a sample from a given population. 
SAMPLE SIZE Number of the sampling units selected from the population is called the sample size. Sample of 260 respondents were obtained from the population.
Types of sampling Design:
1.Probability Sampling
2. Stratified Sampling

STATISTICAL TOOLS:

SPSS (STATISTICAL PACKAGE FOR SOCIAL SCIENCE):
SPSS (Statistical Package for the Social Sciences), also known as IBM SPSS Statistics, is a software package used for the analysis of statistical data.

· PERCENTAGE ANALYSIS 
· REGRESSION
· CHI-SQUARE
· ANOVA 

[bookmark: _Hlk166927191]1.9 LIMITATIONS OF THE STUDY
                  
· Conducting this study took more time as where huge population to cover and every one of them precepted their suggestions and there were quarrelsome took place to conduct this study.

· Lack of support from management and employees due their misunderstandings and some of the employees feel low about competency mapping process in the organizations.

[bookmark: _Hlk166927279]2.1 DATA ANALYSIS AND INTERPRETATION
[bookmark: _Hlk166927296]
2.1 Table showing Gender of the respondents:
	

[bookmark: _Hlk166927322]Gender of the respondent

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	 
	Male
	134
	51.5
	51.5
	51.5

	
	Female
	126
	48.5
	48.5
	100.0

	
	Total
	260
	100.0
	100.0
	












Interpretation:
   From the above table inferred that 51.5% of the respondents 
are Male and 48.5% of the   respondents are Female.

Chart No 2.1(a) showing gender of the respondent




2.2 Table showing the qualification of the respondent
	[bookmark: _Hlk166927679]        Qualification of the respondent

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	10th
	42
	16.2
	16.2
	16.2

	
	12th
	48
	18.5
	18.5
	34.6

	
	UG
	67
	25.8
	25.8
	60.4

	
	PG
	59
	22.7
	22.7
	83.1

	
	Below 10th
	44
	16.9
	16.9
	100.0

	
	Total
	260
	100.0
	100.0
	















[bookmark: _Hlk166927710]Interpretation:
From the above table inferred that 25.8% of the respondents are UG qualified,22.7% of them are PG,18.5% of them are 12th,16.9% of them are Below 10th and 16.2% of the respondents are 10th qualified.









Chart No 2.2(b) Showing Qualification of the respondent




2.3   Table showing the Income level of the respondent


	[bookmark: _Hlk166927819]Income level of the respondent

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Rs 1000`0-20000
	131
	50.4
	50.4
	50.4

	
	Rs 20000-30000
	73
	28.1
	28.1
	78.5

	
	Rs 30000-40000
	33
	12.7
	12.7
	91.2

	
	Rs 40000-50000
	16
	6.2
	6.2
	97.3

	
	Above Rs 50000
	7
	2.7
	2.7
	100.0

	
	Total
	260
	100.0
	100.0
	


[bookmark: _Hlk166928188]Interpretation:
From the above table inferred that 50.4% of the respondents earn income Rs 10000-20000,28.1% of them earn Rs 20000-30000,12.7% of them earn Rs 30000-40000,6.2% of them earn Rs 40000-50000 and 2.7% of them earn Above Rs 50000.

[bookmark: _Hlk166928221]Chart No 2.3(c) Showing Income level of the respondent










2.4 Table showing Designation of the respondent:

	[bookmark: _Hlk166928368]Designation of the respondent

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Staff
	56
	21.5
	21.5
	21.5

	
	Operators
	67
	25.8
	25.8
	47.3

	
	Apprentice
	114
	43.8
	43.8
	91.2

	
	Contract Labours
	23
	8.8
	8.8
	100.0

	
	Total
	260
	100.0
	100.0
	



Interpretation:
From the above table inferred that 43.8% of the respondents are designated as Apprentice,25.8% of them are designated as Operators,21.5% of them are designated as Staff and 8.8% of the respondents are designated as Contract Labours.

[bookmark: _Hlk166928428]Chart No 2.4(d) Showing Designation of the respondent




[bookmark: _Hlk166929485]ANOVA:

ANOVA using Qualification and Awareness of competency mapping in the organization:

	[bookmark: _Hlk166929566]ANOVA

	

	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Between Groups
	106.842
	4
	26.711
	26.561
	.000

	Within Groups
	472.644
	470
	1.006
	
	

	Total
	579.486
	474
	
	
	





















INTERPRETATION:
Here the significance was occurs and has a value 0.000 is less than 0.05. Hence H0 is rejected.
RESULT:
           There is no significant difference between Qualification and Awareness about competency mapping in the organization.


[bookmark: _Hlk166929899]CHI-SQUARE:

Chi- Square test on Age of the respondents and competency mapping plays an major role in the organization:

Table 2.20(t) Showing Age of the respondent 

	Age of the respondent

	
	Observed N
	Expected N
	Residual

	18-28 yrs
	60
	50.0
	-10.0

	28-38 yrs
	50
	55.0
	5.0

	38-48 yrs
	50
	60.0
	10.0

	48-58 yrs
	70
	60.0
	-10.0

	58 yrs& Above
	30
	35.0
	5.0

	Total
	260
	
	

	[bookmark: _Hlk166930019]
Competency mapping plays an major role in the organization

	
	Observed N
	Expected N
	Residual

	Strongly Disagree
	50
	45.0
	-5.0

	Disagree
	50
	55.0
	5.0

	Neutral
	40
	46.0
	6.0

	Agree
	60
	65.0
	5.0

	Strongly Agree
	60
	65.0
	5.0

	Total
	260
	
	

	[bookmark: _Hlk166930036]                             Test Statistics

	
	Age of the respondent
	Competency mapping plays an major role in the organization

	Chi-Square
	198.884a
	32.021a

	df
	4
	4

	Asymp.
Sig.
	.000
	.000

	


INTERPRETATION:
 Here the significance was occurs and has a value 0.000 is less than 0.05. Hence H0 is rejected.
RESULT:
                 There is no significant difference between Age of the respondent and Competency mapping plays an major role in the organization.



3.1 FINDINGS OF THE STUDY:
· The study found that respondents are separated into four designations to collect response to collect for competency mapping in the organization.
· From the SPSS tool Chi-Square it is concluded that there is no significant difference between Age of the respondent and competency mapping plays an major role in the organization.
· From the SPSS tool Regression it is concluded that there is a significant difference between employee competencies and organization identifies potential areas for improvement on employees towards competency mapping.

          3.2 SUGGESTIONS OF THE STUDY:

· From the above study conducted on competency mapping provides different kinds of views and perspectives and each of the respondents showcases different viewpoints.
· Such as one of the Suggestion is that there are four levels of trainings are provided for technical level candidates and two levels of training are provided for the technical level candidates.
·  When one level has been passed in technical training it gets an end in the last level but there are only two levels of trainings are accomplished by the non-technical candidates 
3.3 CONCLUSION:
         Competency mapping of employees serves as a critical tool for aligning the skills, abilities, and knowledge of the workforce with the strategic goals of an organization.
Through a systematic approach to defining job requirements and assessing individual competencies, organizations can facilitate better hiring practices, targeted development programs, and improved employee performance. The impact of successful competency mapping is multifold, enhancing job satisfaction, promoting workforce agility, and reinforcing a culture of continuous learning and development. Moreover, by providing a clear framework for career progression, competency mapping can significantly contribute to employee engagement and retention. In facilitating a better understanding of the competencies required for specific roles, organizations position themselves to not only improve individual and organizational effectiveness but also remain competitive in a dynamic business environment.
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