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CHAPTER - |

INTRODUCTION

The contemporary era forces every organizationtay sompetitive in the globalized
world. The most significant trend is the growirgmpetitive work environment and the
manner in which organizations conduct their aag#sitwhich will help create and sustain
a competitive advantage. These trends and chalBengethe business environment
necessitate that even greater attention be giv@edple in an organization. People are
the most valued asset of the organization and shggyificantly impact the organization
transformations. Focusing on the people will endiner effective utilization, going
beyond the scope of the traditional human resofugetion. A competent person with
the essential competencies is thus the need ohdle. This chapter introduces the
concept of competency and competency managemengviblution, its application,
models and the importance of competence managefoenmanaging talent in the
organization is also discussed. In addition, th@cept of talent management, its

evolution, the need, the models are also discusstis chapter.

The Context

The primary objective for any business is to eamwfi{s and to achieve balanced and
sustained growth. Business organizations are dhecss of providing employability to
the society at large and contribute to the natiagrewth. The development of an
economy is dependent on the development of itslpedjme contemporary era requires
that the economic growth and development be supgleed with all round growth of
employees which identifies individuals as a sodiaing with emotions, feelings,
attachments, responsibilities, needs, wants etés bking the key driver for every
individual country, efforts are directed towarde ttreation of conditions in which fast
development of productive resources can take plakeshift has taken from
manufacturing to services and the developmentksartdchnology have made the human
resources as the important feature for the natielsbeing and growth.



Managing a successful business or building up thaltih of an already established
business requires healthy, ongoing leadership aadagement, planning, product and
service development, marketing and financial mamege. People being the valuable
assets of an organization the HR function assunggsfisance in managing these
processes. There is a paradigm shift to align metplthe business and hence there is
demand to have HR professionals as business partiiére resource, which can
manipulate the other resources, is a “Human Reselrdor attaining competitive
advantage in an organization. Human Resource Msmexgt is managing the functions
of hiring, developing and compensating human resesifor developing the relations and
maintaining human resources for achieving the argdions goal. Handling of HR is the
critical task of all the tasks in any business. bhsiness understanding of employees has
undergone significant changes and is treating eopt as a cost centre but as a profit
centre. The present HR’ duties and roles got e&tbdrand is responsible for providing
able and willing workforce to accomplish organieas goals and also to fulfill the
employees social and psychological needs along sattial responsibility towards the
society. Hr plays the role of a strategic partrfagilitator, policy maker and policy
implementer. The Human Resource Management playeeater role in molding and
using the resources. Successful organizations ecenfing more adaptable, resilient,
quick to change directions, and customer centel@hin this environment HR
professional must learn how to manage effectivietgugh planning, organizing, leading
and controlling the human resource and be knowlsolgeof emerging trends in training

and employee development.

Schuler (1990) emphasized that the HR function dra@pportunity to shift from being

an 'employee advocate' (associated with personaelagement) to a 'member of the
management team'. Schuler's was of the opinion IRt professionals should be
concerned with the bottom line, profits, organiaadl effectiveness and business
survival. In other words, human resource functiand professionals play an important
role in any business success. Organizations thus daected their efforts towards
employee development — human resource developreenisatermed in HR parlance in a

big way.



Employee development is a process that ensureshibiag is a strategic link that binds
the organization’s long-term success with its erygés’ competencies, and their life-
career needs and preferences. Cafaro (2001) statteSmany workers are motivated to
know exactly where they fit in the company’s bigtpre.” And, that fit is defined in
competency terms and how well each employee can@sbtheir talents in meaningful
ways to the organization’s competency pool. Scli#8v8) notes that individuals have
specific needs and a performance arena where tieesis can be met. If those needs are
not met in their current work setting (work unit anganization), they will seek another
place to drop their anchor. Consequently, it iaiocorganization’s advantage to achieve
the greatest alignment possible between their eyepkd work and life-career

preferences and the work that the organization sheedccomplish.

The essential strategic link between organizatamd their employees is competency-
based employee development. The emphasis is ohogawg workers’ competencies in
ways that make a strategic difference for the dmgdion and its workers. The new
employee development wave has to focus on shiffrogh a skill-based focus to
competency-based (Cafaro, 2001).

Competency concept is gaining popularity in practand growth is also seen in the
amount of literature on the competency concept.,(&grtram, 2005; Boyatzis, 1982;

Hamel & Prahalad, 1994). Empirical research on aemries has lagged behind
resulting in a gap between practice and sciencev@ds, Sanchez, & De Corte, 2004).
An attempt is made in the following lines to deserthe history and the nature of the
concept, the link between competencies and ineltig, personality, behavior, employee
effectiveness, application of competencies in practcompetency management and by

discussing different ways to implement such aniapfpbn are reflected.
Competency

Competence means a skill and the standard of peafoce reached (what people can do)
and competency refers to the behavior by whichsitachieved (how people do it).
Competence / competency (Hogg, 1989) relates tahhbeacteristics of a manager that

lead to the demonstration of skills and abilitiediich result in effective performance



within an occupational area. Competency also enasatiie capacity to transfer skills and

abilities from one area to another.

George Klemp (1980) defined a job competency as tinderlying characteristic of a
person which results in effective and/ or supermerformance in a job’(in
Boyetzis,1982) .He also noted that “competencies cvaracteristics that are casually
related to the effective or superior performanca job”. Expanding on those definitions,
Spencer and Spencer (1993) described a competsri@s an underlying characteristic
of an individual that is casually related to ciderreferenced effective and/ or superior
performance in a job or situation”. They explaingtt competency characteristics
include these five types; motives, traits, self acept knowledge and skill.
MCLagan(1989) suggested that a competency is “rea af knowledge or skill that is
critical for producing key outputs”. She also notdtat people may express these
capabilities in a “broad, even infinite, array ofi-the-job behaviors. Dubois (1993)
adapted Boyatzis’'s (1982) interpretation of thenteand defined a competency as an
underlying characteristic that leads to succesgkiformance in a life role” This
definition varies according to the context of &pplication and the difference s in
procedure and philosophy. Flannery, Hofrichter apldtten (1996) noted competencies
“add value and help predict success “. Duboid &othwell (2000) described
competencies as tools used by workers in a vaoietyays to complete units of work, or
job tasks.

Spencer and Spencer (1993) in their work Competanesrk have defined competency
as an underlying characteristic of an individuattlis casually related to criterion-

referenced effecting superior performance in asjtmtion.
There are five types of competency characteristics.

» Motives — The things a person consistently thinksua or wants and that which
causes action. Motives ‘drive, direct or selectewebur towards certain actions or
goals and away from others.

» Traits — Physical characteristics and consistersipaorses to situations or

information.



» Self concept — A person’s attitudes, values or-séfhage.
* Knowledge — Information a person has in specifictent areas.

» Skill - The ability to perform a certain physicalroental task.

As seen in the figure 1.1, knowledge and skill cetapcies tend to be visible and
relatively on the ‘surface’ characteristics of plegpSelf-concept, trait and motive
competencies are more hidden, ‘deeper’ and cewtgrsonalities.

Figure: 1.1. Iceberg Model
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Skill Knowledge
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Self — concept

Trait

Figure: 1.2. Surface knowledge and skill compe&enare relatively easy to develop
training is most effective way to secure these eyg® abilities. Core motive and trait
competencies are at the base of the personalibeigeare more difficult to assess and
develop, it is most cost effective to select thes@racteristics.



Figure: 1.2. Central and surface Competencies
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Competencies can be defined as skills, areas ofvledge, attitudes and abilities that
distinguish high performers. These are the chanatits that may be easily observable
but rather exist under the surface — behaviorabtues can help draw out examples of
these competencies (fig. 1.3).

Figure: 1.3. What are Competencies
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Competencies are components of a job, which arkectefi in behavior that are
observable in a workplace. The common elements rfresjuently mentioned are
knowledge, skills, abilities, aptitudes, personaitability, personal suitability behavior
and impact on performance at work. There are uardefinitions with little difference in

them. However the common denomination is ‘obsee/dddhavior’ in the work place.

The criteria of competency are superior performaawe effective performance. Only
some competencies can predict performance. Thusoimpetencies can be divided into

two.

» Threshold Competencies - These are the essentmbatkristics that every
One in the job needs to be minimally effective, this does not distinguish

superior from average performers.

» Differentiating Competencies — These factors digtish superior from average

performers.

Gary Hamel and C.K.Prahlad (1994) wrote that ‘cayenpetencies transcend any single
business event within the organization’. Certaiojguts are so massive and persuasive
that no individual can possess the competenciesireglj to see them through to
completion. Therefore, organizations have to idgntidevelop and manage
organizational core competencies that drive largeerprise critical pro. Workplace
competencies focus on individuals instead of thgawization, and they vary by job
positions versus enterprise endeavors. The unine@dsure is people rather than the
business. There may be core competencies that rappeavery competency model
position; most work place competencies are typrcglecific to the position. Thus there
is an enormous amount of work to set up organimatnade competency based
applications. ‘Competent ‘is when a person is digalito perform to a requisite standard
of the processes of a job. ‘Competence’ on therdthed means the condition or state of
being competent. The difference between the cadenamkplace competencies is in table
1.1



Table 1.1: Core Competencies vs. Workplace Competeies.

Core Workplace
Scope Organization Individual
Purpose Strategic Tactical
Participants Business unit Worker
Tasks Processes Activities
Competencies Global Position

History and nature of the Competency concept

McClelland in 1973 first introduced the competermoncept. He proposed to test for
competencies rather than for intelligence. Accaydio McClelland testing should
involve criterion sampling. As he stated, “If yoamt to test who will be a good doctor,
go find out what a doctor does”. In other wor@sting for competencies would be more
related to life outcomes than testing for inteltige. After the publication of
McClelland’s article numerous authors have shed tight on the competency concept,
resulting in lots of different definitions. Boya$zi(1982), for example, defined
competencies as “an underlying characteristic oindividual which is causally related
to superior performance in a job”. According to Btyis an individual can use a trait, a
motive, a skill, an aspect of one’s self image acia role, or a body of knowledge to
achieve effective or superior performance. SpenkClelland, and Spencer (1992)
stated, “Competencies include an intention, actiand outcome”. Personal
characteristics, such as motives, traits, self-eph@and knowledge, are at the basis of the
intention. They combined their ideas in a competezausal flow model. Hoekstra and

Van Sluijs (2003) define competencies in terms>gegtise and behavioral repertoire.



Expertise is described as the availability of kredtge, experience, and insight necessary
given the nature of a problem or task. Behavioegpertoire is described as the
availability of behavior, attention, and emotiorcessary given the changing context or
situation in which a task must be accomplished.tHemmore, according to the
aforementioned authors, temperament, intelligerao®] personality are considered
prerequisites for developing competencies. Kurz Badram (2002) view competencies
as “repertoires of capabilities, activities preges and responses available that enable a
range of work demands to be met more effectibglysome people than by others” (p.
230), and not as the behavior or performance it98li comparing the different
definitions it becomes clear that there is no unifadea with respect to the nature of
competencies. Competencies might be a result owlatge, skills, and abilities.
Personality, behavior, and motives might, howepgky a role as well. Schippmann et al
(2000) subscribe the confusion surrounding thereatfithe competency concept, which
interviewed subject matter experts and asked tlwedetine competencies. Schippmann
et al showed that there was no consensus betweesutbject matter experts and that
competencies were defined using a wide range afchexistics related to the individual.
Subject matter experts mentioned for example kndgde skills, abilities and behavioral
capabilities. In line with the findings of Schippnmaet al., Morgeson, Delaney-Klinger,
Mayfield, Ferrara, and Campion (2004) state, “ppshane of the most vexing issues
involves actually defining a competency”. In corsttin, different authors hold different
viewpoints and it thus seems unclear what compeenreally are. Ambiguity is
surrounding the competency concept. Competenciggtnbe based on personality,
intelligence, behavior, or other individual chamtdtics, which helps the individual to

perform effectively.

Competencies and Effectiveness

Despite the ambiguity surrounding the competenaycept, competencies are widely
used to match a job and an individual in ordernmréase employee effectiveness, for
example during employee selection. According ton8pe et al. (1992), “The better the
fit between the requirements of a job and compétsraf a person, the higher will be the

person’s job performance and job satisfaction”. Madifferent competencies are

10



identified during the search for competencies rasjide for effective performance. This
has resulted in many different lists of competenararying in length and broadness
(Hollenbeck et al., 2006). In an attempt to organize growing amount of different
competencies practitioners and scientists stad@idate competency taxonomies. These
taxonomies often contain those competencies that tlought to be necessary to

distinguish between effective and ineffective parfance.

Most of the work on effective and ineffective penfmance is done in the managerial or
leadership field, starting with Fayol (1916) and liG@u (1937) who identified
competencies such as planning and organizing. Méifgrent methodologies, such as
guestionnaires, interviews, and diaries, were usestudy managerial performance (for
an overview see Borman & Brush, 1993) resultinganous taxonomies. Examples of
such taxonomies are found in the work of Bormash Brush (1993) and Tett, Guterman,
Bleier, and Murphy (2000). The taxonomies thatdescribed in their studies contain the
competencies that make up the managerial perforenalwmain. As the fact that
competencies are couched in terms of production asfdevement (e.g., Sparrow &
Bognanno, 1993) and that they are often formulatsd behavioral indicators,
competencies may be considered as prerequisiteffeative performance. This makes a
direct relationship between competencies and éffaoess conceivable. The relationship
between competencies and effectiveness has beanaathp verified in several studies
(e.g., Posner & Kouzes, 1988; Smither, London, &IiR€005).

However, these studies are mostly indirect and rgémenature. For example, based on a
literature review, Stogdill (1948) concluded thataverage leader distinguishes himself
from the average group member, by being for exampbeiable, persistent, self-
confident, and cooperative. The personal factoest tBtogdill wrote about closely
resemble the leader practices or competenciesgisshed in the empirical study done
by Posner and Kouzes (1988). They examined rekttips between leader practices and
managerial effectiveness in order to establishvtliglity of a leader practices inventory.
Results showed that nearly competency domains iegador 55% of the variance in
effectiveness. Hooijberg and Choi (2000) focusedhenrelationship between leadership

roles and effectiveness using the competing vaftesework of Quinn (1988) and

11



examined the extent to which raters vary in theléeship roles they associate with
effectiveness. Results showed that indeed diffenaets held different perspectives. For
subordinates the broker and goal achievement n@eimaportant and peers stress the
innovator and facilitator roles. For superiors aoly the innovator role is important, they
also focus on the goal achievement role when asgedsader effectiveness. It is
important to realize that Hooijberg and Choi stddieader roles and, although there
seems to be an apparent connection between thlesearal competencies, the results of
their study do not provide clear insights in thdatienship between separate
competencies and effectiveness. Even though sthédes consistently shown that there
are relationships between competencies and eféewss, none of the studies have given
insight in the importance of the separate compeaterfor the prediction of effectiveness.
Due to the relationship between competencies aacetiectiveness organizations have
started the application of competencies to diffefenctions.

Competencies and Competency Management

Competencies and competency taxonomies are the basiponents of what is called
“competency modeling” or “competency managementbm@Petency management is
described as an integrated set of human resourpatias aimed at optimizing the
development and the use of employee competenicie order to increase individual
effectiveness, and, subsequently, to increasganizational effectiveness (Van
Beirendonck, 1998). Competency management diffessn fthe more traditional job
analysis method. According to Schippmann et al0@20“job analysis may be thought of
as primarily looking at ‘what’ is accomplished, acmimpetency modeling focuses more
on ‘how’ objectives are met or how work is accorspéd” (p. 713). In line, Kurz and
Bartram (2002) state that, “competency profilingfeds from job analysis in that the
focus of the former is on the desirable and essieléhaviors required to perform a job,
while the latter focuses on the tasks, roles, asgansibilities associated with a job” (p.
229). Thus, a shift from a task oriented towards@e person-oriented approach is
noticeable. Furthermore, in contrast to traditigodl analysis, competency management
ties the derivation of job specifications to theatggy of the organization. Strategic and

no strategic requirements are then used to genardimadly accepted language that

12



consists of competencies (Lievens et al., 2004usThy using the same competencies
throughout the organization a specific languagecisated based on which the

organization’s strategy can be translated into hureaource practices.

In sum, competency management deals with managimgpetencies in order to increase
individual effectiveness as well as organizatioafiectiveness. This can be done in
various ways, for example by means of selection asgkssment, coaching, individual
development, career planning, and/or performancpragal, making competency
management a widely applicable human resource $ote competency management is
so widely applicable it is not surprising that t@mpetency approach to human resource
management has gained rapid popularity over the gesades. Technological change,
globalized competition, and an ongoing interestdevelopment fuelled the rise of
competency management. Implementing competency geament is complicated and it
requires congruence with other human resource ipesctand with organizational
structure and strategy (Wright & McMahan, 1992). wdweer, if successfully
implemented and well embedded, the use of compgteamagement can bring about a
lot of advantages for the organization (e.g., BeckeHuselid, 1999). Competency
management provides employer and employee withraram language through the use
of competencies and their definitions formulatederms of overt behavior. As such, it
can provide for example clear behavioral guidelitined can in turn be used as a starting
point during performance appraisal. Organizatiomsvall as employees can thus benefit
from the use of competency management and it therefeems worthwhile to stimulate
the use of competency management throughout tle emganization. A closer look at
the expansion of competency management in the eadithe past decades reveals shifts
from performance oriented towards development tettrapproaches and back. The
competency movement dates from the late 1280k early 1970s and has its
foundations in the United States of America. Dudhte rise of the Human Relations
movement the focus on mass production and starmdiah of work processes was
replaced by a focus on employee development andeguently managing employee
competencies became an important human resour¢eMaa Merriénboer, Van der
Klink, & Hendriks, 2002).
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The rise of Competencies

Past decades evidence competencies as a populaorp@eon in human resource
management. McClelland in 1973was the first angh@sed to test for competence rather
than for intelligence, because testing for competenould be more valid in predicting
job performance. Technological change, globalizemetition, and the need for a more
strategic human resource management fuelled tkeoficompetencies (e.g., Paulsson,
Ivergard, & Hunt, 2005; Sparrow & Bognanno, 199)llowing McClelland, numerous
authors have shed their light on the competencygejutn creating a whole range of what
appeared to be fundamentally different definitiofesg., Boyatzis, 1982; Ulrich,
Brockbank, Yeung, & Lake, 1995). A closer look la¢ Wifferent definitions shows that
there is confusion about the constructs that ureledmpetencies. Competencies are, for
example, defined in terms of knowledge, skills,liabs, or personality characteristics.
For an overview of different individual charactéids used in competency definitions we
refer to Morgeson, Delaney- Klinger, Mayfield, Fa, & Campion (2004, p. 676).
Spencer, McClelland, and Spencer (1992) distingdwhexample, motives, traits, self-
concepts, content knowledge, and cognitive and \bets skills as the basis of
competencies. According to Bartram (2005) and kKand Bartram (2002) a competency
is a construct that is defined in relation to igngicance for performance at work. Thus,
they state, “a competency is not the behavior oiopmance itself, but the repertoire of
capabilities, activities, processes and responsdladle that enable a range of work
demands to be met more effectively by some pedyae by others” (Kurz & Bartram,
2002, p. 230). In their opinion, the cluster of @wderistics that defines a competency
can vary from extensive to limited depending on ¢henpetency. It is obvious that the
proliferation of definitions causes confusion amgmgctitioners and scientists, and that
ambiguity is surrounding the competency concepti#ahally, the scientific community
has not been particularly interested in the commugteconcept. As far as Assessing
Competencies we know, only a few studies have tigaged the nature of competencies
(e.g., Baron, Bartram, & Kurz, 2003; Bartram, 200Baving a lot of questions
unanswered. Additional empirical research is newgs$o provide for a scientific
underpinning of the usage of competencies to matiegemployees. None of the studies

so far has examined competencies for managing dlentt of the organizations.
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Therefore, the aim of this study is to examinenble of competencies in managing the
employees.

History of Competencies

In the beginning of twentieth century, work brouglaimplex skills to the job. Typical
business processes required specific competencesthie task at hand. These

competencies could be acquired only through yelans e the job learning and practice.

Then came the era of scientific management whezddfick taylor's and Henry Ford’s
use of assembly line shifted competencies from arsrko time — and — motion study.
Complexity was minimized and efficiency was maxietawith the philosophy and in a
depression economy, employees had little valuecd expertise left little scope for
training. If the worker could not handle the momyte- boredom, physical strain — a

large number of applicants were available to fiénings.

Later, in mid century, World War Il enforced managmt — centric views where officers
gave orders to subordinates who obeyed the commantf®ut questions. Thus

somebody had to run things and only those in condmaere assumed to have the
information, perspective and abilities to make siecis. Thus somebody had to run
things and only those in command were assumedv® tha information, perspective and
abilities to make decisions.

After the war they still lived under a command amhtrol hierarchy. The task broken
into smaller tasks was done by specialists. Inpgbst - war decade the demand was
unparalleled and competition was little. The tuausrd came when in the early - war
decade the demand was unparalleled and competitasnlittle. The turnaround came
when in the early 1960s. McClelland wrote a landmarticle in the American
Psychologist asserting that 1Q and personalitystdsit were then in common use were
predictors of competency. McClelland felt that camies should hire based upon

competencies rather than test scores.

Later McClleland, founder of McBer, a consultingngmany, was asked by the US

Foreign Service (USIA) to develop new methods tmatld predict human performance.
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The objective was o eliminate he potential biadesanlitional intelligence and aptitude
testing. This was the beginning of the field of gatence measurement. The next step

was for competency concepts to find their way mimnstream business practices.

McClleland (1973) began by asking the USIA’s persgndirector and some top
managers for the names of people whose jobs wewesdut who were in no way
outstanding. To differentiate between the two gspulcClelland and his colleague
asked fifty four the names of people whose jobsewsscure but who were in no way
outstanding. To differentiate between the two gspulcClelland and his colleague
asked fifty people to describe three incidents whttrey felt they had outstanding
performance and where they felt they had reallyse@sup. To establish clear picture
very minute details were asked for what was salthtwas done, when and where it all
happened, who else was there and so on. Thesé&dalascriptions enabled them to find
out a pattern of what competencies the outstanparfprmers had demonstrated which
others had not. Many of the skills that the pariebgerts had identified as crucial to job
performance turned out to be irrelevant to the yolay duties of the people interviewed
by McClelland.

To validate the conclusions about which competanaiere necessary McClelland tested
them on another group of officers who had beentifieth as outstanding and a group
who fell into the mediocre category outstanding angroup who fell into the mediocre

category. Using psychological tests for the key petancies, he found that the officers
identified as outstanding consistently performed we such tests, whereas those rated
mediocre performed poorly. Thus it was clear that key competencies identified were
indeed relevant to job performance.

After McClleland article’s publication many of thecholars shed their light on the
competency concept. Boyatzis (1982) defined commpete as “an underlying
characteristic of an individual which is causaijated to superior performance in a job”.
According to Boyatzis an individual can use a fraimotive, a skill, an aspect of one’s
self image or social role, or a body of knowledgeachieve effective or superior

performance.
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Spencer, McClelland, and Spencer (1992) stated'tbatpetencies include an intention,
action and outcome” personal characteristics, fglmotives, traits, self-concept, and
knowledge are at the basis of the intention. Thmylined their ideas in a competency
causal flow model. Hoekstra and Van Sluijs (2008jiree competencies in terms of
expertise and behavioural repertoire. Expertisedéscribed as the availability of
knowledge, experience, and insight necessary giliennature of a problem or task.
Behavioral repertoire is described as the avaitstof behaviour, attention and emotion
necessary given the changing context or situationhich a task must be accomplished.
Furthermore, according to the afore mentioned asthtemperament, intelligence and
personality are considered prerequisites for dgmetpcompetencies. Kurtz and Bartram
(2002) view competencies as repertories of capigsili activities processes and
responses available that enable a range of worladésnto be met more effectively by

some people than by others, and not as the behavparformance itself.

These definitions make it clear that there is nidoum idea with respect to the nature of
competencies. Competencies are a result of know|eslglls and abilities, Personality,
behavior and motives could however play a role e. whe confusion surrounding the
nature of the competency concept is described Hyipfmann et al. (2000) who
interviewed subject related experts and asked tfoedefine competencies. Schippmann
et al, showed that there was no consensus betvweesubject matter experts and that

competencies were defined using a wide range ahchexistics related to the individual.

Any underlying characteristic required for perfongiia given task, activity, or role
successfully can be considered as competency. Gengpe may take the following
forms - knowledge, attitude, skill,, motives, valueand self-concept. Earlier
competencies were grouped into three areas, whiele iater expanded into the
following four;

Technical: deals with technology or know — how associatechwite function, role,
task(also called as functional)
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Managerial / Organizationaldeals with the managerial aspects, organizingnrphg,

mobilizing resources, monitoring, systems use etc.
Human / Behavioraldeals with personal, interpersonal, team related.
Conceptual / Theoreticatleals with visualizations, model building etc.

This is a convenience classification and a givemmetency may fall into one or more
areas and may include more than one form.

Evolution of Competencies In India

The competency approach has been in India for tverdecades now. It began when
Indian subsidiaries adopted the practice of thamrept MNCs. Today the competency
framework and application is a multi — billion-dall industry. Earlier competencies
revolved around the behavioral orientation. Latiee, IT industry and the UK education
system’s, National Vocational Standards moved wvatmls knowledge and skills
standards beyond the behavioral aspects. Competandgls in India are now spread
between knowledge, skills and behavior. In India thodel took momentum due to
various reasons, the outcomes of a contemporanyefrsrk by consulting firms to the
guestions that HR professionals were grappling Milkk — how to assess people, how do
we develop people and do this in a business releygtrindividual oriented way? There
was also peer pressure emanating from “benchmark@mmpetency has huge potency

provided companies can manage this well and extnagimum value out of it.

Competencies and Dimensions

Competencies are widely used to match a job anéhdimidual, for example during
employee selection. As Spencer et al. (1992) stdfHoe better the fit between the
requirements of a job and competencies of a petienhigher will be the person’s job
performance and job satisfaction” (p. 27). Onedhimat different authors agree on is the
fact that competencies focus on output, and tregt #re couched in terms of production
and achievement (e.g., Sparrow & Bognanno, 1998)a Aesult, competencies are often
formulated in terms of behavior. Due to the emphasi behavior, competencies can be

easily used to create a wide range of assessnwatgmviding for agreed standards and

18



a realistic job preview (Feltham, 1992). In an ragé to label behavioral indicators into
meaningful titles, practitioners and scientistsrfatated numerous competencies, such as
decision making, sociability, customer focus andoso In practice, the multitude of
competencies made assessment, career planningngridyee development and so forth
complex and almost unfeasible. As a consequeneetifioners and scientists started to
create competency taxonomies to organize the ggpamount of competencies. Those
taxonomies often contain constructs that make e rttanagerial job performance
domain (e.g., Conway, 2000; Tett, Guterman, Bl&ekjurphy, 2000). In line with Ones
and Viswesvaran (1996), it was argued that theofiseore general dimensions provides
convenient frameworks for research. Furthermorsett®@n assessment center research, it
can be concluded that individuals are not capabtatmg a large number of dimensions,
and that individuals, to compensate for cognitiwertbad, reduce the number of
dimensions during the rating process (e.g., SagMagnezy, 1997; Shore, Thornton, &
MacFarlane Shore, 1990). Previous research pomiethat a reduction in the number of
dimensions caused, for example, an increase inrdiioe variance (Lievens & Conway,

2001), and a more accurate classification of beltaiGaugler & Thornton, 1989).

Table 1.2: Categorization of Competencies

Thinking Feding Power

Analytical ability - The Initiative
ability to distinguish
between primary and
secondary issues, to divid
a problem into its
component parts and to
establish logical links

between the parts

Empathy - The ability to
view matters from others’
perspectives, to show
econcern for the welfare of
others, and to demonstrat
sensitivity Initiative The
ability to take matters in
his/her own hands, to
identify opportunities, and
to take appropriate action

The ability to take matters
in his/her own hands, to

€identify opportunities, and
to take appropriate action

4

Planning

1%}

Customer orientation

Planning - The ability to
create a time schedule
and/or to establish
priorities within one’s own

work or that of others

The ability to think and ac
in the best interest of the

Direction - The ability to
specify to subordinates
what needs to be done, a
to manage and monitor

t
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Customer orientation The
ability to think and act in
the best interest of the
client or customer

client or customer

processes

Judgment

The ability to make an
adequate judgment based
on the

analysis of a given
situation and the
information

available

Sociability

The ability initiate and
maintain new contacts

Result orientation

The ability to set and to
accomplish concrete goal

4

Inventiveness

The ability to generate
different, sometimes

unconventional, ideas ang
solutions

Cooperation

The ability to accomplish
goals through constructive

| collaboration with others,
both within and outside th

organization

Persuasion

The ability to exert
2 influence over people and
situations

ebased on personal
conviction and authority
by gaining

acceptance and
overcoming resistance

Acuity of understanding

The ability to process new
information and to adjust
to

unfamiliar situations or
circumstances quickly

Coaching

The ability to support and
advice others with respec
to

work-related activities andg
personal development

Risk awareness and
acceptance

I The ability to take a
chance or personal risk

Vision

The ability to approach
matters with a broader

Relationship managemen

The ability to establish an
maintain relationships witl

perspective, to

t Decisiveness

dThe ability to make tough
ndecisions whenever
required,

clients and other (busines

s)
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demonstrate conceptual | contacts to act firm in order to
and policy contribute to clarity

related long term thinking

Organizational awareness Stress resistance

The ability to observe and The ability to work under

understand organizationa pressure, to deal
effectively

processes and

organizational culture, to with job related stress and

know how the the causes

organization works

Responsibility

The ability to accept
accountability for own and
others’

actions

SourceKolk, Born, & Van der Flier (2004).

The work of Kolk, Born, and Van der Flier (2004hieh studied the construct validity of
assessment center exercises, and concluded thaerarcise tapped three dimensions.
Kolk et al. regarded the dimensions as categorgl$afor clusters of competencies and
named them the Thinking, Feeling, and Power dinmssiAccording to Kolk et al. the
origins of these three dimensions can, for exanfdpund in the work of Plato who, in
The Republic distinguished between the faculties of knowingglihg, and volition.
Furthermore, similar dimensions are reported iraesh on leadership and personality
(Yukl, 2005; Zand, 1997). In the competency dimendreeling social relations are the
central aspect. The dimension Feeling is based mnpetencies such as empathy,
cooperation, and customer orientation. The compgtetimension Power contains
competencies concerning action related issues, asgbersuasion, risk awareness and
acceptance, and decisiveness. An overview of canpgtdimensions, competencies,

and their behavioral anchors is given in Table 1.2.
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The Competency Concept in Practice

As competencies are widely applied and they comteibto the prediction of
effectiveness, thus it is important to study corapey applications in practice. For that
reason, in this empirical study, focus was on ohthe most well known competency
applications, namely competency management. Compgtaanagement is an integrated
set of human resource activities aimed at optingizime development and the use of
employee competencies in order to increase indaligdfectiveness. Subsequently, an
increase in individual effectiveness is expectedctmtribute to the realization of
organizational goals and to organizational effesmiass (e.g., Van Beirendonck, 1998).
Competency management can bring about many adesntagthe organization (Becker
& Huselid, 1999; Heinsman, Koopman, & Van MuijenQ03). Whether or not an
organization can profit from these advantages [geddent upon the way competency
management is implemented. If competency manageiséantplemented bottom-up, it
has a more positive effect on employee attitudepardeived behavioral control than the
control approach, in which competency managemeimjpéemented more top-down. A
commitment approach, characterized by involvememnt participation throughout the
organization, thus not only results in a more fabte attitude towards competency
management but also increases employees’ feelihdgelmavioral control. The results
showed that attitude and perceived behavior contnel relationship between the
commitment approach and the use of competency reamag. In other words, as
commitment approach increases a positive attituttk faelings of control, the use of
competency management by employees is increasingtr&y to the expectations,
competency management was not found to be used megeently; competency
management should be implemented with commitmentogsosed to the control
approach. There are concepts other than attitudeparceived behavioral control that
influence the relationships between the commitnaent control approaches and the use
of competency management. Trust, fairness, anicgusire, a few examples, that are
known to influence outcomes relevant to organizetjo such as performance,
organizational citizenship behavior, and organaratl commitment (e.g., Dirks & Ferrin,
2002; Tyler, 1999). In addition, previous reseahnels established relationships between

commitment and control, and trust, fairness, astiga. To some researchers trust can be
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considered a substitute to control (e.g., Bijlsm&&n de Bunt, 2003). That is, the higher
the degree of trust in a certain relationship, ldweer the costs of control mechanisms,
such as monitoring (e.g., Cummings & Bromiley, 1096thers consider trust and
control to be parallel concepts and suggest that tevels moderate the effect of control

mechanisms in determining the control level (€bgs & Teng, 1998).
Competencies for Competitive Advantage

Philip Selgnick, in his book “Leadership in admirgégion” was one of the first writers to
acknowledge that factors internal to an organimatisuch as its personnel and its
previous experiences, are crucial to its chancesiofess in executing a chosen policy.
In essence in the field of business activity, thstgletermines the present. Selgnick said
that an organization’s developmental history resintits having special limitations and
capabilities — a character or emergent institutigrattern that decisively affects the
competence of an organization to frame and exedateved policies. He called the
peculiar character of an organization is its didtie competence. The art of good
management is the ability to make a practical assest of organizations suitability to
its task or strategy. Strategy formulation and oppoty surveillance are useless
exercises unless the company has the internaltiebilito execute its decision.
Competence, both generic and specific, plays aroitapt role in the success of an
organization. Competencies are organizations mgsbitant resources, because they are
valuable, rare and difficult to initiate. Organipeits can capitalize on this resource. Thus,
it is very essential for organizations, especitily HR to have a thorough understanding
on the competency as a concept, identificationafiplication, the advantages and the

issues related to its management.
Competency Measurement Methods

A competency may be demonstrated in many ways. @eghod of identifying the
typical ways that competencies are demonstratéal identify the behaviors or tangible
results (outcomes) produced by their use in thetesthnof the work performed. A
behavior is an observable action that is takerctoeme results or that contributes to an

accomplishment. Green (1999) defined behavior asa@ion that can be observed,
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described, and verified. Competencies could be uned<y using behavioral indicators.
A behavioral indicator is a statement of an actarset of actions, that one would expect
to observe when a person successfully uses a cengeto perform work. Its time that

the organizations place high importance and provieeources and its support on

competence management practices to face the cootargrhallenges.
Competency Management

Competency Management is defined to encompasasituiments and methods used in
an organization to systematically assess currethfatnre competencies required for the
work to be performed, and to assess available ctwnpes of the workforce.
Competencies are defined as the cognitive (e.gwlkatge and skills), affective (e.g.
attitudes and values), behavioural and motivatiof@at). motives) characteristics or
dispositions of a person, which enable him or bepdrform well in a specific situation
(e.g. Boyatzis, 1982; Erpenbeck & Rosenstiel, 2003)

Competency Management is the efforts of companteescreate a setting for the
empowerment of their workforce in order to increasenpetitive advantage, innovation
and effectiveness (Houtzagers, 1999). Competemntigove the organization’s level of
performance and the creation of a competitive atdggn The capacity and motivation of
the individual employees are essential in achieangmproved level of performance,
provided, that is, the capacity and motivation ofepport to the organization’s strategic
line. In competence-based organizations, it is s&® not only to pay attention to
identifying and developing individual competencedsut also to take personal
competences as well as the organization’s core etanpes as the starting-point in
recruitment, selection, appraisal, remuneration thiedcareer policy. The businesses and
jobs in the contemporary organizations are higlkatile and competitive in nature. The
wider and global markets, the liberalization p@giof the governments, rise of MNC
have thus furthered the competition for skilled aeffective staff. Creation and
preservation of knowledge has become a key toacielerating competitiveness and
enhancing organizational capabilities to responthéwket changes (Bryan, 2004) where

in employee’s skills and personalities should berapriately deployed to optimize
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performance, is a critical and difficult task. Fetmore, identifying and developing
executives who have leadership potential, like ywather vital strategic function, is a
demanding process that is equal parts of arts amece (Judy Klein and Stephen A.
Miles, 2003) Talent of key employees is criticalachieve the success in long term by

any organization.

Competencies and competency taxonomies are the basiponents of what is called
competency modeling or competency management. CGempe management is
described as an integrated set of human resourbatias aimed at optimizing the
development and the use of employee competenciexrder to increase individual
effectiveness and subsequently to increase ordgamah effectiveness (Van
Beirendonck, 1998). Competency management diffesen fthe more traditional job
analysis method. According to Schippmann et al0@20“job analysis may be thought as
primarily looking at what is accomplished, and cetgmcy modeling focuses more on
how objectives are met or how work is accomplishédlirz and Bartram (2002) state
that, competency profiling differs from job anak/sn that the focus of the former is on
the desirable and essential behaviors require@timnm a job, while the later focuses on
the tasks, roles, and responsibilities associatgd & job. Thus a shift from a task
oriented towards a more person-oriented approanbtiseable. In contrast to traditional
job analysis, competency management ties the demvaf job specifications to the
strategy of the organization. Strategic and noatsgic requirements are then used to
generate a broadly accepted language that congistsnpetencies (Lievns et al., 2004).
In sum competency management deals with managimpe@ncies in order to increase
individual effectiveness as well as organizatioafiectiveness. This can be done in
various ways, by means of selection and assessicmathing individual development,
career planning, and performance appraisal, magomgpetency management a widely

applicable human resource tool.

Competency management is widely applicable. Itas surprising that the competency
approach to human resource management has gaipa&t papularity over the past
decades. Technological change, globalized competiind an ongoing interest in

development fuelled the rise of competency managémeplementing competency
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management is complicated and it requires congriemith other human resource
practices and with organizational structure andtsgy Wright & McMahan (1992), if
successfully implemented and well embedded theofismmpetency management can
bring about a lot of advantages for the organimat®ecker & Huselid (1999).
Competency management provides employer and enwloyd a common language
through the use of competencies and their defmstilormulated in terms of overt
behavior. Organizations as well as employees cas blenefit by the use of competency
management and it therefore seems worthwhile toudite the use of competency
management throughout the entire organizationshi ;1 competency management
from performance oriented towards development tectrapproaches and back is thus
taking place. The competency management dates I860’'s and early 1970’s and has
its foundations in the United States of AmericaseRof human relations movement, has
lead to the focus on employee development and qoesdly. Due to the rise of human
relations movement the focus on mass productionsgamtlardization of work processes
was replaced by a focus on employee development@mequently managing employee
competencies became an important human resour¢e\Maa Merrienboer, Van der
Klink and Hendriks, 2002)

In Netherlands the interest in competency managenmas developed after the
publication of Prahlad and Hamel (1990) on core pet@ncies of organizations. The
following years the Dutch economy slowly changetbia knowledge economy and
employee development became increasingly importandealing with a tight labor
market it appeared essential to retain and comml@/ees. Competency management
became a helpful human resource tool for managersachieving such loyalty.
Organizations had to cope with economic downfatl #rerefore direct labor costs had to
be reduced in order to increase organizationatgfkeness. The primary interest was no
longer on developing, committing and maintainingliwdual employees. On the
contrary, increasing performance standards andtenaiwages became organizations top
priority contrary, increasing performance standa@sd maintain wages became
organizations top priority. Consequently competemanagement was increasingly used
for performance appraisal and selection purposesmigétency management was used to

control workforce instead of to develop the workfar As the economy is improving
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competency management is used more and more fologadpdevelopment, coaching

and career management.

Two distinct approaches to HRM in general or to petancy management in particular
were identified the commitment and the control apph. The commitment approach
represents a more soft approach towards humanroesoBoselie, Paauwe & den Hartog
(2004). And is characterized by viewing workersnasans rather than objects, and by
winning hearts and minds, Guest (1999) autonomyplement and trust are key

autonomy, involvement and trust are key words ¢$Big, 2003 & Koopman, 1991).

Thus, employees are motivated through personallgevent (Bach, 2000) Jobs are
further defined, hierarchy is minimized and cont@old coordination depend on shared

goals rather than on formal positions.

The control approach has its origins in ScientManagement (Taylor, 1911) and is
characterized by the wish to exercise control, dista order, reduce labor costs and
achieve competitive advantage by increasing magtkate Arthur (1994), Truss Gratton,
Hope Hailey, McGovern & Stiles (1997), Walton (198&%so supported Taylor for

increasing the market share. Employees are motiviayeextrinsic rewards that depend
on measurable output criteria (Walton, 1985). They not allowed to participate in

decision-making. As such there is no doubt that steering wheel is in hands of

management since almost all decisions are madaéoawp (Koopman, 1991).

The commitment and the control approaches have baemportant topic in human
resource literature. Researchers have been focpsingrily on the relations between
both approaches and organizational or individuafgpeance (Boselie et al., 2004,
Huselid, 1995 and Truss et al., (1997). It is adyaad empirically verified that the
commitment approach brings about more positive muis, such as higher
organizational performance and lower turnover, tttan control approach. Present the
interest is in the effects of HRM on employee atté and behavior moreover several
authors have emphasized the need to study the impaaman resource practices upon
the recipients of these practices more closelythfaur(1994), Storey (1989) and Guest

(1999) made a first attempt to actually study tteyw@mployees view human resources
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initiatives. He suggested the impact of human resoupractices on employee’s

performance depends on their perception and evatuat these practices.
Competency Based HR functions

The first consideration is for HR practitioners. bief on competency identification,
modeling and assessment along with guidance isegeedRecognizing the possible
benefits of a competency based HR function foratganization and to themselves, they

will lend their support to exploring and advocatswgh a transformation.

Two things that need to be considered in transfognthe HR function are first, HR

practitioners themselves are often the most voppbpents of changing the systems in
their own organization. Second, transforming HRrfra work based to a competency-
based approach does not have to be an all or mpghoposition. HR practitioners may
need to consider which functional areas will banefiostly first, HR practitioners

themselves are often the most vocal opponents ahgihg the systems in their own
organization. Second, transforming HR from a wodsddl to a competency-based
approach does not have to be an all or nothinggsitipn. HR practitioners may need to
consider which functional areas will benefit modtlgm the use of competency based
practices and they should choose according tottheegic significance for organizations

success.
Transforming the HR department

For transforming the HR department the following-stép procedure needs to be

considered

1. Build awareness — Most of the HR practitionersasare of the traditional work
based approach to HR management, very few prawitioare familiar with the
history and techniques of competency identificatiorodeling and assessment.
They should circulate white papers, explore theictop department staff
meetings, collect information about the benefitsusing a competency based
approach to HR and encourage other stakeholdergat about competency

modeling.
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2. Make the business case and align HR objectives tv@horganizations strategic
objectives — before decision makers can be congit@énvest sizable amounts of
time, money and effort in adopting competency bas#d management and
should see its value. It is easier to understaedbiisiness case when they see
evidence of what is going well and not going welthaorganizations approach to
managing human resources. One way to do thataskananagers and employees
about the HR function. Questions could be askedrdigg HR function such as

a) What is the organization doing particularly well nmanaging its human
resources.
b) What could the organization do to improve its mamagnt of human
resources?
c) If you could magically transform the organizatiohlR efforts into
something that meets If you could magically transfdhe organizations
HR efforts into something that meets our expeatati@and supports
organizations strategic objectives, what would ghange and why?
Thus the information gained through these questwailigrovide excellent feedback on
HR efforts.

3. Select the HR functions that are to become ctenpg based.

Large complex organizations are unable to implemeompetency based HR
management in every HR function. It is essentidldaselective and apply change efforts

on a smaller scale.
4. Find a change champion.

The support of senior executives is important, Hacptioners should seize the initiative
in reinventing their own function. They are perh@ps ones most able to recognize the
signs that a department needs to be revitalized.

5 Build ownership for the change efforts.

Transforming HR management to a competency-baseagh requires the support of

many people. Senior executives, Hr practitionepgrating managers, and workers must
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all feel that they own the effort. The whole syst&mansformation is one method of
developing ownership. By evaluating the existing Hiction and identify the

challenges involved in aligning HR practices witle brganizations strategic objectives.

6 Devise a communication strategy to support thereflThus constant communication is
essential. Stakeholders must be informed about whiadppening, why it is important,
what it means, how it will affect them, and whae tbrganization will gain from it.

Communication ensures continued involvement anceldpg ownership in the change

effort.
7 Develop a competency model for HR practitioneranagers and workers.

8 Educate HR practitioners, operating managers aowkesxs about their roles in the

competency based process.

Ask all key stakeholders to consider the effecta a@bmpetency based approach on the
roles, competencies and work outputs or resulteeed of HR practitioners, operating

managers and workers.

9 Plan a pilot project

10 Implement the pilot project

11 Continuously evaluate pilot project results andkengevisions as necessary.
Continuing evaluation is also helpful in keeping firoject on track.

Thus the organizations need to have its own competenodels for developing the

employees and also for the systems change in tigerio to face the competition.
Models on Competence Management-

1. LIS Professionals Skills development integrateddMdfor education sector is

very elaborate and can be modified and used faraéctors also.
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Figure 1.4 : LIS Professionals Skill Development iregrated Model
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This LIS Professionals Skill Development integratdddel is based on two types of

professional strategies:

» Battles in frontier terrains - because surprigirigtie appears to be known about
how Portuguese LIS academia manages innovationegses and more over

which is the role of professional associationshia tontext.

» Battles in the core of the profession — becausé wfahe evidence on skills and
professionalism development relates differencethénprofession identity. There
is a need, therefore, to explore the relationsrepvben skills and academia
innovation.

In analyzing the relationships between skills depsient models and further career
Griffin, Zwell ad Cripe & Mansfield developed a nm&dof possible determinants and
factors of role dynamics, individual effects andeem development. The dimensions

chosen as possible predictors of successful sleNelopment were:
— Cognitive competences

— Environment (workplace and LIS roles), members stalleholders
— Personal characteristics and past performance

— LIS social image

— Role perceptions: skills perception and perceptibrole

— Organizational characteristics

—Role objectives

— Performance evaluation

— Professional identity and competence profile

On this basis, individual effects are analyzedvat fevels related to career development:
1st level

— Outcomes expectations
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— Academic goals

— Professional values

2nd level

— Identity learning cycles

— Productivity

— Efficiency

— Learning transfer

— Employability

—Real behavior in work context

— Motivation

These two levels in some situations impact careeeldpment:
— Competence’s development priorities and individioahpetence portfolio
— Training / action/Coaching/validation: skills iddiation

— Key experiences: work-learning cycles

This model design allowed analyzing outputs atvialial and organizational levels as
emerging research issues with implications on ld&rges and professional certification.
They represent potentially new interests and nesdutsit research based continuous
education and can imply changes in curricula arsitipns defined for the entire sector,

where we are considering LIS image.

This framework for analysis is a useful place ttsto get to grips with a whole range of
important questions related to the identificatidrexisting needs that are not covered in

segmented models.
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2. Emotional Competence Model

"A learned capability based on emotional intelligenthat results in outstanding
performance at work. Our emotional intelligencesd®ines our potential for learning the
practical skills based on the five elements: sel&@ness, motivation, self-regulation,
empathy, and adeptness in relationships. Our ematampetence shows how much of
that potential we have translated into on-the-japabilities.” (Goleman, Working with

Emotional Intelligence)

The table below lists Golemans' 5 dimensions of temal intelligence and the 25

emotional competencies.

The emotional intelligence capabilities are Indefgit (each contributes to job
performance); Interdependent (each draws to sortenern certain others with strong
interactions); Hierarchical (the emotional intedlige capabilities build upon one
another); Necessary, but not sufficient (having emotional intelligence doesn't
guarantee the competencies will be demonstratezhef (different jobs make differing

competence demands.

Table 1.3: The Emotional Competence Framework

Personal Competence

SELF-AWARENESS Emotional Awareness recognizing one's
emotions and their effect

Accurate  Self-assessment knowing
one's strengths and limits

Self-confidence A strong sense of one
self-worth and capabilities

S

SELF-REGULATION Self-control: Keeping disruptive
emotions and impulses in check

Trustworthiness: Maintaining standard
of honesty and integrity

[%2)

ConscientiousnessTaking responsibility
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for personal performance

Adaptability :  Flexibility in handling
change

Innovation: Being comfortable with
novel ideas, approaches and new
information

MOTIVATION

Achievement drive Striving to improve
or meet a standard of excellence

Commitment: Aligning with the goals of
the group or organization

Initiative: Readiness to act an
opportunities

Optimism: Persistence in pursuing goa
despite obstacles and setbacks

S

Social Competence

EMPATHY

Understanding others sensing others
feelings and perspectives, taking |an
active interest in their concerns

Developing others Sensing others
development needs and bolstering their
abilities

Service  orientation  Anticipating,
recognizing, and meeting customers'
needs

Leveraging diversity: Cultivating
opportunities through different kinds of
people

Political Awareness Reading a group’
emotional currents and power
relationships

2]
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PERSONAL COMPETENCE

SELF-AWARENESS - Emotional Awareness- People witis tcompetence: Know
which emotions they are feeling and why realize lthks between their feelings and
what they think and say, recognize how their fedimffect their performance, have a

guiding awareness of their values and goals.

Accurate Self — Assessment — People with this coempe are aware of their strengths
and weaknesses, reflective learning from experieopen to candid feedback, new

perspectives, continuous learning and self-devedogm

BLIND SPOTS: Blind Ambition-need to win or be rightat any cost
Unrealistic Goals- sets overly ambitious, unatthiea goals for group
Relentless Striving- compulsively hardworking atperse of all else, vulnerable to

burnout.

Drives Others-pushes others too hard, takes ovestead of delegating
Power Hungry- seeks power for own reason rathern thimr company
Insatiable need for recognition- addicted to gltakes credit for others work and blames
them for mistakes, preoccupation with appearaneds look good at all costs — craves
material tapings. Need to seem perfect — enragedrhbjects criticism, can’t admit
mistakes.

Self Confidence - People with this competence: éhrethemselves with self-assurance;
have "presence” Can voice views that are unpogrdrgo out on a limb for what is

right are decisive, able to make sound decisiogpiteeuncertainties and pressures

SELF-REGULATION - Self-control - People with thisompetency: Manage their
impulsive feelings and distressing emotions wellyStcomposed, positive and

unflappable even in trying moments Think clearld atay focused under pressure

Trustworthiness and conscientiousness - People thithcompetency: Trustworthiness-
Act ethically and are above reproach Build trusbtigh their reliability and authenticity
Admit their own mistakes and confront unethicaiat in others take tough, principled

stands even if they are unpopular.
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Conscientiousness - Meet commitments and keep pesmHold themselves accountable

for meeting their objectives Are organized and ftarie their work.

Innovation and Adaptability - People with this cagtgncy: Innovation - Seek out fresh
ideas from a wide variety of sources entertainioailgsolutions to problems, generate

new ideas, take fresh perspectives and risks inttiaking.

Adaptability - Smoothly handle multiple demandsiftsig priorities, and rapid change
Adapt their responses and tactics to fit fluid eimstances are flexible in how they see

events

MOTIVATION - Achievement Drive - People with thisompetency: Are results-
oriented, with a high drive to meet their objecsivend standards, set challenging goals
and take calculated risks, pursue information ttuce uncertainty and find ways to do

things better, learn how to improve their perforoan

Commitment - People with this competency: Readigkensacrifices to meet a larger
organizational goal, find a sense of purpose inléihger mission, use the group's core
values in making decisions and clarifying choicastively seek out opportunities to

fulfill the group's mission.

Initiative and Optimism - People with this competgninitiative: Are ready to seize
opportunities, pursue goals beyond what's requoreeixpected of them, cut through red
tape and bend the rules when necessary to gebthelgne, mobilize others through
unusual, enterprising efforts, optimism: Persistseeking goals despite obstacles and
setbacks, operate from hope of success ratherf¢laarof failure, see setbacks as due to

manageable circumstance rather than personal flaw.

SOCIAL COMPETENCE - EMPATHY - Understanding Others - People with this
competency: Are attentive to emotional cues antediswell, show sensitivity and
understand others' perspectives, help out basederstanding other people's needs and

feelings.

Developing Others - People with this competencykrmavledge and reward people's

strengths and accomplishments, offer useful feddlzexd identify people's needs for
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further growth, mentor, give timely coaching, arfteoassignments that challenge and
foster a person's skills.

Service Orientation - People with this competeridgderstand customers/clients needs
and math them to services of products, seek waystease customers' satisfaction and
loyalty, gladly offer appropriate assistance, graspustomer's perspective, acting as a
trusted advisor.

Leveraging Diversity - People with this competenBgspect and relate well to people
from varied backgrounds, understand diverse woeldsi and are sensitive to group
differences, see diversity as opportunity, creangenvironment where diverse people
can thrive, challenge bias and intolerance

Political Awareness - People with this competenéccurately read key power
relationships, detect crucial social networks, ustad the forces that shape views and
actions of clients, customers, or competitors, eately read organizational and external
realities.

SOCIAL SKILLS - Winning people over - People withis competence: Fine-tune
presentations to appeal to the listener, use congilategies like indirect influence to
build consensus and support,
orchestrate dramatic events to effectively makeiatp

Communication - People with this competence: Ardéeative in give-and-take,

registering emotional cues in attuning their messadeal with difficult issues

straightforwardly, listen well, seek mutual undaergting, and welcome sharing of
information fully, foster open communication andysteceptive to bad news as well as
good.

Conflict Management - People with this competertdgindle difficult people and tense
situations with diplomacy and tact, spot potentiahflict, bring disagreements into the
open and help to de-escalate, encourage debatepanddiscussion, orchestrate win-win

solutions
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Leadership - People with this competency: Articellahd arouse enthusiasm for a shared
vision and mission, step forward to lead as needegirdless of position, guide the

performance of others while holding them accoumtalelad by example.

Change Catalyst - People with this competency: Beice the need to change and
remove barriers, challenge the status quo to acletge the need for change, champion

the change and enlist others in its pursuit, mttechange expected of others.

Building Bonds - People with this competency: Gute and maintain extensive
informal networks, seek out relationships that mrgually beneficial, build rapport and

keep others in the loop, make and maintain perdaealdships among work associates

Collaboration and Cooperation - People with thimpetency: Balance a focus on task
with attention to relationships, collaborate, shgrplans, information and resources,

promote a friendly, cooperative climate, spot andure opportunities for collaboration.

Team Capabilities - People with this competency:d®Moteam qualities like respect,
helpfulness, and cooperation, draw all membersaotive and enthusiastic participation,
build team identity, esprit de corps, and committnBrotect the group and its reputation,

share credit.

Talent Management

The term talent managemeist being used to describe sound and integratedahum
resource practices with the objectives of attractind retaining the right individuals for
the right positions, at the right time. People arganizations, and the talent of these
people will determine the success of organizatioBe, talent management is

management main priority (Michaels, Hansfield -genH.& Axelrod, 2002).

Talent management, also known as Human Capital dfanant, is the process of
recruiting, managing, assessing, developing, anthtaiaing an organizations most
important resource — i.e. its people (Bhatla, 200&)ent management initiatives must
involve dialogue and engagement with business @eroto hire, retain and develop the

talent that is needed to achieve the business gd&d~ocus, 2008). Talent management
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involves individual and organizational developmentresponse to a changing and
complex operating environment. It includes the tomsand maintenance of a supportive,

people oriented organization culture.

Talent Management refers to identifying the empéotaent and utilizing it effectively
and retaining the same talent to compete with amalganizations. Talent has become
competitive advantage for organizations and indigld. New value systems will
converge and reinforce each other, creating a coypaapable of winning big
(Christonel, 2002). Talent management is a cotbectf human resource functions and
practices. This includes recruitment, selectionvettgpment and succession planning
Byham (2001), Heinen & O’Neill (2004), Olsen (2000)

Jackson and Schuler (1990) define is as an arthigeevhere a set of processes are
designed to ensure there are an adequate numbemployees for jobs within an
organization. It is having the right resource aaal# at the right time for the right jobs
(Kesler, 2002). Many organizations consider talemnagement as an overarching

recruitment tool that utilizegechnology to assist in identifying the resources.

Need for Talent Management

Organizations worldwide spent a huge amount foingideveloping and retaining the
employees and are still facing the problems imhithe talent, developing the talent and

retaining the talent.

Emergence of Talent Management

The term talent management did not emerge untilatee1990’s and was popularised by
a study completed by researchers within Mckinsego&pany. The study revealed that it
was not “best” practices that distinguished highfgrening companies but it was a
pervasive talent management mindset (Michaels, fi¢dths- Jones, & Axelrod, 2001).

The competitive advantage for organizations comes fhaving superior talent and

managing it appropriately. Michaels, Hansfield reky & Axelrod (2001) found that on
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average companies that did a better job of attrgctieveloping and retraining talented

employees earned twenty two percentage points highern to shareholders.

Organizations have strived for centuries to fine tiest talent. The East India Company,
founded in 1600, used competitive examinations écruit alpha minds. Schein
developed the concept of career anchors in 1978i§d®78). Career anchors evolved
over time in one’s personal and occupational egpess. It is defined, as the thing a
person would not give up if forced to make a cholt®rganizes and constrains career
decisions. A career anchor has three componerssifiperceived talents and abilities, 2)
self-perceived motives and 3) self-perceived atétu and values. The concept
emphasizes the interaction between abilities, reetiand values into a person’s “self-
concept”. It is the “real self”. Schein (1978) onglly identified five career anchors: 1)
technical/functional competence, 2) general manalger competence, 3)
autonomy/independence, 4) security/stability, andeltrepreneurial creativity. In the
1980’s Schein (1996) identified three additionattasrs: 6) service/dedication to a cause,
7) pure challenge and, 8) lifestyle. It was evidentthe 1970’snand 1980’s where
individuals stood with respect to their career amshHowever Schein found that people
had to adjust to the turbulent environment thatstsxwithin organizations and three
additional anchors emerged (Schein, 1996). He fabatlpeople have to become more
self reliant with rapid technological and econorhichanges. People do want to
increasingly provide a contribution to the greajeod and general managerial skills are
becoming more self reliant with rapid technologiaal economical changes. People do
want to increasingly provide a contribution to gpeater good and general managerial
skills are becoming more of a standard processnfust jobs. Schein (1996) questioned
whether “individual career occupants have to plad budget for their own learning, or
will private and/ or public organizations take ooee of this burden because it will
ultimately be to their advantage as organizations@hfortunately ten years later, this
guestion still has not been answered. Organizatayasstill trying to figure out what
talent management is and how best to optimisechiefd does advocate greater employee
participation but also imposes on organizationseadnto do better work design and
development of roles through open — systems plgn(fthein, 1996). He added that
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employee development will become a process rakizar &n initial selection based on an
individual’s history. Schein(1996) predicted thagj@nizational culture will be key factor
to changing this direction and human resource egyatvill become decentralized into
organizations in order to become integrated withdkerall corporate activity. This laid
the foundation for alignment and integration ofetdl management into organizational

strategy.

Managing talent has become more important to a naidar range of companies than it
used to be. The future of talent management maghoait embracing and leveraging
connectedness (Frank & Taylor, 2004). Corporations appear ready to embrace this
concept (Oakes, 2006). In fact, it has become ategiic imperative for many

organizations (Ashton & Morton, 2005). Talent masagnt is actually a part of the
overall strategy for companies. It is taking prem@dn terms of how organizations can

compete with the best resources available for itjedst organizational effectiveness.

Talent Management Models

It was identified that, to manage talent effectyalrganizations have to follow certain
models, which will help in managing the talent sthdyp The following are the two

models identified in the study which are explaimedetail:

1. DNA model
2. Peter Cappelli's model

Talent management is a continuous process thas pddent needs, attracts the very best
talent, speeds time to productivity, retains thghkst performers, and enables talent
mobility across the organization. In order to sssbally balance the notion of talent

supply with business demand, there must be a nh&tisheen capabilities and needs.

Knowledge infusion was approached to different nalmanagement centres on the
concept of “Talent DNA”. In order to successfullglance the notion of talent supply
with business demand, knowledge infusion breaksndibv talent DNA model into three

parts. Talent management, on the other hand, fecaseenhancing the potential of
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people by developing capacities. Capacities arebdsic DNA of an organization and
also of individual potential. In fact, the followgnappropriately describes the role of

talent management:

Table 1.4: Talent DNA Model

D N A
Point of Departure Navigation Point of Arrival
Translating

organizational vision intg
goals and mapping the
required level of
capacities and
competencies to achieve

goal.

1. Skill and capabilities required throughout the aiigation.
2. Skills and capabilities must be able to relateotogosition.

3. Organization must be able to hire the right people.

With all three components in place, organizatioas epply the talent DNA model to
virtually any HR supply and demand process — wheitse recruiting, on boarding,

staffing or development.

2. Peter Cappelli’'s Model: A Wide Outlook of Talent Megement.

Talent management is simply a matter of anticigatime need for human capital, and
then setting out a plan to meet it. In additionworking on effective policies for

recruitment, selection, performance managemengreton and rewards, education and
development and the like, talent management etostsipport an organization’s overall

objectives. Peter Cappelli has proposed a talemdemnand framework similar to just —
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in-time manufacturing for the development of empirkis approach to managing talent

uses four particular principles drawn from openadicand supply chain management.

They are shown in table 1.4.

Table 1.5: A Wide Outlook of Talent Management

Principle 1 Principle 2 Principle 3 Principle 4

Make or buy tg Adapt to  the Improve the Return Preserve the
manage Risk Uncertainness imon Investment in investment by

Talent Demand developing balancing
employees employee-
employer interests

A deep bunch of This tells about Get employees tpTalent development
talent is expensive.managing the talentshare in the costs ¢ofis a perishable
So, companiesdemand. Bring development. Thatcommodity. To
should undershoagtemployees from all might mean askingreserve the
their estimates ofthe functions them to take investment in
what  will be| together in an 18-additional stretch development
needed and plan tomonth course thgtof assignments on jgefforts as long as
hire from outside tg teaches generalvoluntary basis| possible, balance
make up for any management skill§,Maintain the interest oOf
shortfall. Firms| and then send theprelationships with employees and
should be back to thein the former| employer by
thoughtful  about functions to| employees in thehaving them sharg
their precioug specialize, insteadhope that theyin advancement
resources in of putting them as might return| decisions. To retain
development of management someday, bringingtalent,

organization.

Talent managemen

iS an investment,
and not an
entitlement. So

every organizatior
should think
carefully for the
requirement of
talented people.

N

trainees through
tthree yea
functional program

aback the
[ investments in thei
skills.

organizations mus
relevate talent as
priority throughout
the company by

developing a soun
employee value
proportion.

~—+

|ON
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Therefore it is important for organizations to depeadequate and appropriate plans and
put in efforts to attract the best pool of avaiéalbhndidates and nurture them and for

retaining them.

Success of any organizations relies on the aliditmanage a diverse body of talent that
can bring innovative ideas, perspectives and vidwstheir work. Organizations

comprises of people from diverse cultural backgdsmgenders, ages and lifestyles. With
such mix of people organizations can respond tinkas opportunities more rapidly and
creatively, especially in the global arena (Cox3)19vhich is one of the important goals
to be attained. If the organizations cannot marsagé diverse group it risks losing talent

to competitors.
Summary

People are the valued assets of an organizatiomamece focus on the people will ensure
their effective utilization for both individual andrganizational benefit. Competent
people, when empowered become self-propelled.us tiecomes necessary to identify
employees with distinct competencies for bettefguerance. Competencies provide a
means of looking at those behaviors that diffeegatihe best from the rest and are a
common language for discussing about critical am jib behaviors. While there are
many models and frameworks, the practice is orgdioiz specific. Identifying and using
competencies in the HR function also helps in taleranagement. Contemporary
organizations across the world use different pcasti/ models in the process of talent
acquisition, development and retention. Organinaiopractice in both competence
management and talent management is recent. Hovgehalarly attention on these
aspects, though recent, includes scattered literatn the sub aspects of both these
concepts. Thus literature is available and is negtkin the next chapter.
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CHAPTER - I

LITERATURE OVERVIEW

The integration of the world markets had a profoiumgact on the functioning of both the
public and private sector organizations, more se fnivate sector organizations.
Organizations found themselves in the thick of cetitipn from both national and
multinational Corporations resulting in introspeation all dimensions including the
development of human resources. Competition alsesppposes development of human
resources and it is here competence, competencagearent and talent management
assumes significance. This chapter reviews thealilee on these two concepts of
competency management and Talent Manageseeas to identify the direction of research
and the gaps in the same. This chapter is dividealtivo parts. Section - 1 deals with
literature on competence management and the secfodeals with literature on talent
management. An attempt is made to review theatiiee under different headings for

convenience and clarity.
Section -1- Competence Management

HRM in the organizations received a new recognitoml importance as a strategic
partner to gain a competitive edge and thus iery important for HRM functions to be

realistic, such that the performance of the org#tion is ensured. This is particularly true
in the era of globalization, where the human resesi have' assumed strategic
dimension and the organizations are laying emplrasi® and more on improvising the
potential and capability of human capital of thgasizations through new and defined
process of hiring, training, development, perforoenappraisal procedures and
succession planning methods. Although HR functiweage been in the lime light since a
long time its importance increased with the orgaiins spreading their tentacles
globally and competing on the basis of their hurpatential. A competency from an

individual point of view and competency managenfenin an organizational point of

view assumes significance in this context. Orgamnal practice is limited on the use of

competency management as a concept in the managétesture although it was in
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use from times immemorial. The development of theiseetices as a concept and its
application in the contemporary era is recent. ldethe literature evidences studies in
this direction, although in a scattered way andsolation to each other. This section
reviews the literature on the concept, definitiand competency as strategy, models,

competency management and HRM.

a) Definition - Competencies are defined as “an underlying chairatiteof a person

which results in effective and/ or superior perfaroe in a job”. George Klemp (1980).
Boyatzis(1982) defined “competencies as charatiesithat are casually related to the
effective or superior performance in a job”. He oalsoted “competencies are
characteristics that are casually related to thecgbte or superior performance in a job”.
MCLagan (1989) defined competency as “ an areanofMedge or skill that is critical

for producing key outputs”. She also noted thafptemight express these capabilities in

a “broad, even infinite, array of on-the-job beluasi

Expanding on those definitions, Spencer and Spda®&3) described a competency as
as an underlying characteristic of an individuattls casually related to criterion-
referenced effective and/ or superior performamca job or situation”. They explained
that competency characteristics include these fyyes; motives, traits, self-concept
knowledge and skill. According to Dubois (1993) fiefining competency he adapted
Boyatzis's (1982) interpretation of the term andirdl competency as an underlying
characteristic that leads to successful performana life role” This definition varies
according to the context of its application an@ tfference s in procedure and
philosophy. Some scholars brought in the succesgleato competency where
competencies predicting success have been obsdtlathery, Hofrichter and Platten
(1996) noted competencies as that “add value hat predict success “. Competency
and its usage in a manufacturing set up were aisbesl. Dubois and Rothwell (2000)
described competencies as tools used by workexryvamiety of ways to complete units of
work, or job tasks. Thus these definitions commordyk about the underlying
characteristics / capabilities of individuals leaglto successful performance at the work

place.
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b) Competence as a strategy Strategy is an expansive enterprise. It not onlgtes
with all the functional areas in the business stHadt also is by nature, interdisciplinary.
All of the social sciences — especially economitd arganization theory — plus contract
law are implicated. Philip Selznick noticed thag thrganizations developed in the early
50’s saw a gradual emergence of special strengiisv@aknesses in each one of them
and he coined the terdistinctive competenda 1957. Kennethe R.Andrews elaborated
on this concept in 1971 when he posited that distia competence included more than
just the strengths of an organization. In his vidigtinctive competence was the set of
activities that an organization could perform eggbcwell in relation to its competitors.
Strategy is defined as the tool managers use testtleir firms to ever — changing
environmental conditions. Unless a firm produce$y ame type of merchandise or
service, it must devise strategies at both the aratp and business levels. Corporate
strategy defines the underlying businesses andrrdietes the best methods of
coordinating them. At the business level, strategifines the ways that a business will
compete in a given market. Strategic planning éseally tied to the development and use
of distinctive competencies, and having an aredisifnctive competence can present a

major strategic advantage to any firm.

The importance of innovation and competences abtganization level was pointed by
Gary Hamel & C.K.Prahlad (1989). Their study viemgrganizations and the managers
as working hard to match the competitive advantafgtheir global rivals. They found
that competitiveness seemed out of reach and tagerthem form competitive alliance
with the same company that upset the competitidaniba in the first place. In the
process they observed that companies end up imationtwith no or very less profit.
Thus they suggested that companies should &aakegic intent, which means a sizable
stretch for an organization. Where current capadsliand resources are not sufficient,
organizations were forced to stress on innovatisent® make the most of limited
resources. Organizations adopted ways to achieseess as Gary Hamel, Yves L.Doz
and C.K.Prahlad (1989) said that in the competitiverld the companies should
collaborate with the competitors as it strengthens the company
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Executive capability for identifying the competezxiwas also included by C.K.Prahlad
& Gary Hamel (1990) in their work during the 1990%he executives were judged on
their ability to identify, cultivate and exploit éhcore competencies that make growth
possible — indeed they will have to rethink theazpt of the corporation itself. They then
discussed the importance abre competenc® the organizations, and pointed out that
the importance of competencies that determine glelaaership rather than the role of
organizations as units of making profits. And flpahrough core competence of the
organization they suggested to target core prodinctaigh a strategic architecture that
guides the development of competence building ambiegemployees and with the
organization as such. Importance of core competevee also dealt by C.K.Prahlad
(21993) in his article where he highlighted the imtpoce of core competencies and use of

technology in the corporations..

Competences are essential for the sustainable &dyanf the organizations. Gorge Von

Krogh and Johan Roos (1995) also had the opiniat the competences are the
underlying sustainable competitive advantage ferdiganizations. But there has been no
thorough investigation into the very nature of cetepces in the management literature.
Thus the author applied theories of sociology obwdedge to enhance the resource-
based perspective of competences. The emergentp&tence based perspective of the
firm has important implications for strategic maeagnt in general and for personnel
management in particular. The authors tried to detmate how competences build

firm’s competitive advantage by building on theaese based perspective.

The advantage of competencies was explained by Bedgenhenegouwen (1996)
through the theory on the core competences of thanization and the competences of
individual employees. The management style in cdenue-based organizations and the
way in which a competence-based human resourcegearent (HRM) system can help
in achieving the organization’s objectives, as asllexamining competence management
and empowerment was also discussed by the schdlaoncrete application of a

competence-based HRM system in the petro-chemindlsstry illustrates the task of
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linking an organization’s core competences to tsanal competences of employees by
making use of HRM instruments. The study conclugétd a summary of the challenges
HRM professionals face in competence-based orgamiza The theory also helps in
penning down the important instructions and forrtintathe procedures for competence
management.

Instructions and procedures are highly essentidl @so smoothen the process of any
organizational activity. This was highlighted byrBenhenegouwen et al. (1997) and
Hagan (1996) where they opined that the core ctenpies of the organization should
provide guidelines for the competence managemeotess to increase sustainable
competitiveness. It also helps in broadening tlpedor the employee participation in

making the decisions etc.

The effect of employee participation on strategicision making was studied by Patrick
M.Wright, Gary C.McMahan (1997) where they examirttd impact strategy, core
competence, and involvement of HR executives iataffic decision making on the
refinery managers’ evaluation of the effectivene$sHR and refinery performance
among 86 U.S. petro-chemical refineries. Surveyultgesindicated that higher
involvement of HR in organizational strategy wa®sgly related to perceptions of HR
effectiveness, and the relationship was strongedtviewed skilled employees as their
core competence. HR involvement was unrelated tmery performance, but was
actually negatively related to the extent thatrefies emphasized efficient production as

their core competence.

The globalization has put pressures on the orghoimaand especially on the HRM for
success and sustainable development. T-John W. rBaud(2003) highlighted the
importance of Strategic human resource managemerha challenge posed to HRM by
sustainability for organizational success and thpsgn terms of overlooking important
HRM contributions to financial success was notidddreover the sustainability is just
connected to HRM through the traditional HR paradig o make sustainability truly

actionable the need for a framework was felt. Ththa proposed a framework and
shifted the paradigm of HRM toward a decision socgewralled “Talent ship” which

defines sustainability and its measures, defines dbnnection between HRM and
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sustainability using traditional HRM paradigm. Ande HC Bridge talent decision

framework that connects HRM, talent and competitivancial strategic success, was
used to logically make similar connections betwEl&M, talent and sustainability using
examples from Shell and DuPont..

High potential in the form of employees exist inegv organizations, which is not
utilized, and un recognized. Jon-Arild JohannesBgorn Olsen (2003) pointed out that
there is untapped capability in every business hia turrent scenario, which is
knowledge. Thus they discussed the role of knowdedgd competence in creating
sustainable competitive advantage, the need fotradegic approach to competence
development and the role of training in meeting skrategic competence priorities of
companies. A model was developed for the orgamizatio tap the untapped knowledge.
They also explored the existing research on peap@agement, did a synthesis of
authors knowledge and strengths and limitationtheif knowledge. People management
is an important contributor to organizational swscas marketing, finance, or sales but
HR suffers in terms of self-confidence and undduatton by both practitioners and
users. Using a frame work they explained broadé ¢hncept of people management
through the changing employee and employer relshipn issues faced because of
changing relationship, about the psychological @t employee engagements, how to
make employee committed towards the organizationoganizational performance,
impact of skills development on organizational perfance outcomes, role of
accountability in organizational performance, intpateffective HRM on productivity

and organizational performance and studied theldetlween innovation and HRM.

The importance of competence management was fubtmerght out by Simon Beck
(2003) he stressed on the importance of knowledgade the world wide competition
and the competence of the employees and employezempetence management. The
author tried gain more specific knowledge abow implementation of a strategic
computer aided, employee oriented skill managersgstem in the company. The main
success factors found are first, an acceptancegiravhich includes the participation of

motivated groups of pilots, the integration of therkers council, the support of the

51



management as well as much information and traespgrabout the objectives and the
purpose of the system, good cooperation with thekers council is of great importance
and enough personnel and organizational resourcss loe given for the project. While
commenting upon the importance of competence mamage Davenport and Prusak
(1998) stated that strategic competence managemseimcreasingly important for

innovative organizations, and is be critical to alphstrategic advantage.

According to Michael R.Losey (1999) human resoyaEessionals see the opportunity
to turn human capital strategy into a long term petitive advantage. Competent human
resource professionals recognize the requiremethtegprofession and were optimistic to
invest in maintaining and improving their skillscaknowledge during rapidly changing

times. The author identified the key componentsmgasuring competency, intelligence,
education, experience, ethics, and interests anahthortance of each in regard to human
resource management. Which if implemented in théViH&® a practice would help in

reaping the fruits.

The HRM concept in the organizations plays an irtgydrrole and every organization
should place high importance on it as a practicearBE. Becker and Mark A. Huselid
(1999) attempted to provide some insight into tetaté of the practice” through the
presentation of five detailed case studies desgilbhe HRM strategies employed by
firms known to be leaders in the management of lgedthey came forward with an
outline of theoretical rationale and empiricaletdture linking HRM systems with
corporate financial performance, highlighted thégras that emerged from this research
in five partnership companies. They synthesizedlifigs and drew three broad
conclusions. They are 1) The foundation of a vadded HR function is a business
strategy that relies on people as a source the mussburce management staff while
reengineering the HR delivery systems. The expeeeasf a large, successful company
that developed and implemented the process isdascribed. It was argued that the use
of “best practices” contributes less to creatingald-class HRM team than to redefine
the fundamental partnership role supported by itie drganization. Finally partnering
was defined in an operational manner of competitiderantage and a management

culture that embraces that belief, 2) A value add&lfunction was characterized by
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operational excellence, a focus on client servicarfdividual employees and managers,
and delivery of these services at the lowest pessibst and 3) A value added HR
function requires HR managers to understand theahurapital implications of business

problems and can access to modify the HR systesulte those problems.

The HR’s job in the organizations was to identiiyplement and develop strategies.
Raye Walter (2003) felt competence is the most ntamd for the success of any business
hence management of competencies of an organisati@mbers is important and an
integral aspect of the managerial activities indhganizations. He explored the idea and
concept of developing formulated strategies thdt agsist in addressing the specific
needs of competence managers in innovative work@arments. Focus was on what
components are today’'s competence systems compo$edow can the use of
competence systems be improved to provide bettppast in the management of
organizational competence and on what strategytrategies for competence systems
development might future research focus. This stwdg based on literature review of
two doctoral dissertations one on competence sygsterd other on knowledge creation
and management on interest activation. Thus, cdedlthat competence management as
an innovative unified strategy that is having theteptial and is feasible for the

organizations.

Application of competence management as a pralsisanany advantages. Ron Sanchez
(2004) highlighted and identified the benefits ompetences and stressed the problems
the researchers and the practitioners face in idgfinompetences conceptually and in
identifying the real competences of organizatioftse author identified five modes of
competences that an organization must develop adtam in its various activities to
achieve overall competence. Each competence madernsfied by the distinctive sets
of capabilities — or more precisely, the distinetiflexibilities they brings to an
organization to respond to the changing opportesitnd threats in its environment.
Each form of flexibility is in turn distinguishedylthe kinds of strategic option it creates
for an organization. Key interrelationships amohg five competence modes were

identified, and also the important aspects of mangagach of the competence modes and
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their interrelationships between competence mod#ecta the management of
competences in an organization.

According to Maria Vakola, Klas Eric Soderquist afdegory P. Prastacos (2007)
competitive advantage depends largely on the ghbitactivate and use organizational
resources. As a result, the focus in the strat@gicagement, organizational behavior and
human resource management literature has turnedheointernal capabilities of
organizations including a particular focus on empls’ competencies. They analyzed
and discuss a forward-looking, dynamic and proacsipproach to competency modeling
explicitly aligned with strategic business needd ariented to long-term future success.
The authors described how the competency modeldeasloped and how it facilitated
strategy implementation and change by supportingnneonication, employee
understanding of business goals, and the incorpoaraif new behaviors, roles and
competencies in operations. A forward-looking amdaptive approach to competency
modeling is presented and discussed in the confextarge-scale organizational change.
The organizational core competencies required fousainess to compete successfully in
the banking sector are defined. The right mix ollsland behaviors that the individuals
would need to possess in order to produce and supipzse core competencies is also
identified. Traditional approach to competency nggmaent, which is analogous to job
analysis, focuses on competencies of successfividio@dls, rather than on competencies
that are needed to support an organization to mteshort- or long-term objectives. It
was stressed that there is a need to shift towévdaaard-looking and proactive approach

to competency modeling and present a competendyadelogy that supports this need.

The proactive thinking approach helps the orgamnatto come up with new strategies
and also leads to new ways of looking at the thingRRakesh Sharma & Jyotsna
Bhatnagar (2009) discussed the importance of lmglda talent strategy based on
competency profiling in the field of strategic HRWing a case study of an Indian
pharmaceutical company describing well designeentainanagement strategy. How it
helps the organization in recruiting the best talarthe industry, in bringing down the
attrition rate and added value by filling the keyspions through succession planning.

The case could not cover on how to develop theaaeetalent in an organization. The
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employee and employer interactions also help irwkmg and identifying the existing

talents, which needs to be looked at.

The communication process plays an important rolaedentifying the talent of the
organization, making them important resources alsd &elps in formulating good
strategies with employee participation. William Bapel (1997) pointed the importance
of interactive processes of effective global manaigeed to be explored to identify,
describe, and apply concepts supporting internatioranagement, communication and
competence. Various theoretical approaches andeptgacentral to communication
competence, simultaneously interspersing this freonke were synthesized with
illustrations in the context of international maaagent. The purpose was to provide
information that will be useful for developing reseh questions, pedagogical models, or
effective management communication practices. Adermational management
communication competence is a cognitive process ith@lves acquiring (1) cultural
awareness and understanding, (2) language knowlgegeal and nonverbal), and (3)
the motivation to use cultural awareness for theeligpment of global business
relationships. A process was thus developed in st@ges: enculturation within one's
native society and realization of the reality, @ayi, and distinctiveness of other cultural

values and norms. .

The performance of employees and organization agh@e is not just possible by
developing competencies but needs attention throughi methods. Thomas Lans &
Martin Mulder ( 2009 ) felt that since the last dde the issue of competence has been
received with enthusiasm by the researchers antdifpvaers. The ongoing debate has
resulted in new notions of competence which carsd®n as the continuous search for
more comprehensive conceptualizations of competanoeder to contrast them clearly
with the disintegrative and reductions models ompetence popular in the nineteen
eighties. One strategy in this regard is to adapui-method orientation to competence.
Multi-method approaches are differentiated fronssieal competence approaches in the
sense that they not only incorporate generic woakteibutes but also deploy a more fine-
grained analysis of actual work activities, workntaxt and related organizational goals

and strategies. The author summarized the findohdgsree empirical studies in which a
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multi-method approach to competence was used tty stotrepreneurial competence in
small firms. The results showed that even thoughpmiencies are partly idiosyncratic,
situated, constructs, it is possible to formulatepgingstones for competence (i.e.
competence domains). Furthermore, a more fine-gdaanalysis of a specific task and
associated situations can assist researchers bhasymlactitioners with disentangling the

complex relationships between competence and (srhaliness) performance.

In order to have better performance, organizatioeesds to re look at their practice of
strategy formulation based on the competencies, Kajana (2009) studied four Indian
organizations to analyze practice of strategy fdatmn and implementation based on
core competencies. The cases have been developeddo organization to find out the
strategic issues in much greater depth. The studg based on flexible systems
methodology and was conducted using interviewseVealed that there is a need for
proper understanding of core competencies andbilexapproach of organizations to
make the concept more effective.

c) Competence Management in HRM Functions

The role and importance of human resource manageidi®M) in organizations is very
important for the success of any business. Humaatasre one of the most important
resources available to any organization and emplay@mpetence and commitment
largely determine the objectives that an orgarozatian set for itself and to its success in
achieving them. David McClelland (1973) the famélasvard psychologist, was the first
to pioneer the competency movement across the wbilel turning point for competency
was through the article published in the AmericaydRologist in the year 1973. the
article points out the general procedures follolwgdhe HR for recruiting / selecting the
employees give importance for the intelligence gundtand test scores of the candidates
for the selection. He stressed on the importanceoafpetencies to be considered for
selecting the candidates. Competence managememgoitance in the organizations of

late due to globalization, which implies toughempetition and more dynamic markets.

The organizational potential needs to be developedghoff and Pareschi (1998) felt

that the dynamic markets, tough markets and glpsiadin as such help the organizations
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with the possibility for increasing the competemq#ential of an organization through
utilizing competence from different geographicatdtons in the global workforce.
Especially the demand for effective employees omatiisly increases in the IT sector
where knowledge and skills are crucial. NiedermB®08) Pickett (1998) also stressed
that strategic competence management should thushidp@ly prioritized among

managers.

Human resource management function as strategicalpprtant was also stressed by
Ulrich and Lake (1990), Lengnick-Hall & Lengnick-H#&1988), Agarwal and Ferratt
(1999). The focus of HRM function in organization
has gained increasing strategic emphasis, andrtperiance of aligning HRM strategy
and business strategy is well acknowledged. THestafe HRM is vital for being able to

meet market demands with well qualified employdesdldimes.

Employee knowledge and skills get improvised antebenly if they are encouraged to
participate and innovate rather than limiting tatioe set of activities. Jorgen Sandberg
(2000) were of the opinion that in the prevalentioralistic approaches, human
competence at work is seen as constituted by afispset of attributes, such as the
knowledge and skills used in performing particwaork. As an alternative to the
rationalistic approaches, an interpretative apgrogghenomenography,” is proposed and
explored in the article. Findings suggest thatrtteaning work takes on for workers in
their experience of it, rather than a specific gkfattributes, constitutes competence.
More specifically, the results demonstrate thatghgicular way of conceiving of work
delimits certain attributes as essential and omganthem into a distinctive structure of

competence at work.

Competence practices enable the organizations entifging the right competence
groups for their business activities. Mette Pr&ssidsen (2000) investigated the concept
of “competence groups” and identified a number ofmehsions that facilitate
operationalization of a competence group constiuctesearch. Several methods for
defining competence groups — including groups ifiedt by analysis of patent shares

and derivation of a technological “specializationleéx” are used to identify competence
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groups in the telecommunications industry. The stidentified the ways in which
technological competences both enable and condtneirstrategic choices of industry
participants, the methodology employed contributeslevelopment of the competence

based perspective on industry structure.

Multidimensional frameworks of competency are neleder getting competitive
advantage. Francoise Delamare LE Deist & Jonathamevton (2005) explored the
definitions and usage of competence, especiallythe context of training and
development initiatives in the USA, UK, France d@drmany, and tried to clarify the
concept by incorporating knowledge, skills and cetapces within a holistic
competence typology. One- dimensional frameworksashpetence are inadequate and
are giving way to multi-dimensional frameworks. Etional and cognitive competences
are increasingly being added to behavioral competsnn the USA, while in the UK
cognitive and behavioral competences are beingdadlnehe occupational functional
competence model. France, Germany, and Austriarezhthhe arena more recently,
adopted from the outset more holistically, but etéint, approaches. After comparing
these approaches, it is argued that a holistic dvaonk is useful in identifying the
combination of competences that are necessaryafticplar occupations and to promote

labor mobility.

According to Maurice M. Grzeda ( 2005) the compegeframework continues to be
plagued by unresolved conceptual ambiguity. In paiper author aims to consider other
perspectives of managerial performance. It wasreeagatual article that examined and
critiqued current perspectives of competence baseth extensive literature review. And
found that the sources of conceptual ambiguityraoted in treating competence as both
independent and dependent variables in relationmianagerial performance. A
managerial learning framework and a career persfgectay offer less ambiguous, more
promising conceptual frameworks for managerial grenince. The arguments presented
for moving beyond the competence framework neebetaeveloped into propositions
that can be tested empirically. Management devedoprand education activities may
not be achieving their intended outcomes due tdebel of conceptual ambiguity found

with the competence framework. It may be necessaryeconsider the efficacy of
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development programs and activities that rely ocompetence approach. Conceptual
ambiguity regarding competence has been previoushd. Author presented an analysis
of the possible sources of ambiguity, and the dites faced when trying to reduce the
level of ambiguity. By clarifying these issues stpiaper could be of value to researchers
in the management development field and to praattis involved with employee and

managerial development.

The biggest problem faced by the organizationd glacing right person in right place.
Competence mapping helps in knowing its skills eeefbr the job and help the HR in
placing the right person. Lucian Cernusca, Crisbiraa (2006) explained the concept of
competency and how competency is linked to perfaceand ones career development.
The authors have also looked into some models wipetency mapping and appraisal
tools for performance management. A business npghsess extremely capable human
resources, but they might not work on the positibat suits them. This is where
competency mapping and the appraisal tools confeslip the HR experts choose who

should work on what position.

According to Andreas Schmidt and Christine Kunzmg2006) competencies are
abstractions of work-relevant human behavior tmaérged as a promising concept for
making human skills, knowledge and abilities mamddee and addressable. At the
organizational level, competence management usepetencies for integrating the goal-
oriented shaping of human assets into managemeactiqge. At the operational and
technical level, technology enhanced workplaceniegruses competencies for fostering
learning activities of individual employees. Thés® perspectives belong together, but
in practice, a common conceptualization of the danmneeded. Thus they presented a
reference ontology that builds on existing appreachnd experiences from two case

studies. Technology plays a greater role in theecdrof global scenario.

The advances in technology enable the processw#amment and implementation of
competencies. C-Rob Koper, Marcus Specht (200d)skd that organizations are using
several approaches for selection installation asafe of IT based tools, the author also

identified the challenges and issues faced by tigamzations and thus tried to help

59



individuals, groups and organizations in develoghngr competences for life long. They
identified seven major problems that are respoaditst the lack of such infrastructure,
and the solutions to these problems formed the yeirement for the development of
the ten-competence infrastructure. Thus the astltame out with ten competence
project aims forward for integration of the diffatetools, perspectives and learning
environments in a common open source infrastrudtased on today’s standards on the
level of knowledge resources, learning activit@snpetence development programs and
learning networks. Competence will integrate taolsa service — oriented architecture
(SOA) and can be used for evaluating the approaoh&wariety of pilot applications for

lifelong competence development.

The competence practices of the organization léadiansparent approach of doing the
things. Patricia Wallace Ingraham, Heather Getl3®%2 brought the concept of how the
principle of merit in appointment and promotion h#sveloped since the nineteenth
century and examines contemporary application®ofpetency frameworks in the US —
their development, character, strengths and weakse3hey were of the opinion that if
core competency discussions and frameworks areve b broader impact at both the
government wide and the agency level, the framesvavitl have to be disentangled.
Existing notions of competencies for the politieglpointees, the leadership echelons of
the career service, the rest of the career sertheegntire government, central agencies,
individual agencies, and badly needed future leadet only suggest superhuman

abilities, but also contain seriously conflictingpectations.

The employees are valuable assets for any orgamsgatnd thus attention towards
development is highly essential. Bjarne Espedad%2@efined management as a source
of organizational competitive advantage and fromiew that managers are some of the
employees most vital to a firm. According to inffitial theories in the field of strategic
management, such human assets should be protgotesined, and developed internally.
In contrast to the traditional view of core compete they suggest that firms have to use
external as well as internal resources to developl@yees with unique and valuable

capabilities and skills. Thus they made the argurtieat a mix of internal and external

60



developmental resources might be an important nmsma in the creation of
management development as a dynamic capabilitg arraeans to develop human assets

that are one of the main sources of competitiveathge.

According to Vichita Vathanophas, Jintawee Thaimd2007) human assets are one of
the most important resources available to any azgéinon and employee competence and
commitment largely determine the objectives thabiganization can set for itself and to
its success in achieving them. Therefore, the ddméor effective employees
continuously increases in both public and privatgaoizations. The ‘Competency-based’
approach to human resource management has bectagealrduring the last thirty years,
with ‘Competency’ encompassing the knowledge, skidlbilities, traits and behaviors
that allow an individual to perform a task withinspecific function or job (Boyatzis,
1982). In this study an attempt was made by thdaastto identify the required
competencies and develop a competency model fectefé job performance at the Chief
of the General Administrative Sub-Division posititevel in the Thai Department of
Agriculture using the Behavioral Event InterviewHB technique (Spencer & Spencer,
1993). The study found that there were twenty-thtempetencies that superior job
performers used in carrying out the job well. Copmntly, the researcher used current
level of importance of competency as primary infation to recommend nine
competencies in a competency model. The competeraael presented would help the
Thai Department of Agriculture to respond to goweemt policy regarding human

resource management, provide useful information.

Technology also plays an important role in the psscof employee development and the
right technology needs to be identified. Patriciadémez de Pablos and Miltiadis
D.Lytras (2008) sought to analyze the organizatioeguirements for the exploitation of
human resource management towards increased aafaned performance, and
provided a conceptual framework for the analysishofnan resource management in
learning organizations. They used the form of ateresive literature review on human
resource management (HRM), organizational learaimdyhuman capital. They identified

that the major contribution is the Requirementsnt@aork for the Adoption of
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Technology Enhanced Learning and Semantic Web Tdabmes, which can guide
strategies of effective competencies managementddern organizations. They could
list out the limitation as the Requirements Framdgwayovides the basis for an extensive
specification of knowledge management strategiée fractical implications from the
paper is that it is a very useful source of infaioraand impartial advice for strategists,
HRM managers, knowledge management officers angl@dateresting in exploiting

human resource management systems in a knowlethigesive organization.

According to Frans J.Prins, Rob J.Nadolski, AdriahBerlanga, Hendrik Drachsler,
Hans G.K.Hummel & Rob Koper (2008) competence dgwekent of learners and
professionals, focus should be on competences aesponding competence
development opportunities have to be identifieds®eal Recommender Systems (PRS)
provide personal recommendations for learners aiatefthding and selecting learning
activities that best match their needs. This atésigues that a clear-cut description of the
concept of ‘competence’ is needed for appropriatgstesn-based personal
recommendations. It proposed to extend currentatiies on standardization of
modeling competences with the concept of ‘Learrang performance situation’ (LP-
situation) and it claims that this extension hddeal value for personal recommendations
for adequate selection of learning activities, figtermining proficiency levels of
competences, for the design of learning tasks,fandccreditation of prior knowledge.

Advantages and disadvantages are discussed.

Matthew H. Sauber, Hugh B. McSurely, V.M. Rao Tunan@008) focused on the
virtues of embedding learning competency develograed measurement in the design
of educational programs. This is an issue of orgo@ievance to education in general,
and of growing relevance to higher education intipalar. As psychometric

methodology advances, quality assurance and cantsumprovement in education
place greater emphasis on learning outcomes. Ad), stize identification and

measurement of competencies become issues of smgeanportance in educational
systems around the world. In this paper authorgdito show the process of designing
and measuring learning competencies in program lojevent. Using cross-sectoral

comparisons to draw on programmatic and pedagogitategies, more commonly
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utilized in vocational education, and transfer tggplication of these strategies into
curriculum development in higher education. Usingase study approach, the paper
detailed the process of identifying and measurgayriing competencies in developing
specialization and graduate certificate programsupply chain management. The
findings are development of competencies usedtasdisciplinary framework to infuse

interaction among stakeholders — faculty, studetd,practitioners. The process focused
on competencies at the program level as opposegrtain course or class level. The
result produced more realistic competencies adiaig@ssudent learning. The competency
approach presented challenges in collecting andyang assessment data and
opportunities to continuously improve the progrddata on student self-assessment of
learning competency as well as course work (exescad assignments) were collected,
analyzed, and reviewed. They resulted in changetetbooks, class exercises and

assignments, and faculty lectures.

The employees today are at the centre stage afrtfanizations and needs to be taken
care of right from the hiring to select the besgnAs Csiszarik-Kocsir, Monika Fodor,
Erika Varga (2008) were of the opinion that humasources have always been playing a
decisive role in economic life. The company’s cotitpeness, success and market
position greatly depends on its human factor omagi and running it from the
background. Although competency-based HR prac@cesrather expensive, it is worth
the price as the costs spent on recruitment can lmnicovered when the most suitable,
the most competent applicant is hired. On the oftaerd, retraining, restructuring and
stressing the role of competencies in Human RessuManagement are also in the
centre of attention and are becoming more and riias@ionable” today. In their opinion
companies should invest more money to improve theman resources by means of
trainings and education, because it pays off etamthe long run and finally results in
comparative advantages. Besides, competenciedszanantribute to the employment of
young starters or graduates of higher education.

The competency based models and approaches allew ntanagement and an

organization to be on forefront thereby allows aymey successful. Michelle R. Ennis
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(2008) felt that for over 30 years, business amldistry has utilized competency models
to select employees. The trend to use competersgdbapproaches in education and
training, assessment, and development of workess dxperienced a more recent
emergence. With the mobility of the workforce amdirement of the baby boomers,
competency models are being used for successiomipas well. It is within the last
few years that the Employment and Training Admmaisdn (ETA) has turned its focus
on skills acquisition and assessment to the compgteodel process for determining the
needs of business and employers and the requireraéskilled workers. Recently, ETA
has been engaged with business, industry, and &ol/taining leaders to develop
competency models for targeted industries and Irisfermation on resources that are
used based on or used in conjunction with compgtemaels to efficiently prepare the
workforce. In this paper author examines the rdiecampetency models in human
resources practices and discusses where the ETA&enty Model Clearinghouse has
assisted in sharing competency related informadiach resources to the publicly funded

workforce investment system and private industry.

Competencies enable the students also in idengiffne gaps and upgrading themselves
to face the competition ahead. Troy V.Mumford (2068t the ability to competently
manage employee performance is critical for stuglegraduating with degrees in
management. And thus provided a competency deveanpexercise (CDE) for use in
graduate and undergraduate management coursescrease students’ performance
management competence. The CDE includes providimgayee feedback, disciplining
employees, and conducting termination meetingscd®lares and assessment tools were
provided for utilizing the exercise in conjunctiath video technology and multisource
feedback. Guidance was also given for adaptingcandensing the CDE from 3-6 hr to
30-60 min. Finally, data was presented showing thatexercise significantly affected

students’ performance management competence.

According to Soo — Young Shin, Won — Woo Park (900@ moderating effect of group
cohesiveness both at the individual and at thegtevel. In the individual level study,

moderating effect of group cohesiveness was testdd249 employees from a Korean
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manufacturing company. Group cohesiveness turnédoobave a negative moderating
effect on the individual competency performancatrehship, and this finding suggests
that competency of a given group member would b&amed by other group members
under high cohesiveness. For the group-level stgdyp data of 42 teams from the
same company were formed. Unlike the results at ithdividual level, group
cohesiveness had a positive interaction effect widmpetency on performance at the
group level. In other words, group cohesivenessfasted competent group to achieve
better performance.

The globalized world has forced the organizatiomsé competent. Ali Shirazil and
Saeed Mortazavi (2009) opined that the uncertanty unpredictability of future events
has stimulated interests in research on the natncde characteristics of changes and
trends that will be likely to drive competitive f@mmance in the future. Many prominent
scholars, including Toffler, Drucker, Handy and $kait, have attempted and identified
key drivers of change in the 21st century. The \strel/iews the current schools of
thought in futures studies and major business &stsan order to highlight the key areas
of change in business environment and managemensuriey questionnaire was
designed and administered to determine the peoreptf managers about managerial
competencies and effective managerial performandee findings revealed that
managers’ performance in the coming decade is pitymaeasured against the quality of
their relationships with customers, followed by ¢oumication, team building, and goal
accomplishment competencies. Effective managemerfibimance is essentially linked

to managers’ ability to manage relationships, pssee and time.

The liberalization and the globalizations policipaved the way to multinational
corporations and teams thus to face the competit@y have to acquire themselves with
the competencies. Aida Hairo & Markus Pudelko (90d&0deavored to understand the
factors that enable effective functioning of mudtional teams (MNTSs) but with few
exceptions they have ignored studying the competent MNT leaders. And presented
those competences leaders must possess in ordfedttively lead MNTs. The findings

were based on 70 problem-centered interviews wiTNeaders and members from five
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multinational corporations. The competences that ased for the interviewees
mentioned most frequently for effective leadershipre knowledge management and
transfer. And found that a leader must be crostsally competent and multilingual in
order to motivate MNT members to fully explore, ip and transfer valuable

knowledge within the team and beyond.

According to Edward Fee and Charles J. Hadlock3208und that executives who jump
to chief executive officer (CEO) positions at newptoyers come from firms that exhibit
above-average stock price performance. This relstip is more pronounced for more
senior executives. No such relationship existsjdionps to non-CEO positions. Stock
options and restricted stock do not appear to Bogmitly affect the likelihood of jumping
ship, but the existence of an "heir apparent” am ittenagement team increases the
likelihood that executives will leave for non-CEOsjtions elsewhere. Hiring grants used
to attract managers are correlated with the equogition forfeited at the prior employer

and with the prior employer's performance in theclex.

Leaders are pillars of the organization and neegd$ fattention as they help the
organization in realizing their goals. Richard Bmid (2006) indicated how the
competency approach to leadership could be conteiWeas a repeating refrain that
continues to offer an illusory promise to ratiosaliand simplify the processes of
selecting, measuring and developing leaders yey woaflects a fragment of the
complexity that is leadership. To make this argunfen drew on two discrete sets of
data: a review of leadership competency framewaikd an analysis of participant
reports from a reflective leadership developmeongmm. A lexical analysis comparing
the two data sets highlights a substantial diffeeerwith regards to the relative
importance placed on the moral, emotional and icglahip dimensions of leadership.
The implications of these differences are consileras are ways in which the
competency approach could be aligned more closglytive current and future needs of
leaders and organizations. In particular, he arghatla more discursive approach that
helps reveal and challenge underlying organizaticassumptions would be more

beneficial if organizations are looking to move teg individualistic notions of
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leadership to more inclusive and collective foriMethodological issues were also raised
around the comparative analysis (both semantic #&nduistic) of apparently

incommensurable texts.

d) Models - Modeling competences is an integral part of anyivH&hd e — learning
related activities. HR departments use competerseriptions to define requirements
needed for performing specific tasks or jobs. Thengetency models describes the
competencies to be possessed by the top perfoimarspecific job etc. Models usually
contain 8-16 competencies with definitions, ofterouped into clusters along with
behavior definitions, often grouped into clusterray with behavioral descriptors.

Gregory C.Kesler (1995) presented a model and ailé@tprocess for redesigning the
HR function by contracting with line executives foew roles, and by upgrading the
competencies of with the HR grid.

Dan P.McAdams (1992) positioned the five-factor elaalithin the multifaceted field of

personality psychology by highlighting six importalimitations of the model. The

models are 1) inability to address core constro€tgersonality functioning beyond the
levels of traits, 2) limitations with respect tcetprediction of specific behavior and the
adequate description of persons lives, 3) failuee pgrovide compelling causal

explanations for human behavior and experiencedigiegard of the contextual and
conditional nature of human experience, 5) failtoeoffer an attractive program for

studying personality organization and integrati®nreliance on simple, non contingent,
and implicitly comparative statements about persdrise five factor model is the

psychology of a stranger providing information abpersons that one would need to
know when one knows nothing else about them. Ampied that because of inherent
limitations, the big five can be viewed as an intpot model in personality studies but is
not the integrative model of personality.

According to Kai Reinhardt and Klaus North (200Bg tpresent state of research on

competence management does not provide any suitabbiel that can be used in
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practice. Neither results from organizational nond cognitive and social sciences meet
the requirements for an application-oriented compet management completely as yet.
An integrative competence management must be abkyrichronize individual with
organizational competencies. He argued that thlgng is still neglected in research. A
convenient solution has not been described yet.olélwas presented for an integrated
competence management, which gives approaches lf@im cognitive science and
organizational science along with a practical freumk of action.

Graham Cheetham, Geoff Chivers (1998) came out waitimodel as he felt that
professionals acquire and maintain their profesdicompetence and for this purpose a
model of professional competence was needed whichldvinform be useful as a
interview structure. The existing models had maseful insights to offer but none
offered a fully comprehensive model. Thus authoiedtto construct a more holistic
model which drew on a number of earlier approacies they brought together the

reflective practitioner and competence approachdseeated a model.

Anders Drejer (2000) was concerned with the formmoe of a framework for
understanding the development and change of the@emmces of firms. Today, there is
near universal agreement that the competitivendsdirms rests on the (core)
competences that firms possess. However, littenatin has been devoted to the notion
of competence development. In the paper, it is edghat there is, indeed, a need for
research and management practice of competencdodment. It is also argued that
organizational learning theory is a key to underditag competence development. Based
on this, a model for competence development isqseg.

Tobias Ley (2003) presented a formalization for kxyge competencies, which is based
on a psychological framework separating the ovehalioral level from the underlying
competence level. On the competence level, empioylraw on action potentials
knowledge, skills and abilities) which in a givatuation produce performance outcomes
on the behavioral level. Author’'s conception isdmh®n the competence performance
approach by [Korossy 1997] and [Korossy 1999] whislkes mathematical structures to

establish prerequisite relations on the competamckthe performance level. From this
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framework, a methodology for assessing competeniciedynamic work domains is
developed which utilizes documents employees havated to assess the competencies
they have been acquiring. By means of a case samyshowed how the methodology
and the resulting structures can be validated inoaganizational setting. From the
resulting structures, employee competency profdas be derived and development
planning can be supported. The structures alsagedwthe means for making inferences
within the competency assessment process, whitlrinfacilitates continuous updating

of competency profiles and maintenance of the giras.

Richard Bolden (2006) did not agree with what Wiri€1998) has suggested that
intellectual capital is a product of competence eochmitment. This broad proposition,
though intuitively appealing, does not identify dhetical links between these variables,
and has little empirical foundation. This papengsan organizational behavior theory to
propose a model that specifies mechanisms, inteateedinkages and boundary
conditions that predict intellectual capital. Inimp so, it responds to a recent call for
research that is specific about human resource geament—firm effectiveness

relationships. Moderated relationships between @&temze, commitment and control are
proposed as predictors of intellectual capital. liogions for future theory and practice

are highlighted.

Fotis Draganidis and Gregoris Mentzas (2006) regtesthe common and wide spread
competency management systems, and studied thaiaathristic applications to find
future research directions and proposed a methodefeeloping competency method. He
defined the key concepts of competency managenmehtigalyzed the competency life
cycle and core application areas of competency genant systems, and also described
the different phases in developing a competencyaioxamined the CM features of 22
CM systems and 18 learning management systems disiteissing on the technologies,
which will be evolutionary in the competency managet area. Found that the areas of
open standard (XML, web services, RDF), semanitrielogies (ontologies and the

semantic web) and portals with self-service tecbgiels are going to play a significant
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part in the evolution of CM systems. Thus, emplesithe beneficial attributes of CM

for private and public organizations.

e) Identification of competencies {dentifying job competencies has traditionally used
more art than science. Competencies are most wfésified through a combination of
techniques and models (Marrelli, 1998). Techniquetude interviews, focus groups,
surveys and observations. Competencies identibigdtelps in hiring the right candidate,

promoting the right person all the more helps inedeping the employees.

David C. McClelland (1998) dwelled on how to idéptcompetencies based on the
behavioral event interviews according to the pptes of a new approach to assessment,
which produces assessments that are reliable didlyvassociated with success as an
executive. He was of the opinion that these assa#tsnare not influenced by length of
protocol or by performance in the preceding yedasHs not a problem if both the
interviewer and the coder are blind to executivecess. In contrast to a traditional
psychometric approach based on regression anadysialgorithm based on competency
scores predicted managerial success and improvedripance across a number of
samples. This algorithm identified potential outstiag performers as individuals whose
scores reached designated tipping points withistels of substitutable competencies.
Experts’ judgments of competencies needed or shpwexecutives in various positions
agreed only moderately with competencies shown danfgportant by the data from

behavioral-event interviews.

John Hayes, Alison Rose-Quirie & Christopher WaAdlbn (1998) tried to identify if

there is a set of universal senior management cempies in the context of one large
multi-site service organization. They chose fouwtidct work environments and a list of
competencies are perceived to be important by nesagorking at the same grade in
each of those environments. Hence parameters dbrpeance traits, measurement

techniques need to be identified for identifying timiversal competencies.
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The knowledge of the performance traits and the somesment techniques helps in
coming out with the success parameters of the pigHHormers. Paul Kunst & Jos
Lemmink (2000) studied the results of a Europeamystaimed at identifying and
exploring success parameters of high (quality) qretbnce and their possible
interrelationships in 3 sectors and limited thesprg# study on the hospital sector.
Examined if criteria other than those used in theofean Quality Assurance (EQA)
model are more accurate in identifying quality pesg and business performance of
hospitals. The study shows that different explayat@ariables are linked to progress in
total quality management (TQM) and business perdmiee. He concluded that the
application of EQA model as an evaluation instrutrisrsubject to debate and there is
positive link between progress in TQM and perceigedvice quality by customers.
Progress in TQM leads to higher business performaricthe hospital, indicating the
efficiency/cost effect, and to a higher perceiveds/ge quality by patients, indicating the

effectiveness.

The implementation and application of the techimycalddvanced TQM and the other
models require huge investments, which is only iptesén large organizations. David M.
Tweed and Judy H.McGregor (2000) argued that marsgeompetency differs
intrinsically in small versus large organizatiolrsthe small firm managerial competency
of the owner — manager is argued to be conceptuslyivalent to the notion of
“organizational competence”. Managerial competenminnovation in small to medium
sized enterprises using a sample of 1,514 firniéaw Zealand was studied. Associations
are examined between six generic categories of geaiah competence and five
categories of firm performance. The result showeat tmanagerial competences are
associated with the achievement of the goals asal sthowed that the size of the firm

does impact on the way in which competence is reatatl.

The competences are not only associated with #eecdithe organization but it also deals
with the traits of the entrepreneur and their ieséin developing the competencies. Bill
McKelvey (2000) reviewed the various aspects andories of entrepreneurial

competencies. The study reported the researchnfisdiof entrepreneurial traits,
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knowledge and skills of small business owner/margage the growing firms in Hong
Kong. Using critical incident technique and basedtbe grounded theory, different
patterns of competency clusters consisting of ,skalits and knowledge were identified

from analysis of incidents recorded through in ptenterviews with owner/managers.

Several discussions took place to identify the ofl&aits and the knowledge one has in
measuring the performance of high performers. L&range, G. Roodt (2001) also tried
to determine whether personality and a measureoghitive ability ('verbal reasoning

ability’) would significantly predict the job penfimance (‘'managerial ratings’) of sales
people in a large South African Insurance comparye Customer Contact Styles
Questionnaire (CCSQ 5.2) and the Verbal Evaluafiest (VCC 3) were administered to
170 broker consultants, and the managers rated jtieiperformance on the Customer
Contact Competency Inventory (CCCI). By making akenultiple regression analysis it
was found that certain personality dimensions §icamtly predict job performance, and
that 'verbal reasoning ability’ did not have anygrsficant predictive power. The

findings, the implications thereof and suggestidos possible further research are

discussed in the article.

The role of skills for determining the performarttad grabbed the scholarly attention.
Scott Taylor, Richard Thorpe & Simon Down (2002)pkexed the negotiation of
managerial legitimacy in smaller organizations, sdaring managerial competence as a
situated process. The central issue addressed dmy b how employees and line
managers use formal education, management devehdpara experiential or cultural
competence as resources in defining the managel&alThey suggested that managerial
legitimacy and authority are negotiated along twesa local, technical expertise and
non-local, abstract knowledge. The material effeatsthe negotiation of manager-
managed relations were analyzed in relation tordetéeng employee payment levels
based on judgments of skill. They also exploredmni@ications of this for understanding

the social construction of competence in smallgapizations.
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The communication also has its own importance by @faa channel for the knowledge
transfer, understanding, as a mediator for reactiiagarget. Francesca Golfetto (2003)
proposed a view of communication that uses tootsc@mmunication codes that seek to
represent the supplier's skills as a specific caempse provider. This approach is
supported by the resource-based view (RBV), buiggakcue from business practice and,
above all, content transmitted through tools othan advertising. These tools propose
experiential communication, i.e. a communicationminich the supplier’s skills can be
tested and compared. The content of “competencedbesmmunication” reflects the
way by which competencies are transferred from keipf customer: this is realized in
part by the product (which we call “solid” or “st#ardized” competence) an in part by
the supplier's ability to align with the customepsocesses and needs (“fluid” or
“adaptable” competence), while the function of efifeeness (innovation, for example)
and networking are almost exclusively centered lom potential of capability (fluid

competence) provided by the supplier to the custome

According to Lindgren, Henfridsson, Schultze, U#ik(2004) the literature on

competence in organizations recognizes the needligm organization level core

competence with individual level job competence.dites not consider the role of
information technology in managing competence actbe macro and micro levels. To
address this shortcoming, authors embarked on @wnaesearch study that developed
and tested design principles for competence managersystems. This research
developed an integrative model of competence tloatamly outlines the interaction

between organizational and individual level compeg¢eand the role of technology in this
process, but also incorporates a typology of coemme (competence-in-stock,

competence-in-use, and competence-in-the-makimgBS®edish organizations were part
of the research project, which took 30 months amisted of two action research cycles
involving numerous data collection strategies ameriventions such as prototypes. In
addition to developing a set of design principlesl @onsidering their implications for

both research and practice, this article includedel-assessment of the study by
evaluating it according to the criteria for can@hiaction research.
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Authors Erna Haland & Aksel Tiora (2006) felt thabmpetence and competence
development are ‘buzz words' widely used in orgatons in Norway, as well as in other
countries. Competence, as the company's most iangodnd valuable resource, is
constantly highlighted. They raised such questiass - does this imply for the
organization and for the employees? What are ca®gprin the concept of competence?
This according to them presented different undedsteys of competence among
employees in the large Norwegian oil company, $tamhich they studied, as well as
some of the different views on competence founthaliterature. Using semi-structured
interviews in two different stages of a processimplementing a net based learning
system, and found that the focus was more on canpetas asset than competence as
process. This leaves out important dimensions ofpsience in the complex society of
today and as expressed by several of the emplay&tatoil.

According to Giuseppe Berio, Mounira Harzallah (ZD@ompetences in organizations
comprises of several heavy processes which theoeuthave categorized into four
classes they are competence identification, competeassessment, competence
acquisition and competence usage. Competence nrapage comprising the
management of knowledge about competence, canathkantage from the knowledge
engineering techniques to support the mentionecces categories. The authors
described how the knowledge engineering technigueposed in the literature can be
used to support the various competence manageneeegses. They also discussed the
knowledge engineering techniques like their striesigbenefits and weaknesses in the
context of the process categories that are cawigd They proposed an integrating
architecture for competence management. A runnikamele is used throughout the
paper to better illustrate knowledge techniques thed applications to the competence

management.

Added to the above, Heather Getha-Taylor (2007%) tfedt it is important for public
employees to develop critical collaborative skiBsrdach(1998) Chrislip & Larson
(1994) Goldsmith & Eggers (2004). The National Asaxy of Public Administration

(2002) affirmed this by calling for a focus on edlbrative competencies, but the
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guestion remained: what are collaborative compé&seficMany skills are theoretically
connected to collaboration, but these links were tasted empirically. Following the
methodology developed by McClelland (1973, 1975,6)%nd furthered by Spencer &
Spencer (1993), thus presented a collaborative etenpy study. This investigation
involved the use of matched criterion samples (Sapeersus average collaborators)
from the federal government. Individuals in theeston samples were interviewed using
the Behavioral Event Interview (BEI) design to itiBndifferentiating competencies and

create a competency model for future validation.

Further Laveesh Bhandari and Payal Malik (2008ught out that workers are migrating
permanently or on a short-term basis, within a camypor changing companies,
sometimes changing occupations in search of a fnaitéul work profile and lifestyles.
Companies in turn are hiring internationally — stimes for employment in a single
location and sometimes moving their employees acrwtional borders. India is a
significant contributor to this phenomenon; it iperting talent internationally in a big
way and is considered to be a significant ‘thréaternationally. But given its vast and
rapidly increasing English-speaking workforce Indizemerging as a major supplier of
international talent. International and domestiggration has attained significant
importance on the national as well as internatiguatform. Growing mobility of labor
in a global economy, consequent population and deaphic impacts, coupled with
enhanced  security  concerns, have together limettrthe importance of good
migration management policies to transforrmtbian efficient, orderly and humane
process. The paper provided a comprehensive amalfthe process of migration in
India. This analysis is undertaken under three dribeemes with Section 2 covering
issues such as: What is the scale and scope at taigration both (i) within India and
(i) between India and the world? Section 3, prilgacovering the supply side issues,
will describe the demographic dividend of India gdvided a perspective to the same
by discussing the employability constraints of therking population of India. In this
context the following questions become importaaj: {ow to convert this demographic
dividend into an employable dividend; (b) Whethed &ow short term training by hirers

(with an international/domestic orientation) carpimve the employment potential of the
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Indian workforce?; (c) Whether and how domestidiskshortages result in leading
Indian companies seeking talent overseas? Fin&fction 4 of the paper briefly
discussed the gains and costs of migration andovied by conclusions and
recommendations focused on fully harnessing thasgand mitigating the costs in

Section 5.

According to Thomas Lans & Martin Mulder (2009) ithpaper was an outcome in
search of more comprehensive conceptualizationsoaipetence in order to contrast
them clearly with the disintegrative and reductiomsdels of competence popular in the
nineteen eighties. One strategy in this regard isdopt a multi — method orientation to
competence. Multi method approaches are differdtidrom classical competence
approaches in the sense that they not only incatpaeneric worker attributes but also
deploy a more fine gained analysis of actual wartvaies, work context and related
organizational goals and strategies. The authornsanmed the findings of three
empirical studies in which a multi method appro&mitompetence was used to study
entrepreneurial competence in small firms. The ltesshow that even though
competencies are partly idiosyncratic, situatedjstroicts, it is possible to formulate
steppingstones for competence (i.e. competenceidem&urthermore, a fine — grained
analysis of a specific task and associated sitagatican assist researchers as well as
practitioners with disentangling the complex relaships between competence and
(small — business) performance. Competence managesan important part of HRM
practice where the aim is to generate competeticgtprovide the organization with the
right mix of talent to meet existing and future deéNordhaug 1993, Ulrich etal. 1990).

Section — 2 - Talent Management

Talent management is a complex collection of cotete¢iR processes that deliver a
simple fundamental benefit for any organizationefamanagement, often referred to as
Human Capital Management, is the process of raeglitmanaging, assessing,
developing and maintaining an organizations mogtortant resource — its people. It is

the end-to-end process of planning, recruiting,ettgdng, managing and compensating
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employees throughout the organization. The 4 giltdrtalent management are recruiting,
performance management, learning management andpetmation management.
Organizations worldwide are facing the problemsr@fnaging the talent, shortages in
talent etc. Talent management is gaining attenfiahent management brings together a
number of important human resources and managesaetvities. Organizations that
formally decide to manage their talent undertaketrategic analysis of their HR

processes.

a) Importance of talent - The opportunities are few and the unemploymentigh.h
Competition among candidates for what little came@bility may exist is intense. It is
evidenced by the Nasscom — Mc Kinsey Report 200&twimdicates that, while more
than three million students graduate from Indialleges and the Indian nation produces
500,000 engineers annually, only a very small peege are directly employable by the
industry. That is only 25% of the technical gradgatnd 10-15% of the general
graduates. This is due to the fact that the edutatystem is still inadequate and does not
ensure 100 percent literacy for the country’s papoh. Industry has to initiate to fill the

talent gap and fulfill their manpower gaps.

Development of the workforce is the fore most intaot aspect that needs to be dealt
with for effectively managing the talent of any angzation. Jeffrey L. Kerr and Ellen F.
Jackofsky (1989) were of the opinion that severtitlas have recently been published
stressing the importance of matching manageria@ntalvith organizational strategy.
These have generally relied on selection to Hé'manager to the strategy. Hence authors
proposed the use of management development astemmas mean-s of achieving
manager-strategy alignment. Therefore managenev@lapment is defined as, its role
in strategy implementation is discussed, and iteebis and costs are identified. Which
are contrasted with the costs, benefits and siatete of selection. It is suggested that
choice of alignment method (i.e. management dewedop versus selection) is
contingent upon particular strategic, structuradl @altural factors. These contingency
relationships are presented as a series of respeophbsitions.
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Mark Busine & Bruce Watt (2005) observed that imags increasingly complex

business environment, the issue of identifying @ameparing the next generation of
leadership talent was consistently cited by exgestiand boards as one of their most
critical business priorities. The authors felt thdéspite this, most organizations
consistently rate their succession managementipeacis less than effective. A range of
external and internal factors influences the issfiesuccession management. They
reflected on current research and experience ttexpxisting practices and trends and
provided a platform for the implementation of meféective initiatives moving forward.

Both Julia Christensen Hughes and Evelina Rog (R@A8d to clarify what talent
management meant and why it is important (partrbuleith respect to its affect on
employee recruitment, retention and engagementjedisas to identify factors that are
critical to its effective implementation. The altiavas based on a review of the academic
and popular talent management literatures. It waded that talent management is an
espoused and enacted commitment to implementingingegrated, strategic and
technology enabled approach to human resource raar@ad (HRM). This commitment
stems in part from the widely shared belief thanho resources are the organization’s
primary source of competitive advantage; an esslerasset that is becoming in
increasingly short supply. The benefits of an difety implemented talent management
strategy include improved employee recruitment aetbntion rates, and enhanced
employee engagement. These outcomes in turn hame &ssociated with improved
operational and financial performance. The exteamal internal drivers and restraints for
talent management are many. Of particular impodans senior management
understanding and commitment. Hospitality orgamoret interested in implementing a
talent management strategy are advised to: deflra ¥ meant by talent management;
ensure CEO commitment; align talent management with strategic goals of the
organization; establish talent assessment, datageament and analysis systems; ensure
clear line management accountability; and conduciaadit of all HRM practices in
relation to evidence-based best practices. Thissheahy one seeking to better understand

talent management or to improve employee recruitpnetention and engagement.
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Kirkland (2009) presented information on talent agement programs for blood
services management. The importance of good ldaigassemphasized upon, along with
the requisite leadership qualities of adaptabiligsponsibility and courage. Instructions
were also provided on the development of a talemhagement program to gain such
degrees of leadership. A case study of a bloodece@aridian BCT is presented, on the

steps to be followed for employee motivation.

In times of economic down turn also, the manageroétdlent, needs a lot of attention.
Frauenheim (2009) focused on the continuing needalent management products by
U.S. firms to make smarter job cuts, maximize eiygpdoperformance and keep tabs on
employees, during the recession. It mentionedfitmass firm Town Sports International
LLC is using recruiting software from Kronos Ino.Hire the right personnel. It discussed
various factors that are influencing the U.S. desinfor talent management software

including the dynamic job market and search foarfaitalent.

b) Strategy - According to Lloyd Strategy is about planning &ach a vision, which
differentiates a company from its competitors ipasitive way. It encompasses overall
direction as well as the many detailed activitibattoccur in a company. Strategic
success generally depends on possessing an enkghtad unique vision as well as
doing the many things needed to achieve the visielh

Strategies should be adopted not only to achiegegtials but also to maintain cordial
relationships with the external stakeholders oflihsiness. Bente Lowendahl and Oivind
Revang (1998) argued that the global changes asdbetal as well as the individual
level affect strategic management theory and mmacin two ways: the actual
relationships between firms and external stakemsl(eg., customers), and they alter the
relationships between firms and internal stakehrslde.g., employees). After briefly
outlining the changes observed, they analyzed abeurof contributions to strategic
management theorizing and argue that as reseamvkdend to focus primarily on one of
these dimensions of complexity: internal or exteraey then, continued by discussing

how the post-industrial context will require fundamelly different approaches, as the
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dimensions of internal vs. external collapse, asd gesult even the notion of an industry,
becomes blurred. In the new context, one need® toegond the theoretical lenses and
paradigms and be trained in, to explore the impboa of these changes at a more
fundamental level. For the traditional theoriegréhis a need to refocus attention on the
underlying assumptions, in order to explore the&aa of applicability and the limits to
their relevance. In addition, we need to discovet mvent new theories and approaches
relevant to this specific context.

The efforts for attracting the best and retainihg best are not really contributing the
organizations. Michael C.Sturman, Charlie O.Trevmhn W.Boudreau, Barry Gerhart
(2003) felt that “winning the talent war,” the atttion and retention of key talent, is
increasingly pivotal to organization success, ekWees often report that their
organizations do not fare well on this dimensiomithrs suggested and demonstrated
how, through integrating turnover and compensatesearch, the Boudreau and Berger
(1985) staffing utility framework can be used bgsprocess that combines organization-
specific information about pay and performance wiésearch on the pay-turnover
linkage. Estimated the effects of incentive payeorployee separation patterns at various
performance levels. The utility framework was useml evaluate the financial
consequences of incentive pay for employee retentio the organizations. The
demonstration illustrated the limitations of stamdaccounting and behavioral cost-based
approaches and the importance of considering Ihatltdsts and benefits associated with
pay-for-performance plans. The results suggestemt thaditional accounting or
behavioral cost-based approaches, used alone, woal@ supported rejecting a
potentially lucrative pay-for-performance investmelm addition, their approach will
enable HR professionals to use research findingstheir own data to estimate the
retention patterns and subsequent financial corsegs of their existing, and potential,

company-specific performance-based pay policies.

With all the developments information is readilyadable due to the technology, thus
employees are having many choices to select tHerped job. Gene M.Grossman (2004)

studied the interaction between imperfect labor emutracts and international trade in a
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setting in which workers have private informatidooat their own abilities. When an
individual’s contribution to firm output can be nse@ed accurately in some activities but
not in others, the most able workers select ocompstin which their pay most closely
reflects their performance. In a world economy witlo otherwise similar countries that
have different distributions of talent, the countngh the more heterogeneous labor force
exports the good that is produced by the most tadeimdividuals. Thus, concluded that
trade exacerbates the “polarization’ of the lalmycé and often worsens the distribution
of income.

The individual traits of the employees are the idgstishing factors of talent that
separates the best in a group and hence orgamgasioould aim at identifying the
distinct traits an individual possess. John W. 3oi@atherine C. Maraist, Noelle K (
2004) investigated whether or not talent managenmeites ( i.e., leadership potential,
leadership style, sales potential, etc.) can beigesd from narrow personality traits.
Using a double cross — validation strategy the (dta0,261), which are representative
of the united States general population, the stodicates that personality, as measured

by the 16 personality factors (16PF) , predictsrittimanagement indices.

According to Chris Ashton, and Lynne Morton (200%)ent Management is more than a
new language for old HR work or just the next “netv thing for HR practitioners and

managers to get involved in. For many organizatiohshas become a strategic
imperative. McKinsey research reveals that 75 perad corporate officers were

concerned about talent shortages and Deloitte t&efiwat retaining the best talent is a top
priority for 87 percent of surveyed HR directoran the basis of substantive research
undertaken their forthcoming report, they arguesd good TM is of strategic importance
and can differentiate an organization when it bez®im core competence. According to
researcher, three-quarters of business leadersimzested dedicated resources in TM —
but most say they haven't yet felt the impact ofndoso. Why not? Through this

research, they tried to provide reasons by askahgvant questions. Getting the right
people in pivotal roles at the right time shouldrmhing new to HR professionals, but

done effectively, talent management can create-leng organizational success. Here,
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Lynne Morton and Chris Ashton show how to alignetdl management strategies to
business goals, integrate all related processesyatems and create a “talent mindset” in
the organizations using 2 case studies.

As the employees are important assets for the amai@ons, the strategies and policies
should be formulated in such a fashion to minimthe employee turnover cost.
McQuade, Eamonn; Sjoer, Ellen; Fabian, Peter (2@@&3ented a research project, the
aim of which was to identify the potential lossaaimpany knowledge and expertise as
experienced and expert employees retire. The melbgg used in this research was
based on interviewing experienced and expert peogi® had retired or were
approaching retirement: An application of expefeiiewing. The interviews were
conducted in five countries, across a number dbse@nd involving a range of company
sizes. An advisory panel of people with significaggnior level industrial experience
guided the work of the research team. In additiothé potential loss of technical product
and process knowledge and expertise, there is @ dbsexpertise in interpersonal
communication skill both in the company and in camication with companies and
people who are suppliers and customers, in knowhegcompany culture and the way
things are done and in the loss of maturity andilstang influence. The number of
people interviewed was relatively small. Howeveg tesearch pointed out the need for
companies, both large and small, to put in placeession planning, talent management
and knowledge management processes as well agmgram transferable skills or soft
skills. The research team and the advisory panaled participants from five EU
countries large and small, east and west, northsanth, developed and developing, EU
founder members and newer accession states. livetvevorking in five languages and
cultures.

The severe issues that the HR has to face becéatise talent management strategies are
increasing with the organizations. Blackman Kenng806) stressed on the possibility
of a growing tension between employee progressiah @pability development that
emerges as a result of talent management stratégiesrgued that the inter-relationship

between the increasing trend to develop talent gemant strategies, combined with
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skills shortages and the attitudes of ‘Generatidrefviployees, leads to the outcomes
being, potentially a reduction, rather an increase,organizational capability. A

qualitative case study was used to demonstrat@ttential relationship.

According to Kim (2008) the challenges and straegif attracting and retaining the best
in government, particularly from the perspectivegof/ernment in developing countries
or transitional economies. Thus he briefed on dobriical and practical issues of how to
attract and retain the best, followed by an elaamaof current trends in human resource
management (HRM). He also looked at a case of theedh experience on HRM,
followed by discussion of the theoretical and pplienplications on HRM. And
expressed that various kinds of best practicemamdideas are available through diverse
venues around the world, but it is difficult to eehine what really works for whom and
how. It is not feasible to apply the same reformatsgy to all countries. The challenge is,
therefore, to find out what is applicable to theafic country; and how things can be
applied while minimizing negative consequences.yTé@ressed that practitioners under
rapidly changing circumstances around the worldhwihcreasing pressure on
performance and innovation in government, old-faséd personnel management must
be significantly transformed, in order to attrastlaetain the best in government as well
as to win the war for talent. Thus HR managers lshinitiate far-reaching, much needed
change in talent management in terms of how theycso attract, select, train, develop,
retain, promote, and move employees through thenmzgtion. In order to make
government the model employer of choice, HR marsageed to make a new Copernican

transition in finding a new way of human resourcnagement.

Based on the issues the HR has to deal with, the ol@llenging issue is promotion and
succession planning. Robert Barnett & Sandra D&@08) also expressed that the
prevalence of formalized succession planning prestin organizations appears to be
increasing, largely due to changing demographic eatdted trends. However, many
organization leaders report low levels of confidenttheir succession planning systems
and processes. Best succession and talent managpraetices can help organizations
achieve significant benefits, including improvedadincial performance. The Study

provided a practical, five-step approach to sugoasglanning is proposed that
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incorporates both best practices and an innovadipplication of role theory. The
approach should help organizations look to and greefior the future more effectively
including better specifying the future requiremetttey will have for their leaders.
Implications for human resource development (HRD)rofgssionals and

recommendations for further research are listeaterarticle.

Talent management has become the primary issuenakeon with the organizations and
new ways are to be developed to solve the issuegelss, Howard p (2008) has focused
on four things 1.0n the primary causes of ineffectitalent management and
demonstrates how a Six Sigma/TQM approach can ngrifive common pain points. 2.
A talent audit system can help address the first paint--reducing unwanted turnover--
by accurately and systematically predicting the&ff’eness of hiring the right talent and
avoiding the wrong talent. A talent audit systemalso useful for revealing data that are
definable, measurable, and actionable to assis$t sutcession planning, which is the
second pain point. 3. According to Stevens, theelthain point losing top talent--often is
caused by job dissatisfaction as a result of josnmiches. A talent audit can help
address the main causes of poor job fit. The fopem point occurs when the right
person is matched to the wrong job. Through a taedit database, organizations can
benefit from a complete inventory strengths andkmeases for employees in all key
positions. By identifying managers who could thrigecertain roles, organizations can
improve the job match of both managers and subaten 4. The final pain point
involves training the wrong personnel. A comprelensinventory of employees'
strengths and weaknesses, such as those foundtaferg audit database can help

organizations to customize their training to théividuals who will most benefit.

Discussions among HR practitioners in higher edocaby Butterfield, Barbara (2008)
have focused on talent management; specificaly,ctincept of developing a college or
university talent management approach balanceddegtvplanning and action. Talent
management as a planning tool looks very similawookforce planning, but where HR
will experience a real opportunity for contributitmthe organization is in the quality of

implementation supporting the plan. The article bagized strategic human resource
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initiatives that can help realize an institutiot@ent goals and contribute to performance

that will build future institutional capacity.

Hedricks, Cynthia A.; Robie, Chet; Harnisher (2008¢d personality scores to construct
three databases of global norms. The compositidheothree databases varied according
to percentage of cases by global region, occupatigmoup, applicant status, and gender
of the job candidate. Comparison of personalityess@cross the three norms databases
revealed that the magnitude of the effect of contjpos was small, indicating that
composition, as measured, had no practical sigmtie on the personality scores. Fit
ratios and rankings from a case study of high-periog individuals from diverse
cultures were used to further illustrate the resdihe findings suggest that a common, or
global, set of norms could be used for cross-caltaomparisons, an approach that can
be refined over time by the results of validitydias on samples of culturally diverse
individuals. The global set of norms is possibl®tigh the development and application

of Information technology systems.

Even Erik Beulen (2008) felt that the cause foeralwar is the globalization of
information technology (IT), in which developingwdries play a major role, has caused
a “war for talent.” To meet challenging growth tetg service providers find that
recruitment and retention are of key importance. d@veloping countries, globalization
offers the opportunity for economic developmente Tentral question of this paper is
how IT can be used to support service providethase fields. Specifically, in this paper
focus was on Accenture’s human resources manage(hHiV) processes and the
suitability of applications implemented to suppadem. Accenture’s industrialized
approach makes effective and efficient HRM procegsessible. The study concluded
that the HRM applications now working in parallellwltimately converge into a fully
integrated application suite. As a result, the exge of employees between the
company’s branches would be still better supporasdyvould the collaboration between

those employees, which will contribute in plannargl strategy formulations also.
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According to Galagan, Pat (2008) provided informatregarding the practice of talent
management in companies. Talent management issdid practiced by organizations
for decades but is gaining new urgency as compdmeéshey cannot quickly come up
with the talent they need to achieve their mosicali goals. According to a research
conducted by the Institute for Corporate Produttjvinere are more than 75% of the
companies they surveyed have an agreed-upon dwfinif talent management. The
author says that the essential input to the talearagement process forms the basis of

effective workforce plans, strategic developmendriies, and succession strategies.

The organizations of late started realizing the fl employee satisfaction with regard to
the practices, policies for the retention and aveniog with new ways to manage.
Margaret Deery (2008) examined the literature mfgto retention of good employees
and the role that work-life balance (WLB) issueséna an employee’s decision to stay
or leave an organization. The study also providebdriaf overview of the seminal
material in the more generic management literagunck then tailors the discussion to the
hospitality and tourism industry using literaturerh the hospitality and tourism journals.
They also provided an overview of the key employaeover literature within the
hospitality and tourism industry for those academiesearching in this area, with
specific attention given to the role of WLB issu@sthe turnover decision-making
process. It also provided a theoretical and pracfiamework for industry to develop
strategies for reduced employee turnover, withagoon the role that balancing work
and family plays in these strategies. The key figdiemerged from the literature review
focused on job attitudes such as job satisfactiwhaganizational commitment, personal
attributes such as positive and negative affegtitite role of WLB in employee turnover
and, finally, the strategies provided to allevihigh turnover rates. Recommendations to
management are presented for both government aahiaational consideration. These
recommendations include the need for legislationm@aximum, as well as minimum
working hours, good role models at the workpladexilble working hours and
arrangements, sound recruitment and training oppities and company family friendly

work policies.
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The organizations face many threats in their pcastiand procedures for managing
talent. Howard P.Stevens (2008) suggested thasigma / TQM approach that uses
talent audit research and an associated databfse iheminimizing the five common
“pain points” they are — 1) reducing unwanted twertoby accurate skills matching and
by using talent audit system for accurately andesyatically predicts the effectiveness
of hiring the right talent- while avoiding the wigmalent, 2) improving weak succession
planning —can be expanded to all levels in ther@mgdion through talent audit system-it
also reveals data that are definable, measurableetionable, 3) loosing top talent — is
because of poor job fit , 4) matching the right edo the wrong jobs- the talent audit
database helps in identifying job performance skilhd competencies accurately and 5)
training the wrong personnel — talent audit databhelp organizations tailor their

training to the individuals.

Further Schon Beechler, lan C. Woodward (2009) éxadnthe “global war for talent,”
the factors that impact it, and organizations' oasps to it. Using a comprehensive
search of more than 400 contemporary academic asthdss press articles, the paper
reviewed relevant research and reassessed that“tabr.” assumed that the dominant
approaches to the “talent war is based on a sgastite of mind and action, often
characterized by a tactical and exclusive top taderistar focus, are being challenged by
the emergence of a more evolutionary paradigm. Hew paradigm adopted more
strategic, innovative, cooperative and generatippr@aches which were described as
creative ‘talent solutions. They also highlightetplications for future research, teaching

and development in the field.

The first and the foremost place should be to amatlie existing talent through effective
performance appraisal. Jantan, Hamidah; HamdanulARdzak; Othman, Zulaiha Al

(2009) felt that Human Resource (HR) applicatioas e used to provide fair and
consistent decisions, and to improve the effectgenof decision making processes.
Besides, the challenge for HR professionals is #mage the organizational talent,
especially to ensure the right person for the rjghtat the right time. They attempted to

describe the potential to implement one of thentateanagement tasks i.e. identifying
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existing talents by predicting their performance ceee of HR application for talent
management. This study suggested the potential y#Rera architecture for talent
forecasting by using past experience knowledge knas Knowledge Discovery in
Database (KDD) or Data Mining. This article consisbf three main parts; the first part
deals with the overview of HR applications, thedacgon techniques and application, the
general view of Data mining and the basic concépgalent management in HRM. The
second part was to understand the use of Data Wlteichnique in order to solve one of
the talent management tasks, and the third partteva@sopose the potential HR system

architecture for talent forecasting.

Collings, David G; Mellahi, Kamel (2009) opined thdespite a significant degree of
academic and practitioner interest the topic oferthl management remains
underdeveloped. A key limitation is the fact thaleht management lacks a consistent
definition and clear conceptual boundaries. Theifipecontribution of their paper is in
developing a clear and concise definition of sgat¢éalent management. They developed
a theoretical model of strategic talent managenidmty drew insights from a number of
discreet literature bases. Thus, the paper aidsrefutesearch in the area of talent
management through (1) helping researchers tofycltie conceptual boundaries of
talent management and (2) providing a theoreti@héwork that could help researchers
in framing their research efforts in the area. Aiddally, it aids managers in engaging

with some of the issues they face with regard lentamanagement.

Behrstock, Ellen (2010) opined that teacher regreinit and retention be policy concerns
for many years, more over the strategic alignmenteducator talent management
initiatives has only recently begun to gain momemtdhus he said that adoption of a
more comprehensive and strategic approach to secarsufficient number of effective

teachers is evidenced by the creation of humartatagi talent management directorship
positions and initiatives in many large U.S. schaistricts. Talent management directors
oversee the various policies and practices that tairattract top talent to the district.

Smaller districts also are concerned with creathng appropriate mix of incentives to

maintain a strong teaching force for their studefitee education field is not alone in

88



striving to develop a workforce that can effectvdkliver quality service to clients. For

years, other sectors, particularly in private iridyshave competed for the top talent and,
arguably, have been more successful than the edacctor at attracting the smartest,
most motivated, and most effective college gradudtethis literature review, the author

examined effective talent management practiceslucaion and other sectors, with an
emphasis on strategies to attract and retain mendfeGeneration Y (i.e., those born

roughly between 1977 and 1995.).

According to the Rakesh Gupta & Ajay Pandit ( 20t@) growth of knowledge economy
and its increasing contribution to the global ecogohas brought into focus the
importance of highly educated and quality manpowks. the knowledge economy
expands, the issue of qualified, skilled and higidycated manpower is going to assume
strategic importance for countries as well as fompanies. The effect of changing
demographic profile and the increasing trend ofkoutcing in the services sector has
brought into focus the talent pool of many devatgpand emerging economies of the
world. In this context, the Indian talent pool as&s significance for a number of
reasons; one is the sheer number of students dgnaglevery year, which makes it the
largest talent pool in the world. The other facterthe growth story of the Indian
economy that, to a large extent, is dependent engtiowth of the services sector,
especially the skill-intensive services. They exsadi in detail the talent pool of India
and its higher education infrastructure in thetlighthe emerging scenario. They looked
into the depth and quality of the talent pool tentfy the gap areas to see whether
certain niche entrepreneurial opportunities exisit ttan help in overcoming these gap
areas. MeritTrac is an example of one such entapwhich highlights the existence and

relevance of these entrepreneurial initiatives.

According to Tarique, lIbraiz; Schuler, Randall S(@D the environment for most
organizations today is global, complex, dynamighhi competitive, and extremely
volatile, and is likely to remain so for years tonee. In addition to these external
conditions, most organizations are also facing isg\global challenges including those

related to: talent flow; the managing of two getierss of employees, viz., older or
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mature workers and younger workers; and a shodhgeeded competencies. One major
result of these challenges for organizations i$ thay have to be global and that they
have to be systematic in managing their human a@aipithey wish to have any hope of
gaining and sustaining a competitive advantaglenyears ahead. Many human resource
practitioners and consultants (HR professionalg) mow recognizing this, especially
those that operate globally, the multinational grises. Academics are also showing a
strong interest as evidenced by their work in tbes mrea referred to as “global talent
management”. In this article, the author reviewleel academic work and attempted to
organize that literature by creating an integratiteemework for understanding and
advancing further research in global talent managemThe framework highlights
several selected challenges in global talent manage and several drivers of those
challenges. It also highlights the potential rofelldRM activities in addressing those

selected challenges.

The presence of multinational corporations is alsnajor cause for the talent revolution
and shortage. Burbach, Ralf; Royle, Tony (2010)eairto unravel how talent is managed
in multinational corporations, what factors meditte talent management process and
what computerized systems may contribute to theag@ment of talent. The study used a
single case study but multiple units of analysiprapch to elucidate the factors
pertaining to the transmission and use of talermtagament practices across the German
and Irish subsidiaries of a US multinational cogtimn. Primary data for this study was
derived from a series of in-depth interviews witkykdecision makers, which include
managers at various levels in Germany, IrelandTdredNetherlands. They found that the
diffusion of, and success of, talent managemerttiges is contingent on a combination
of factors, including stakeholder involvement amg tlevel support, micro-political
exchanges, and the integration of talent managemwéht a global human resource
information system. Furthermore, the discussiamilhated the utility and limitations of
Cappelli's "talent on demand" framework. The miamtation of this research is the
adoption of a single case study method. As a rethdtfindings may not be applicable to
a wider population of organizations and subsidgrfditional research will be required

to substantiate the relevance of these findingdencontext of other subsidiaries of the
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same and other corporation. This paper accentaatesnber of practical implications.
Inter alia, it highlights the complex nature of tingional factors affecting the talent
management process and the potential efficacylafraan resource information system
in managing talent globally. This paper extendezllibdy of knowledge on the transfer

of talent management practices in the subsidiafi@sultinational corporations.

Further lles, Paul; Preece, David; Xin Chuai (20@0}heir study observed that HRD
practitioners have shown concerns about the statddegitimacy of the occupation, and,
arguably, this has not been unconnected to thesrahtjtles HRD has been given over
the years. Has there been an element of 'managdasdnibn’ about this, or have they
reflected some real change at the level of pra?titiee authors tried to know whether
'talent management' (TM), as a recently emerged afenterest for HRD, could be
argued to display features of a management fasidonthe basis of a review of three
main perspectives, they concluded that it is tatyda say with regard to two of them,
given TM's recent emergence and the paucity of eoapimaterial, but that TM displays
features of institutionalism in TM talk in the bness and professional literature. A
research agenda, based primarily on institutionabtty, is developed and a number of

research questions were outlined.

The emergence of Talent crunch around the globegrasbed the attention on talent
management and thus, Woollard, Stuart (2010) aimédentify issues around the use of
the concept "talent management” and its impleati@nt in an international context.
Highlighted techniques/solutions for better intéim@al talent management, which can
be utilized by those who are responsible for mamagi global workforce using thgast
and current research in the area of talent managerparticularly around its various
definitions, the reasons for organizations failtogadequately manage and develop their
key talent in a global context. The steps takenheyorganization to try and improve its
international workforce management techniques vaése reflected upon. The paper is
useful for HR practitioners, particularly those wér@ part of a global business, as it will
enable them to consider some of the challengesaofaging a global workforce. Through
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the issues and examples highlighted practitionems evaluate solutions for their

organization.

Talent management is not new, it existed since bgesnly now its impact is felt even

during the global slowdown. Tymon, Stumpf, Doh, X@p opined that the challenge of
global talent management is critical to firm susceSven with the global economic

slowdown of 2008 and 2009, there are continuindlehges in attracting, managing, and
retaining talent, especially in the developing oegi of the world where economic

activity has outpaced the availability of skilleshgloyees. To examine this situation, the
authors developed and tested a model of talent geamment across 28 Indian firms

involving 4811 professional-level employees. Theimsic rewards experienced are a
critical element in employee retention, satisfattwith the organization, and career
success. They explored four antecedents of intriresivards: the social responsibility of

the employer, pride in the organization, managepstt, and performance management
(PM). They found support for the importance ofiimgic rewards as a mediating variable,
as well as for the moderating role of certain hggiefactors. They suggested

multinational, international, and national empl®yermay have non-pecuniary

mechanisms to promote retention and employee aetiish, even in challenging labor

market environments.

c) Attracting and developing talent -The ability to attract external talent dependsrupo
how potential applicants view the organization, it#ustry or sector it operates in and
whether they share the values of that organizalibe.creation of an attractive employer
brand is an important factor in attracting extertadént. Talent development should be
linked to other learning and development initiasiveAppropriate learning and
development interventions are required at relewtsgjies in a career path for talented
individuals to achieve their maximum potential. Bloping talent needs informal as well
as formal learning interventions. These intervergiohave included conventional
development activities but there is also the opputy to use creative alternatives such
as talent coaching and mobility.
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McCauley, Cindy; Wakefield, Michael (2006) addrek<e major key points towards
attracting, developing and keeping the strong wasrke the organization They are 1.
Businesses should be constantly challenged faacittig, developing, and then retaining
skilled employees, which points to the need foerielmanagement processes. 2. The
processes should include workforce planning, tagag analysis, recruiting, staffing,
education and development, retention, successiamplg, etc. 3. A successful talent-
management program requires the cooperation aleglartments and managers. Authors
explained several ways to become more involvechengrocess such as: realizing the
management potential and adopting a talent mindsefThe authors identified that
leadership development processes contribute toessfid talent management in many
ways, including:, developing individual leaderssessing leadership needs, and coaching
and providing feedback. 5. best practices followgdrganizations that excels in talent

management.

Organizations across the world are aware of theoitapce of talent. They are thus
adopting new approaches to be ahead in the comopetiong with relying on the
technology. Rafter, Michelle V (2006) stressed tigabwing number of companies have
adopted talent management systems, which is a thanh describes the employee
development side of the human resource (HR) busitiest the software suite address.
As the U.S. economy improves, companies are addimgand looking for better, more
efficient ways to maximize the talents of the peofiley hire. Major HR technology

players Oracle and SAP have learning or talent gramant, but are not market leaders.

Reasons for leaving the organizations were listeduigh various surveys carried out by
authors. Hansen, Fay (2007) discussed the findafgseveral surveys related to the
management of talent, a term used to identify gpoeip of leaders and key contributors
who drive the business forward. In the Towers Resurvey, only 16 percent of the
surveyed organizations have a senior talent manageposition to focus specifically on
the organization's talent strategy. The other suregealed that the top reasons given by

top-performing employees for resigning are paynmton opportunity and stress.
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Management of the talent is of prime importance tfeg organizations. Alice (2008)
referred to policies, which deals with the manpoweran institution, which includes
recruitment, career development, and compensalibos, stressed on strategy, which
involves organizational commitment, management &schnology. Moreover, also
discussed regarding the risk a business might emeowith the absence of talent

management.

JR, Roberto (2008) studied the high attrition gaeong female and minority attorneys
opting to work at law firms. The high attrition eat of these attorneys have persisted
during a period in which many law firms have addptiversity initiatives with the
explicit goal of attracting and retaining minorig§torneys. This examined an initiative
outside the law firm context in order to providesight into the failures of law firm
diversity programs and prospects for reform. Thalgat for this alternative approach to
promoting racial and gender equality is an innaaathitiative designed to increase the
retention and promotion of women in the workplatB®ealoitte & Touche USA LLP. The
important strategies employed by Deloitte includg:the development of all employees,
premised on the assumptions that everyone hasapheecity to improve, should be given
the opportunity to flourish within the organizatjomnd should engage with the
organization as a full participant; (2) an underdtag of the psychological approaches to
individual and organizational learning so as toeeffiate learning from error and
engagement with the organization; and (3) the meaif processes and conditions that
support these kinds of changes over time. Despiechallenges facing law firms in
implementing these concepts, the study provideth @&it opportunity for law firms to

reassess and reshape their traditional undersgmdin

Talent management is important at all the levelshef organization; it is all the more
important for the top management. Edwards, Bev¢P§08) at the University of

Pennsylvania placed great emphasis on talent mar@adespecifically on attracting and
retaining top-notch people. One way it accomplistieslwas by offering several avenues
by which its employees can further their careeenn> large, decentralized structure

provides significant opportunities for career growhowever, university staff members
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must take a proactive role in their own developmérite university supports and

encourages these efforts through a variety of pirogr

According to Todericiu, Ramona; Muscalu, Emanolq®) a firm is like a tree. Part of

it is visible - its fruits - and part of it is hidd - the roots, if concentration is on the fruits
and roots are ignored the tree will die. For a tteeébe able to grow and continue

producing, one has to see that the roots get tioeirishment.

Leaders are very critical for any organizationscess and hence organizations should
develop the leaders as a top priority. Cristophieodes, Mark Brundrett & Alan Nevill
(2008) reported on the outcomes from a study furmethe National College for School
Leadership (NCSL) designed to explore leadershipntaidentification, development,
succession and retention in contextually differprimary and secondary schools in
England. Focus groups and a questionnaires weiek tosgecure perceptions of heads,
middle leaders and classroom teachers about Idapetslent identification and
development. Twenty characteristics indicativeesdership talent were identified from
the study. Agreement and disjuncture were recordaacerning the importance of
characteristics among respondent groups. The iatpits of these findings for
leadership development and succession, in thedaaepotential leadership crisis in the
UK and internationally, were also discussed. Thegiterm career planning of staff, the
place of needs analysis, self-disclosure and sdeamtership decision-making are also
examined with respect to leadership talent idesatifon and development. Thus offering
a basis upon which schools can reflect on thee nolproviding a good training ground
for future leaders. School-based changes are reeodhed so that individual school's

longer-term leadership requirements may be betigiressed.

According to Sandra Watson ( 2008) the rangeséarch that has been published in the
field of hospitality management development, higihied the implications of findings for
the field of talent management. This paper providetiterature review into factors
influencing and components of management developmiaterature that addresses
management learning, management development apdrgarogression are covered as

these are seen to impact on talent management.n&mgo research into articles
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published under the broad heading of “managememnéldement in the hospitality
industry” in management, hospitality and tourismurjals from 2000-2007 was
conducted. After this initial trawl the author thesnthese into categories to aid
presentation and discussion of findings. And fotimat there are four key areas, which
emerge from this review. First, there is researbiciwfocuses on factors which influence
management development; second, there is a fochegpitality management skills and
competencies; third, there is work on hospitalityeers; and finally, there is work on
hospitality management development practices. Thughlighting the relationship
between characteristics and approaches traditionaisociated with management
development to those that can now be seen to flimthe rubric of talent management.
The author concluded with the presentation of améaork to articulate key
characteristics and influences on management dewveot and talent management in the

hospitality industry.

Development of the individuals and employees isigh priority for any organization
and the best way to develop is through inculca@ingtrong culture for learning in the
organization. Little, Bob (2010) gave an overview the development of talent
management systems and their evolving relationsfitip learning management systems
(LMS) and learning content management systems (LCH&tual reporting method was
used to provide the overview. Found that the tiawil LMS is in decline, where as the
LCMS has much in common with - and can augmenttalent management system.
Technological developments (cloud computing, Pamkss® on) are having an effect on
these relationships. Thus identified the Practioglications as - Talent management
systems are becoming increasingly important for ld«ae successful large (especially
multi-national) companies. The capacity and thdrass requirements of the LMS have
changed considerably. The LCMS offers a numbedwoéatages for the modern business
over the LMS and can collaborate with a talent gensent system to achieve strategic
business objectives. Competency data - and competaanagement - lie at the heart of
building competitive advantage in the modern bussneorld. This is the first such
analysis of the development of talent managemerstesys and their evolving

relationship with LMS and LCMS in relation to therporate learning sector.
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Bjorkman, Ingmar; Smale, Adam (2010) stressed timatsupply of talented employees
fails to keep up with demand, as is evidenced lydgtowing number of multinational
firms that placed importance on the global systémsdentify and develop talent.
However, most of these firms have begun to acknigdehe host of challenges involved
in the design and implementation of such systentsisT the author discussed the
challenges that multinationals face in identifyitadent, the actions they take with their

pools of talent, and make suggestions for how tbha#lenges might be addressed.

Ensley, Michael D.; Carland, James W.; Ensley, Rlaoh.; Carland, JoAnn C.(2010)
opined that this is a treatise on the developmadt\alidation of the Executive Smart
Talent Management System which has the ability éteminine leadership roles in
organizations, and provide a fit for that role thgh the assessment of applicants. The
ability to determine who is best fitted for an amgation and those who must be
eliminated for the benefit of the organization msand of itself an exceptional tool,
however, this system can be utilized for the tragnénd development of those personnel

already entrenched in an organization.

According to Bhatt, Monica, Behrstock, Ellen (2D1Be policy analysis explains the
need for a system approach to educate talent marae They analyzed how state
policies in the Midwest support the developmenteffiective teachers and leaders
throughout their career. The report also focusedtate policies in teacher preparation
including certification and licensure, recruitmeartd hiring, induction and mentoring,
professional development, compensation and otheanéial incentives, working

conditions, and performance management. The asapasits that the creation of a
systemic approach to educator talent managemdstuatier the purview of states and
must be developed by state leadership across &geaod sectors. They offered five
recommendations for policymakers to move toward @ensystemic educator talent
management system. The recommendations are: (18sé&sthe status quo of your
educator quality policies; (2) Create a cross-omgional team to develop a unified

vision and strategic plan for educator quality ouy state; (3) Identify all stakeholder
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groups and partners and specify the level of engagefor each group at every stage of
the policy development process; (4) Focus on thveldpment of school leaders as well
as teachers; and (5) Ensure that all initiativesijarove educator quality will be assessed

on how well they meet the intended goal.

d) Process of Talent Management People are undoubtedly the best resources of an
organization. Sourcing the best people from thesiry has become the top most priority
of the organizations today. In such a competiticenario, talent management has
become the key strategy for identifying and fillitige skill gap in a company by
recruiting the high- worth individuals from the ungtry. It is a never-ending process that
starts from targeting people. The process reguthtesntry and exit of talented people in
organization. The implementation of talent mamagget process that is transparent and
equitable is expected to create an environmentp&wmple to develop their skills in
preparation for a range of future possibilitiesréiy preparing the workplace for
changing roles. Talent management process is vemplex and is therefore, very
difficult to handle. The sole purpose of the whptecess is to place the right person at
the right time. The main issue of concern is talgsth a right fit between the job and the
individual.

The importance of the people should be recogninedpaople should be encouraged and
involved in all the activities. Altman, Wilf (2008)pined that talent management is a
process of attracting and retaining human capiialent management is the key practice
for the winning organizations. The organizations &ying to set up talent management
processes, but the real success, the authorsdedbe achieved when the organizations
engage the hearts and minds of individuals. Indiaisl joining an organization need to
feel that they are valued and that their contrdrutwill make a difference. The new
paradigm is talent management focus on developind eetaining good people.
Companies that are known to practice talent managerhave a better chance of
attracting recruits at all levels. One of the kbgltenges organizations face, is to identify
and develop the next generation of talent.
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While commenting upon the challenges of talent rgangent, Norma D’Annunzio-
Green (2008) tried to explore the managers’ viewshe challenges and opportunities
around the talent management (TM) pipeline in ageanf hospitality and tourism
organizations. The paper focused on drawing out ikeyes and suggesting practical
actions arising from these. The paper relied prilgnan a number of in-depth interviews
with senior managers representing a wide rangeedtoss in the industry. Managers’
views were summarized and quotes were used tdrdleskey themes. The findings are
that each stage of the TM pipeline needs to beoeagland also revealed a number of
contextual, strategic and operational concernsrardbe implementation of TM policy
and processes. Findings indicated clear commitnewards the value of TM but
revealed that some policy areas were felt to beexdmbeloped. Approaches to TM were
organization specific, and driven by internal efiger and available resources.
Organizations should fit and tailor their TM appebdo their own context. A number of
practical implications also emerged from this pappecifically relating to defining,
attracting, retaining developing and transitionitadent. The paper provided a senior
management perspective on TM and allowed the readbra unique insight into the
complexities of managing talent in the hospitabtyd tourism sector, highlighting the

issues that organizations are facing.

Hor, Huang, Liang — Chih; Shih, Hsu-Shih;Lee, YenaHStanley Lee, (2010) designed
a leadership development program for a companyession planning which is
important for its future competition. A semiconducassembly and testing multinational
corporation (MNC) in Taiwan were selected for intews of its high level management
to address the business strategy and challengengAbath the investigation of the
literature, the research also looked at the expeei® and leadership competencies needed
for those in leadership positions. The major cogrsiion on designing leadership
development program is to deal with many intangitaletors, as well as dependent
relationship among experiences and leadership cemgpies. The experts applied ANP
approach to overcome both difficulties through peise comparisons. A weight system
of experiences and leadership competencies washténfor designing the leadership

development program, as well as the decision hasisadership selection. The model
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was approved by top management at the case conapaywas implemented to prove its

validity.

In a study conducted by Y.Lewin, Silvia Massinidafarine Peters (2009) they
empirically identified determinants of decision bgmpanies to offshore innovation
activities. They used survey data from the inteomatl off shoring Research Network
project to estimate the impact of managerial intewatlity, past experience, and
environmental factors on the probability of off ghg innovation projects. The results
showed that the emerging shortage of highly skileiénce and engineering talent in the
US and, more generally, the need to access qubhpiesonnel are important explanatory
factors for off shoring innovation decisions. Moveg contrary to drivers of many other
functions, labor arbitrage is less important thaheo forms of cost savings. Hence,
concluded with a discussion of the changing dynamiaderlying off shoring of

innovation activities, suggesting that companiesemtering a global race for talent.

However, Collings, David G.;Anthony McDonnell; Skoih, Hugh (2009) felt that

despite more than a decade of hype around the pbrafetalent management, the
knowledge regarding its application in practicetipalarly in the international context is
very limited. Developing on Malcolm Gladwell's inéintial book The Tipping Point, and
in particular his concept of the 'law of the feaythors argued that it is a few key
individuals positioned in pivotal roles which makee critical difference in terms of
differentiated organizational performance.

Research Gap and need Identification

A glance at the literature reviewed on competenaeagement and talent management

reveal the following:

1. The articles related to the identification of cortgmeies, models of competency
management but did not reflect on the use of coemoats in all the strategic HR
functions. In addition, studies did not throw lightt how the organizations can

equip themselves for competency management. Thaseaiso no evidence of the
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specific role of HR in competency management. Retaince identification and
usage of competencies in recruitment and seledtiaming was studied but the
other functions like performance appraisal, compBos management, career
management etc were limited.

2. A significant amount of literature was available talent management. The
definition, the importance of acquisition, the t#gaes for retention was included.
But talent development and the overall managemeialent was missing

3. The literature on competency management and tat@amagement is scattered
and is available in isolation to each other. Steidiiel not link these two concepts
to highlight the outcomes arising out of the same.

4. Studies on competency management also did not thgbtvon the awareness and
usage of competencies at various levels — opegdtierel, middle management
level and the top management level — in the orgaioiz. Further the relationship
between competence management and talent managsnyenhto be explored in
terms of the application of competencies in margtaent.

5. Competence management and talent management aptoace of recent origin.
Hence studies are not only limited but also trexditure reflects global and macro
picture. The studies in the Indian context are tiahito the industry practices
rather than systematic scientific enquiry, thuslieg to significant research gaps.
Moreover sect orally, the IT sector has been tieagdut studies conducted in the
Indian IT sector are rooted in the MNC'’s in Indg&lhrer than companies rooted in

the Indian origin.

Thus, the above issues evidence significant resegaps, which need to be addressed to
generate data and literature in the area of competdalent management and also to
further research. Moreover, Competency and taleamiagement in IT sector in India,
particularly in the era of globalization has noebeovered in any of the studies from a
holistic perspective. Understanding the role of petency and talent management in the
era of globalization assumes all the more signiteadue to the boom of IT sector,
shortage of right talent and retaining the talerdg #the important challenges the IT

industry is facing. The importance of competencynagement and talent management
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stems from the fact that India received in termgo¥ast pool of technical competence.
This necessitates studies in this direction to enarthe process of managing talent using

competency management tool.

This study is an attempt in this direction and setekexamine competence management
as a tool of talent management in the IT orgaromsti in India. The research

methodology is presented in the next chapter.
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CHAPTER - 1lI

RESEARCH METHODOLOGY

The available literature on competency managengenbi highlighting the problems in
using competency management practices and factehsch help in managing
employees. However, it helps in arriving atcanceptual frameworko guide the

empirical investigation.
The Concept

Competenciesire the skills, knowledge, abilities and other rdtderistics that
are required to perform a job effectively (Jacksomd Schuler, 2003)s the
concept used in the stud€ompetency managemastdescribed as an integrated set
of human resource activities aimed at optimizing development and the use of
employee competencies in order to increase iddali effectiveness, and,

subsequently, to increase organizational effengss ( Van Beirendonck, 1998).

Jackson and Schuler (1990) definatnt managemenas an architecture where a set of
processes are designed to ensure there are araselegmber of employees for jobs
within an organization. It is having the right rasce available at the right time for the
right jobs. These form the conceptual basis forstey.

Framework

The conceptual framework for the study was arriagdafter incorporating the major
constructs previously identified in the literatur€he awareness, application and
perceptions of individuals on competency managenead to talent management. The
individuals would equip themselves with knowledg#ls and competencies towards the
possibility of their talent being acquired, (Jya@smBhatnagar (2007), Giuseppe
Beiro(2007)) performed in such a way that theienalis developed (shein, 1996) and
they are retained thus ensuring their continued l@yapility in the organization (

Marrelli, 1998). Similarly even at the organizatbhevel the awareness, application of
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competencies leads to talent management(C K Pr&hadry Hamel, 1990; Thomas V.
Durbin, 2006; William Rothwell & John E Lindholm929; Chris Ashton, 2005; Arthur,

1994). The organization thus will be able to acgunievelop and retain talent using

competency management as a tool (Marrelli, 1998).

Figure 3.1 — Research Framework.
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This framework throws up certain research questiavisich are given below. This

framework also

study. They are

guided the development of some pymmasearch question$or the

Research Questions

1. What is the role of competencies at the individeaé!?

2. What is the role of competencies at the organinatitevel?

3. How should an organization equip itself for competemanagement?
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How does the competency management benefit theidudil ?
How does the competency management benefit thaiaegoon?
How should Competencies be identified?

N o o &

Which HR functions support competencies identifarat development &

management?

8. How should the HR go about with competency managéme terms of
recruiting, training, performance appraisal, suswes planning, learning
management and compensation management?

9. What are the competence management tools usealdéot tnanagement?

10.What does TM imply and entail?

11.1s TM limited to talent acquisition, talent devetoent & talent retention?

12.What is the relationship between competence managenand talent
management?

13.What are the enabling factors of talent management?

14.What are the disabling factors of talent managefent

All these questions have been brought together fraraework from studies conducted
independently and in isolation to each other tor@sklthe questions and also objectives
framed for the empirical study. As Storey (1994jspil the vast bulk of studies have
been conducted independently of each other. Frélguitrey address issues of specific
interest to the researcher, but do so in a waychvimakes comparability with other
studies difficult

Objectives of the Study

Broadly the study examines the competency managgmactices leading towards talent
management in Indian IT organizations. More speglify the study aimed

7

+ to examine whether competency management as ager&ctised by the
Organization;
+« to examine weather the individuals employees a@@wf the competency

management practices and its applicatioisdrorganization;
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¢ to identify the different HR functions where thexqeetency based tools are used;

+ to identify the enabling factors for managing taleghrough competency
management; and

¢ to study the relationship between competenciesTaheht Management;

Scope of the Study

The scope of the study was determined based ogethgraphical area to be covered, the
time frame for data collection, availability of thdata and willingness to share the
information by the organizations. This researchlingited to study the competency

management as a practices to manage the talenndianl IT organizations. IT

organizations performing business for more thae figars continuously and having staff
strength of 50 and above have been consideredhéostudy. In a way, while there was
no upper limit for the number of years, the minimonganization age was determined

with the cut off year of establishment as 2004.

Research design

The study is exploratory in nature. Literature ewides little information on similar
issues and solutions in the past. This entailed dbestruction of the conceptual
framework based on isolated studies conductedffarent contexts. Documentation in
the Indian context is much more limited due to $eeurity reasons and relatively new
phenomena of competence management. The qualitdéitee had to be collected to
comprehend the problem and understand the phenomeih& absence of a validated
framework. The study aims at finding out the awassnof employees about competency
as a concept, awareness with regard to differentegts, application of competencies
with regard to identifying the different HR funati® which use competencies, identifying
the levels where the competencies are used inrf@zations, finding the enabling and
disabling factors of talent management in the amgdions. Survey method was used to

collect the relevant data/information.
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Assumptions of the Study

The concept is new in India, few research studiedeace literature on the subject. The
data is limited and inconclusive about the relatfop between competence management
and talent management. Eisenhardt (1989) stateéghbary building research should
begin as closely as possible to the idea of noryhemder consideration and no
hypothesis to test. However, some assumptions douhd a starting point for the study
to preventdata dredging Studies on competence management as a tool tagedalent

were inconclusive and hence, the study starts sathe assumptions. They are

» Awareness of competency management practices feaddividual benefit.

» Competency management helps organizations in Talanagement.

» Competency management contributes in talent admunsi development &
retention.

» Competency management leads to better HRM.

Pilot Test

Cooper and Schindler (2001) suggest that a pikitlhe conducted to detect weaknesses
in design and instrumentation and provide proxyad@atr selection of a probability
sample. It should draw subjects from target poputadnd simulate the procedures and
protocols that have been designated for data ¢aliecThe pilot test is to be conducted
exactly the way that is planned to take place liater stage on which the official survey
should be implemented (Cooper and Schindler, 2081Rilot study involving the
administration of a preliminary version of the seywvith 2 structured questionnaires to a
random sample of 45 senior managers and middlé $a# working in IT organizations
for knowing the practicality / feasibility of thastrument. The purpose of pilot study was
to improve the face validity of the survey instruthe@nd to enhance psychometric
properties of the scales. The pilot study condusted found to be consistent with
Nunnally’s (1978) recommendation that subjectiveeasments be made of a survey
instrument to ensure that the questions are uradefable and that the scale items
represent the underlying constructs of interesterApilot study, as per the output of the
analysis and researcher’s observation, two questicere removed one each from the

factors contributing to talent and role and practé competence at the individual and
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organizational level, and also the wordings of tguwestions were changed on the
awareness of competence. Moreover, one questiorad@sd related to the factors not
contributing to talent. The instruments were vakdaand the reliability value for

employee questionnaire was 0.747 and senior exesutas 0.657 (cronch bach alpha
value). A sample of the questionnaire preparedsémior executives and the employees
in general are attached Appendices A to Brespectively. The questionnaire prepared
for the senior executives was taken as the basalafy, the employee’s questionnaire

was also prepared after suitably framing the gaestiAs evident from the employee’s
guestionnaire, views were solicited for the samestjan from both the groups — senior

executives and employees so as to examine themsttends in their views.

Validity and Reliability

The ensuring of validity and reliability is a prguasite for research data in order to
circumvent possible shortcomings and pitfalls iseach results (Ehlers, 2009). Validity
of the variable reflects the extent that differencelated to the construct that are sought

to be measured (Hair et al., 1999).

According to Cooper and Schindler (2001) many foohsalidity exist. The two major
ones are external validity and internal validitytelrnal validity refers to the extent, which
a test measures what is intended to measure. Qottlieehand, external validity refers to
the extent of generalizability of the results o$tady across persons, setting or events.
The reliability of a variable is a necessary but asufficient condition for its validity.
Validity can never be established unequivocallyt, dan only be inferred either by direct
assessment or indirectly by assessing reliabiltgcording to Hair et al. (1995),
reliability of a variable reflects the extent to ialn a variable is consistent in what it is
intended to measure. If multiple measurementsalent reliable measures will be very
consistent in their values.

Reliability applies to a measure when similar ressare obtained overtime and across
situations. Broadly defined, reliability is the deg to which measures are free from
error, and therefore yielding consistent resultspdrfections in the measuring process
that effect the assignment of scores or numbeiffardnt ways each time a measure is

taken, such as a respondent who misunderstandsestiajy are the cause of low
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reliability (Hair, 1999). There are two dimensiomisat underline the concept of
reliability. The first dimension is concerned witpeatability, which requires the use of
test — retest method to administer the same scaieeasure to the same respondents at
two separate times in order to test for stabillaif, 1999). The second dimension of
reliability is concerned with the homogeneity ot tmeasure. To measure the internal
consistency of a multiple — item measure, scoresutmects of the item within the scale
are correlated (Hair, 1999).

Wilkund (1999) also points out that the reliabildf a measure is established by testing
for both stability and consistency. Consistencyidateés how well the items measuring a
concept hang together as a set and Cronbach’s Adphaeliability coefficient indicating
how well the items in a set are positively corretbto one another. Cronbach’s Alpha is
computed in terms of the average inter—correlatiam®ng the items measuring the
concept. The closer Cronbach’s Alpha is to 1, tighdr internal consistency reliability
(Green and Mulaik, 1977; Hair, 1999).

According to Hair et al. (1999), no single item perfect measure of a concept.
Researchers must rely on a series of diagnosticsumes to assess the internal
consistency. First, there are several measuretingla each separate item, including the
item-to-total correlation (the correlation of thtem to the summated scale score) or the
inter —item-correlation (the correlation among i@mMRules of thumb suggest that the
item-to-total correlations exceed 0.35 and thatinker-item correlations exceed 0.3. For
the second type of diagnostic measure, the gewesglteed upon lower limit for
Cronbach’s Alpha is 0.7, although may decrease@drODexploratory research (Hair et
al., 1999; Nunnally, 1978).

In order to assess the reliability of the measimethis study, item-to-total correlations
and Cronbach Alpha were employed. And as suggdstaédunnally (1978), the criteria
for retaining a scale item includes an item toltotarelation of at least 0.35 (Nunnally,
1978) and a Cronbach Alpha for the scale of at I@a®, however, it may decrease up to
0.6 in exploratory research (Hair, 2002).
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The SPSS produced separate internal consistencfi.éegeliability cronbach alpha test
)for the senior executives and the employees irgBlane, Chennai, Hyderabad and Pune
as the whole data set. It was noted that Bangatthrennai, Hyderabad and Pune sample

are homogeneous and suitable for assessing thbiliéyi of the construct.

Table 3.1 reports the results of the Cronbach Aldidaes on employees perception for
the variables of awareness on HR functions usingipatencies, identifying the
competency practice of the organization, satiséactate with the competencies, factors
that determine talent and the factors that dis#fidetalent management practice of the
organization are found to be 0.891, 0.650, 0.63884) 0.722 respectively which
indicates that they satisfactorily met the requeatrby Nunnally (1978).

Table 3.1Reliability analysis for variables of the employees

Variable Cronbach’s Alpha No.of items
Perception on competence
based HR functions 0.891 17
Perceptions on the role of
competencies 0.650 !
Perceptions on talent
management practices 0.638 !
Enabling factors of talent 0.884 12
management
Disabling factors of talent 0.722 6
management

Table 3.2 reports the results of the Cronbach Alglaes on senior managers perception
for the variables of awareness on HR functions gisiompetencies, identifying the
competency practice of the organization, satiséactate with the competencies, factors
that determine talent and the factors that dis#fidetalent management practice of the
organization are found to be 0.746, 0.691, 0.63859 0.799 respectively which
indicates that they satisfactorily met the requeatrby Nunnally (1978).

Table 3.2 Reliability analysis for variables of Seilor Managers

Variable Cronbach’s Alpha No of items
Perception on competence
based HR functions 746 18
Perceptions on the role of .691 8
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competencies
Perceptions on talent
management practices
Enabling factors of talent
management

Disabling factors of talent
management

.631 8

.859 12

.799 6

Data Collection

The primary and secondary was collected from tlepaedents. The secondary data
related to the information containing the literatueview in journals, books and the

information/manuals/websites of the respectiverpnises.

The primary data was collected from two specificdiésigned questionnaires - managers

and employees. The questionnaire was designedtibtkeé following information:

« The demographic profile of the employees and masage department’s
educational qualifications, gender and work expegeetc.

« The awareness levels of employees and managers hen competency
management practices of organizations..

« To find out the different HR functions that are qmtency based in the
organizations.

« lIdentify the different hierarchies, where the cotepey practices are
implemented.

+« Finding the opinions and perceptions on competesya practice and as a
strategy to develop the organizations.

+«+ Opinion on the contribution of competency managanmemanaging the talent.

+«+ Finding the basis on which talent is identified.

+« lIdentify the enabling and disabling factors of talemanagement in the

organization.

+ To identify the problems in implementing competepcactices in organizations.

Visit to organizations and the different Departnserntollecting relevant information

through a specifically designed instrument on thgous issues gave the opportunity to
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meet the senior managers and employees. Interasfithgthem face-to-face provided
useful information to the researcher in the coitectof data. Thus, the researcher
collected data from the respondents and there s@ree cases, when the researcher was
allowed to address the respondents about the iapmet of competencies and
competence management, which enabled the respendenave better understanding of
the concept. Thus, data collection started in AZ009 and ended in April 2010.

Tools and Techniques

Primary data was collected with the help of two fjiomnaires. The data relating to

respondents in the talent management process ersexecutives and employees was
collected through a specifically designed quesiaanen which contained open ended and
closed ended questions. Respondents were alsadptbwith certain statements and the
subjects were asked to indicate their responsdhi®rsame. In addition, factual data
relating to the respondents was also collected fitam. Scaling techniques were used to
collect data on their perceptions about competsntéent management practices in the
organization and in general. A four-point scale waployed to collect this data so that
the responses could be conveniently classified coas® the stand taken by the

respondents. For example 1. Strongly agree, 2.éA@e3rongly disagree 4. Disagree.

These instruments were prepared after a detatiexhtire survey and consultation with

experts.

Sample

The population for this study included senior mared-level executives and the

employees working in Information Technology orgaiians in India.

A) Selecting the Organizations- The first step was selecting the organizatiamstie
study. Since India is a hub of Information Techggl@mrganizations, the organizations
from four cities basically the four happening dtie the IT sector Bangalore, Chennai,
Hyderabad and Pune were selected. The “NASSCOMibdae of companies was used
to select 33 organizations using the software MAABLfor random selection from a
population of 99 registered organizations at theetof data collection (Annexure — C).

The organizations were chosen based on the 1) iaegeom size (workforce size), and 2)
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number of years of operation. It was decided tectarganizations, which had more than
50 employees, and those that were in existence 5foyears. Thus, the chosen
organizations had workforce size varying from 503&)000. The number of years of
operations varied from 5 to 22 years among tleseh organizations. 33 organizations
drawn from IT-sector were selected for the stutlystcovering 33% of the population.

Details are given in table 3.3.

Table 3.3 Description of the sample.

Cities
Bangalore | Hyderabad Chennal Pune Tota
. 37 19 27 16 99
Population
Sampled
o 12 7 9 5 33
organizationg
Sampled
240 140 180 100 660
employees
Sampled
46 a7 48 28 169
Managers
Sampled
135 65 90 46 336
Employees
Total 181 112 138 74 505

The researcher had initially approached the orgdioizs and took permission from the
HR manager for data collection in the respectivganizations through references and
also sent e-mails to the Chief Human Resource @#iof the sample organizations
detailing the objective of the study, method ofadabllection and significance of the
study from managerial as well as academic perspsctiThe organizations were

requested permission to collect data from the ahosample. Only thirty-three
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organizations had given their consent to partieipatthis study. All the participating
organizations requested the author not to revest tbentity anywhere in the reports
generated out of this study. The organizationsjchviparticipated in this study,

represented Information Technology sector.

B) Selecting the employees The organizations that had given their consent to
participate varied in terms of organization sizgalt number of years of operation, and
management philosophy. The next step is to sdiecemployees. The sampling strategy
was to survey 20 employees chosen through sttid@dom sampling method from
each of the organizations. It was decided to ireltet heads of the various functions in
the organization under tleenior categornhence at least 5 from each of the organizations
was the targeted sample representing this cated@bmw.employees were identified with
the help of HR manager from among those who hadidy flong tenure in the
organization and willing to participate in the sgudrom the employees in the

organization.

In each of the organizations, a list of projectssvpaepared. Then using a random-
numbers table, employees were selected from thetdide included in the sample.
Employees were given assurance that their dectsigrarticipate or not participate and
their responses would have no impact on their eympémt. They were also assured of

complete confidentiality and anonymity of their alat

In six other organizations, chosen respondents wae&né communication on the purpose
and procedures involved in filling the questionaair They were given twenty days time
period to return the filled-in questionnaires te tlespective HR coordinators. Later on

the researcher collected the questionnaires frentHR.

In other organizations an e-mail communication west to the chosen employees and
the researcher personally visited them in theirkygace and assisted them in filling in
the questionnaires. The operationalization of tistruments used to capture independent,

and dependent variables are described in the foilplines.

Data Analysis
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Data was analyzed using descriptive statistics ficlfrequencies and percentages for
analyzing the factual information regarding the mmass on competence management
practice and the HR functions that are competeasedor should be competence based

and presented using graphs wherever found necessary

The awarenesswas measured by using their responses on levelsnplementing
competence practices in the organization and whkatifies competences for each job.
To measure thepinion/perceptionof the employee on the competence management
practice for managing the talent a four-point seaés used. They have been analyzed
through factor analysis. A 4 point scale was usét @ rating on a scale of 1-4 with 1
strongly agree, 2 agree, 3 disagree and 4 strodigiggree. The mean and standard
deviation was calculated to check consistency @rtperception. In addition, a factor
analysis was done to resolve a large set of vasainito factors. The data collected from
the respondents was subjected to principal comgprfantor analysis by Varimax
Rotation with Kaizer Normalization method by usthg criterion that factors with Eigen
value > 1.00 were retained. Loadings exceedingwkBe considered for determining
factors. To avoid the crowding of factors, this swa was taken although the literature
allows a loading of 0.33 to be the absolute minimuatue to be interpreted. This
criterion is being used more or less by way of @min (Vasanthi and Rayappan,
2006).

Before carrying out factor analysis, sampling adeguhas been measured by carrying
two tests-Kaiser-Meyer ©Olkin (KMO) and Bartlett's Tesbf sphericity. In the KMO

test, the statistic varies between 0 and 1. A valase to 1 indicates that the patterns of
correlation are relatively compact and so factoalgsis should yield distinct and

reasonable factors. KMO measure - value greaten & should be acceptable.
Furthermore values between 0.5 and 0.7 are medivalees between 0.7 and 0.8 are
good, values between 0.8 and 0.9 are great aneésdlatween 0.9 and 1 are superb.
Similarly, Bartletts Test of Sphericity should hasignificant value of less than 0.05. The

above two tests have been carried out for theesptipulation.

To understand the enabling and disabling factortaleint management a 4 point scale

was used with a rating on a scale of 1-4 with argjly disagree, 2 disagree, 3 agree and
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4 strongly agree. The mean and standard deviataanoalculated to check consistency in
their perception. In addition, a factor analysiswiane to resolve a large set of variables
into factors. The data collected from the respotglemnas subjected to principal
component, factor analysis by Varimax Rotation Wiizer Normalization method by
using the criterion that factors with Eigen value1:00 were retained. Loadings
exceeding 0.5 were considered for determining factbastly, content analysis and
interpretation of the various statistical testsdoae to arrive at inferences and satisfy the
objectives of the study.

Limitations

It is but natural for research studies to havetltrons either in the fieldwork or the
sample selection or other dimensions of the rekeanork. There were many limitations
firstly getting the HR permission for data collecti was very difficult from the
Information technology based organizations. Seggntthe information technology
employees work in shifts and hence approaching tAeone go was difficult. Thirdly,
due to time bound projects employees could noth#l questionnaires and fourthly, the
lack of awareness / interest on research with thel@yees was very difficult to get the
guestionnaires filled. Arriving at a conceptual niewvork was difficult more so in
developing context like India where it is relatiyed new phenomenon. Moreover the
study is based on a limited sample covering onlyr foities in the country. Hence
suggestions have to be made with caution as thply dp those designated regions.
Almost all the stakeholders in the process have lme#uded but the top management as
policy makers and their views on the subject ofigtare not included in this study.
Above al] absence of research culture among the subjectsawserious limitation.
Repeated visits, calls and meeting them for daththe time frame of one year for data
collection is evident enough for the absence aféassh culture in India. The study thus,

conducted is presented in the following chapteiorascheme.
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Chapterization Scheme
The study has been organized into six chaptere. dékails are as follows.

Chapter | introduced the theoretical concepts of competsna@empetence and
talent management with specific reference to tiierination sector enterprises of
the country. The chapter also focused on the impog of human resources
development in information sector enterprises & éha of globalization and the
importance of talent and their management in erihgnand developing the

capacities and competencies of the human resources.

Chapter Il highlighted the literature survey made by the reses from various
sources, which include journals, books, websitesctures, magazines,

newspapers, etc.

Chapter Il dealt with organizational profile of the sampléd drganizations

wherein the focus was to provide a brief overvidihe organizations.

Chapter IV dealt with research methodology adopted by thearefier wherein a
conceptual framework was developed based on tmadtitre survey. The chapter
also provided the details of the study includingech design, data collection,

tools and techniques of data, data analysis, ltrarta, etc.

Chapter V & VI pertained to employees and senior managers dalgses
which included the tabular representation of th&dgraphical representation of

the data, cross tabulation of the data and firtak®yresults of the factor analysis.

Chapter VII discussed the concluding observations and suggsstivherein
some important dimensions of competence and taleahagement were
highlighted.

The study was thus conducted in the sampled orgéois, an overview of which is
presented in the next chapter.
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CHAPTER - IV

OVER VIEW OF ORGANIZATIONS

Indian IT Industry

The IT sector has been playing an important rol¢h&n economic development of the
country. Over a very short period of time, IT sedtoindia has achieved growth due to
continuous support from the government. Resultarithe IT organizations spread
throughout the India and thereby are playing a dami role in spurring development
and growth of the economy. This chapter providesahgin and growth of IT sector in
India along with their role in the changing sceoatt also includes an overview of the

select IT organizations under study.

India's IT Services industry could be traced to Ndamn 1960’s with the establishment
of Tata Group in partnership with Burroughs. Thdiam Government acquired the EVS
EM computers from the Soviet Union, which were usethrge companies and research
laboratories. In 1968 Tata Consultancy Servicesabished in SEEPZ, Mumbai by the
Tata Group—were the country's largest software yceds during the 1960s. As an
outcome of the various policies of Jawaharlal Nefoffice: 15 August 1947 — 27 May

1964) the economically beleaguered country was ablebuild a large scientific

workforce, third in numbers only to that of the tdai States of America and the Soviet

Union.

Relaxed immigration laws in the United States ofekita (1965) attracted a number of
skilled Indian professionals aiming for research1960 as many as 10,000 Indians were
estimated to have settled in the US Kapur (2006)H&y1980s a number of engineers
from India were seeking employment in other cowstriln response, the Indian
companies realigned wages to retain their expegeerstaff. The Encyclopedia of India,
Kamdar (2006) reports on the role of Indian immigsa (1980 - early 1990s) in

promoting technology-driven growth.
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During1977-1980 the country's Information Techngl@gmpanies Tata Infotech, Patni
Computer Systems and Wipro had become visible. rherochip revolution' of the
1980s had convinced both Indira Gandhi and heressor Rajiv Gandhi that electronics
and telecommunications were vital to India's groauid development. MTNL underwent
technological improvements. During 1986-1987, thaidn government embarked upon
the creation of three wide-area computer-networldolgemes: INDONET (intended to
serve the IBM mainframes in India), NICNET (the wetk for India's National
Informatics Centre), and the academic researchntede Education and Research
Network (ERNET). In 1991 Software Technology Padfsindia (STPI) was created,
being owned by the government, could provide VSA@mmunications without
breaching its monopoly. In 1993 the government begaallow individual companies
their own dedicated links, which allowed work danelndia to be transmitted abroad
directly.

The Indian economy announced economic reforms ®il,1%ading to a new era of
globalisation and international economic integmaticcconomic growth of over 6%
annually was seen during the period of 1993-2002. 8conomic reforms were driven in
part by significant the internet usage in the counthe new administration under the
then Prime Minister of India, Atal Bihari Vajpayeewhich placed the development of
Information Technology among its top five priorgie- formed the Indian National Task

Force on Information Technology and Software Depelent.

Wolcott & Goodman (2003) report on the role of thelian National Task Force on
Information Technology and Software Developmeneeded produced the report within
90 days of its establishment on the state of teolgyoin India and an IT Action Plan
with 108 recommendations. The Task Force couldjaatkly because it built upon the
experience and frustrations of state governmenentral government agencies,
universities, and the software industry. Much ofawit proposed was also consistent
with the thinking and recommendations of internagiobodies like the World Trade
Organization (WTO), International Telecommunicasidonion (ITU), and World Bank.
In addition, the Task Force incorporated the exgpexes of Singapore and other nations,

which implemented similar programs. It was lessasktof invention than of sparking
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action on a consensus that had already evolvedrnwitie networking community and
government. The New Telecommunications Policy, 1989P1999) helped further
liberalize India's telecommunications sector. Tinéorimation Technology Act 2000

created legal procedures for electronic transastaonm e-commerce.

Throughout the 1990s, another wave of Indian peidesls entered the United States.
The number of Indian Americans reached 1.7 millilmsyp 2000. This immigration
consisted largely of highly educated technologjcaltoficient workers. Within the
United States, Indians fared well in science, eagiimg, and management. Graduates
from the Indian Institutes of Technology (IIT) bewa known for their technical skills.
The success of Information Technology in India oy had economic repercussions but
also had far-reaching political consequences. Isdiputation both as a source and a
destination for skilled workforce helped it improig relations with a number of world
economies. The relationship between economy arthtdogy—valued in the western
world—facilitated the growth of an entrepreneuritédss of immigrant Indians, which
further helped aid in promoting technology-driverowth. India is now one of the
biggest IT capitals in the modern world. The shafdT (mainly software) in total
exports increased from 1 percent in 1990 to 18quetrim 2001. IT-enabled services such
as back office operations, remote maintenance,uatic, public call centers, medical
transcription, insurance claims, and other bulkcpssing are rapidly expanding. Indian
companies such as TCS, Wipro, and Info system neybgcome household names
around the world.

Currently, Bangalore is known as the Silicon Valldyindia and contributes 33% of
Indian IT Exports. India's second and third largestware companies are head-quartered
in Bangalore, as are many of the global SEI-CMMdldy Companies. Mumbai too has
its share of IT companies that are India's first krgest, like TCS and well established
like Reliance, Patni, LnT Infotech, i-Flex, WNS, i&dy, Naukri, Jobspert etc are head-
quartered in Mumbai and these IT and dot com compaare ruling the roost of

Mumbai's relatively high octane industry of Infortoa Technology.
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Table 4.1 - India’s IT industry (USD bn)

Particulars FY 2004 FY 2005 FY 2006 FY 2007E
IT Services 10.4 13.5 17.8 23.7

- Exports 7.3 10.0 13.13 18.1

- Domestic 3.1 3.5 4.5 5.6
ITES-BPO 3.4 5.2 7.2 9.5

- Exports 3.1 4.6 6.3 8.3

- Domestic 0.3 0.6 0.9 1.2
Engineering

services, R&D and 2.9 3.9 5.3 6.5

Software products

- Exports 2.5 3.1 4.0 4.9
- Domestic 0.4 0.7 1.3 1.6
Hardware 5.0 5.9 7.0 8.2
Total IT industry 21.6 28.4 37.4 47.8
- Exports 13.4 18.2 24.1 31.9
- Domestic 8.3 10.2 13.2 15.9

[Source:NASSCOM]
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Table 4.2 - The major IT Hubs in India are:

Ranking| City Description

Popularly known as the capital of the Silicon Vgltd# India
1 Bangalore is currently leading in Information Technology Irstites in
India.

Famously known as "Gateway of South India", it e |t

2 Chennai second largest exporter of Software.[15]

Hyderabad which has good infrastructure and good

3 Hyderabad government support is also a good technology baswlia.

Pune, a major industrial town, hosts numerous mational
and national software giants along with BPO and Kir@s.
World class SEZs like Hinjawadi IT park and Magat@sq
city give Pune a distinct advantage. The city isnajor
educational hub and churns out thousands of tecatsc
every year.

S

4 Pune

Kolkata which is slowly becoming a major IT hub near
5 Kolkata future. Some of the well known technological cogimns
are si

The National Capital Region of India comprising e
Gurgaon, Faridabad, Noida, Greater Noida and Ghadia
are having ambitious projects and are trying toedery
possible thing for this purpose.

6 NCR

Popularly known as the commercial, entertainmengnicial
capital of India, This is one city that has seeemindous
7 Mumbai growth in IT and BPO industry, it recorded 63% gtiovn
2008.[16] TCS, Patni, LnT Infotech, I-Flex WNS aatther
companies are headquartered here.

Bhubaneshwar The capital City of Odisha India, Binédswar is one of the
emerging IT City in India. Hosting all four majondian 1T
company: Infosys , Satyam, TCS and Wipro. Have EZ $
on Infocity-I and new SEZ is going to start on Icifg-II.
There are many Large, Mid and Small It companiesqgnt
in this City from last 2 decades .

The Indian software industry has grown from a nmgg$ 150 million in 1991-92 to a
staggering US $ 5.7 billion (including over $4 ioili worth of software exports) in 1999-
2000. No other Indian industry has performed st against the global competition.
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The annual growth rate of India’s software expbds been consistently over 50 percent
since 1991.

Role of Software Industry in Developing the IndianEconomy - The success of
software industry in India was instrumental in dryythe economy of the nation on to a
rapid growth rate. As per the study of NASSCOM-Dtédo the contribution of IT/ITES
industry to the GDP of the country has soared ug $hare of 5% in 2007 from a mere
1.2% in 1988. Besides, this industry has also dmmbrevenue of US $ 64 billion with a
growth rate of 33% in the year 2008. The exporsaftware also has grown up, which
has been instrumental in the huge success of thenrsoftware companies as well as the
industry. Software exports from India accountsrfwre than 65% of the total software

revenue.

There are number of reasons why the software comgan India have been so
successful. India is the hub of cheap and skilleftware professionals, which are
available in abundance. It helps the software caongsato develop cost effective
business solutions for their clients. As a resudlidn software companies can place their
products and services in the global market in tlestncompetitive ratestoday, India
exports software and services to nearly 95 coutrieund the world. The share of North
America (U.S. & Canada) in India’s software expastabout 61 per cent. In 1999-2000,
more than a third of Fortune 500 companies outsultheir software requirements to
India.

NASSCOM’s survey during 1999-2000 indicates a reakin the mode of services
offered by India. In 1991-92, offshore servicesamted 5 per cent and on-site services
95 % of the total exports. However, during 1999@0ffshore services contributed over
40 percent of the total exports. According to a SE€®M-McKinsey report, annual
revenue projections for India’s IT industry in 2068 US $ 87 billion and market
openings are emerging across four broad sectorseltVices, software products, IT
enabled services, and e-businesses thus creatmgnaer of opportunities for Indian
companies. In addition to the export market, alltteése segments have a domestic

market component as well.
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Major Trends
» Figure 4.1 - Trends in Hiring

No. of Engineering graduates and IT professionals hired
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Source: Nasscom reports.

» The bar chart shows that the recruitment of enggaed IT professionals in the
industry is growing at the compound annual rateldf5% approximately.
In the FYO06, the direct employment in the IT-ITE®®r was 1.3 million people
and the indirect employment was 3 million approxieha

» Trends in salary hikes along with abundant growdpartunities, IT sector is one
of the highest paying sectors. The average incrgasalary in IT sector across
the levels was around 16% and the average incieatee 1TeS BPO sector
across the levels was in between 16%-18% Requisitdmlanced salaries -

» End to poaching

» Review of compensation according to the skills

» Developing talent in-house

» Entry of talented freshers in the industry

Information technology (IT) professionals are bactklemand with the revival in global
economies. And with that, voluntary attrition ratégech services firms have also started
soaring. Here are some attrition percentages foesaf the vendors as per the last
quarterly report (End of Dec 2009). Table 4.2 shidwvesattrition rates of the company.
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Table 4.3: Attrition percentage in some of the ITcompanies.

Company Name Attrition % Employee strength Net addi
Infosys 11.6% 109,882 44,29
TCS 11.5% 143,761 7,692
Wipro 14.3% 102,746 4,855
Cognizant 11.2% 73,400 10,300
Genpact 23% 38,600 2,400
WNS 31% 21,392 149
Syntel 11.2% 12,567 1,080
Igate 24% 6,910 530
HCL Technologies 12.8%, 55,688 1,691
EXL Services 22.6% 10,736 243

SOURCE- Economic Times, March®%,2010.

As the economy is beginning to revive, the chakkenthe IT organizations face are
primarily attracting and retaining the staff. Infaation technology (IT) professionals are
back in demand with the revival in global economiesd with that, voluntary attrition
rates of tech services firms have also startedirsparhe current attrition rates of the
biggest IT players is Wipro - voluntary attritioate for global IT services shot up to
17.1% from 8.4% in the first quarter. TCS - 11.8 pent. Infosys' attrition rate has gone
up to 13.4% in the March quarter from 11% a year. &aCL Technologies too sees a
high attrition level at nearly 14 per ce(Economic Times, 2010)

This study broadly examined the competency managenas a tool of talent

management in the Indian IT organizations. The aeter took a sample of 33
organizations from a population of 184 organizatioegistered with Nasscom were
selected for the study. These comprised 26 softwampanies of Indian origin and 7
companies are multinationals. The profile of thgamizations under study are given
below
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Profile of the organizations under study

1. Cognizant

Cognizant (NASDAQ: CTSH) is a leading provider affarmation technology,
consulting, and business process outsourcing gsvicognizant single-minded passion
is to dedicate the global technology and innovakioow-how, the industry expertise and
worldwide resources to working together with cletd make their businesses stronger.
With over 50 global delivery centres and approxeha88,700 employees as of June 30,
2010, we combine a unique global delivery modeusefl with a distinct culture of
customer satisfaction. A member of the NASDAQ-10@ex and S&P 500 Index,
Cognizant is a Forbes Global 2000 company and abeewf the Fortune 1000 and is
ranked among the top information technology comgmnin Business Week's Hot
Growth and Top 50 Performers listings. Cognizard iglobal IT services and business
process outsourcing solutions provider headqualtareTeaneck, N.J. Cognizant was
founded in 1994 as an IT development and maintenaecvices arm of The Dun &
Bradstreet Corporation. The company was spin-ofarasndependent organization two
years later. Since 1996, Cognizant has worked lglasgh large organizations to help
them build stronger, more efficient, and more adjlesinesses. By leveraging highly
flexible business processes, a seamless globaledglinetwork and deep domain
expertise, Cognizant delivers a better “return atsoaurcing.” Cognizant was one of the
first IT services companies to organize around keustry verticals and horizontals.
This enables Cognizant to establish extremely chEsénerships that foster continuous
operational improvements and better bottom-linalltesor clients. From its founding,
Cognizant was built with a global mindset. With tgaarters in the U.S. and a rapidly
expanding delivery footprint which extends fromim@nd China to Europe, North and
South America, and the Middle East, Cognizant hasgeographic presence and mix of
onsite and offshore resources to be the preferedabgservices partner across industry.
Because clients see globalisation as a key eletoetiteir success, our “born global”

heritage is viewed as a significant market advantag
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Portfolio of Services - Across each business segnt&wgnizant provides a broad and
expanding range of information technology consgltiand business processing
outsourcing services, including: Project-based ieppbn services. Business and
technology consulting Complex systems integratigepleation outsourcing Business
process outsourcing IT infrastructure outsourcimglitics, Business Intelligence, CRM,
Data Warehousing and Supply Chain Management, Ergimg Management Solutions,

ERP, Testing Solutions

Key Highlights - Unique blend of onsite/offshoresoarces of app. 88,700 passionate
professionals Strong relationships with 662 actiustomers worldwide; 46 of Fortune
100 Enhanced domain focus through sub verticatimatMore than 90% of annual
revenue from existing clients Proactive solutioriferongs for improving operational

efficiency, complying with industry regulations,caimproving customer service levels

Recognized as a Leader - The passion for buildiranger businesses is consistently
recognized by independent sources and clients. iReaerolades include: Cognizant
Tops Equa Terra's Performance and Client Satisfad®ankings in Europe (August
2010) Cognizant Ranks among Top Performers in Blwym Business Week 50 (June
2010) Cognizant Ranks among Bloomberg Business WebBikch 100 (June 2010)
Cognizant ranked among Forbes fastest growing 2&h T@éompanies (April 2010)
Named as best IR company in computer services &cohsulting category by
Institutional Investor (February 2010) A Pas Theatgest tributes by far are those
Cognizant gets from our customers, who choose ttimgrawith Cognizant and entrust us
with critical aspects of their businesses. Glol#$l®clients select Cognizant because our
passion and professionalism provides strong cometdvantage in their “race for the

future.” It's a race Cognizant is passionate alalping clients win.

A Passionate Focus on Client Needs - Cognizapiosd to have built a culture attuned
to anticipating and understanding our clients’ eednd then working in close
partnership with them to make their businessesngao —more productive, more

profitable, more capable of capturing market opputies — and thus more valuable.
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Our unique Two-in-a-Box™ client-relationship modasfers greater customer intimacy,
speed of delivery, local decision-making, and respeeness, which has helped
Cognizant build deep, fast-growing partnershipshwatients. This model combines
technical and account management teams locatedke caisihe customer location and
offshore at dedicated development centers locatebhdia and around the world. By
working closely with our clients’ leadership team& gain better insights for providing

the best possible IT-enabled solutions to theiiass challenges.

Passion for Specialized Expertise 70 meet the specialized needs of each client,
Cognizant has continued to invest in deepening industry-specific organizational
capabilities and delivery excellence. We continlp@sld experienced team members
with distinguished track records in key sectorschswas banking, capital markets,
insurance, life sciences, healthcare, manufactutogjstics, retail, utilities, hospitality,
communications, information services, media, angrgginment, who serve as subject
matter experts and provide clients with valid ih¢gyinto and viable solutions to
particular industry issues. Cognizant has a glalgdivery platform that supports an
onsite/offshore model that meets clients’ needs/.2@ognizant service delivery is
powered by Cognizant 2.0, our global knowledge islgaand project management
platform. Cognizant 2.0 enables the teams, busipagsers and clients to collaborate
virtually via instant messaging, blogs, wikis artley Web 2.0 tools. The platform also
provides active process guidance to our projechseanabling them to work faster and
more efficiently solving IT and business challengesa typical client engagement, our
team members located at the customer’s place ohdsshandle approximately 25-30%
of the workload. The balance is performed at onewsdr 50 global delivery centers
around the world. At a time when companies acrbegtobe are relentlessly striving to
compete better, move faster, and fight harder, ilgp@rganizations across various
industries — from financial services and healthcdareugh manufacturing, media, retail,
utilities, and telecommunications — are partneringh Cognizant to continuously

elevate the business value of their IT assets@nibke their businesses stronger.
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Talent Worldwide -Cognizant continuously seek the “best and the begih while
recruiting new employees, and cognizant is condigtean “employer of choice” at
leading engineering and business schools arounavéiniel. Cognizant domaimdustry
specialists have well-established backgrounds wgrkiith companies in the industries

we serve.

Their teams and their talent are a principle reabamh we consistently outperform the

competition.

- The training and development capabilities are tbst In the industry, and they
emphasize process and methodology, as well ag skgisfaction.

- Staff turnover is extremely low (only 10% voluntary

- Company offers equity ownership, and it consisjentceived the highest
employee satisfaction among Indian software conggmwhere it is one of the

largest technology employers.

Cognizant is the only major global services compavith talent organized around
vertical industries and horizontal solutions, ratthen regions and development centres.
Company’s deep domain expertise in key verticaligtdes originates from the company.
It now spans financial services; healthcare ardddiences; manufacturing-logistics and
retail; and communications, information, media antertainment services. Within these
industries, it leverages a wide array of solutiarcederators; frameworks and agile
development methodologies spanning the entire tdobg stack to quickly and
efficiently meet the business needs. Importanttyhas proprietary CMMi-Level 5
processes to successfully manage and completerdiecis consistently from any of its

global, regional or local delivery centres.

Cognizant Academy —@gnizant’s greatest strength is its people: thepeeise and

their ability to consistently deliver outstandin@mk. As a company and an employer, it
is committed to continuous learning and giving @ssociates opportunities to stay
current with leading-edge technologies—and to dgvelommunication skills so that

they can perform their roles effectively and e#idly. All learning programs are
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conducted through Cognizant Academy, its in-housénihg centre. This dedicated
centre offers many conventional and leading-edgeatbnal programs for employees at

all levels.
The four key educational initiatives are:

« Continuing Education offers training on a need-b@k basis and for continuous
knowledge and skills upgrading

+ Role-based Training

- Executive Training program which includes EffectRersonal Productivity Time
Management, Acculturation programs, and languaggrpms

- Certification, both external certification program$fered by Microsoft, Sun,
PMI, etc., and internal certification programs, lsuas those focused on IBM

WebSphere, DB/2 and software engineering

In addition to internal training programs, compasnds their software professionals
around the world for technology or management-digettaining at notable universities
and colleges, including Harvard University, Indilnstitute of Management, and the
Indian Institute of Technology. They use converdiomnd leading edge learning
methodologies. In addition to the formal learnimgdlassrooms, Cognizant Academy
takes learning to its employees' desktops. Comparyg multi-modal learning, as well as
Technology-Based Training (TBT) material.

2. Tech Mahindra

Tech Mahindra was founded in the year 1982 andkmas/n as Satyam. Tech Mahindra
(Formerly Mahindra British Telecom) is the telecoomtation industry's premier
partner for providing value-added software and iservsolutions. Tech Mahindra
provides a wide variety of services ranging fromskfategy and consulting to system
integration, design, application development, im@atation, maintenance and product
engineering. Tech Mahindra has been recognized awithSO 9001:2000 certification,
SEI-CMM Level 5 assessments and is also CMMI leSekertified for software

development processes, meeting the industry's stigi@ndards. It has also been certified
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as being BS7799 standards. The company employs/r88000 employees and is head
guartered in Hyderabad. Portfolio of services atecommunication, consulting, system
integration, design, application development, im@atation, maintenance and product

engineering

3.Infosys

Infosys Technologies Ltd. (NASDAQ: INFY) was stalte 1981 by seven people with
US$ 250. Today, it is a global leader in the "ngameration” of IT and consulting with
revenues of US$ 5.4 billion (LTM Sep-10). Infosysfides, designs and delivers
technology-enabled business solutions that hel&I|@000 companies win in a Flat
World. Infosys also provides a complete range ofises by leveraging our domain and
business expertise and strategic alliances witHingatechnology providers. Company
offerings span business and technology consultigplication services, systems
integration, product engineering, custom softwamvetbpment, maintenance, re-
engineering, independent testing and validationises, IT infrastructure services and
business process outsourcing. Infosys pioneeredGlbbal Delivery Model (GDM),
which emerged as a disruptive force in the industading to the rise of offshore
outsourcing. The GDM is based on the principleafrig work to the location where the
best talent is available, where it makes the best@mnic sense, with the least amount of
acceptable risk. Infosys has a global footprintiv8 offices and development centers in
India, China, Australia, the Czech Republic, PolJahd UK, Canada and Japan. Infosys
and its subsidiaries have 122,468 employees asepte®@ber 30, 2010. Infosys takes
pride in building strategic long-term client retatships. Over 97% of our revenues come

from existing customers (FY 10).

In November 2005, Infosys Technologies Ltd. (Inf)sypased in Bangalore, India, was
named 'The Best Company to Work for in India' bysiBass Today magazine in a survey
conducted by Business Today. Attracting the bedttha brightest and creating a milieu
where they operate at their highest potential isy vienportant. Our campus and
technology infrastructure is world-class, it givesa lot of attention to training and

competency building, it also has sophisticated @ppl systems, it rewards performance
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through variable pay. These are all part of the esanotive." Since the early 2000s,
Infosys' operations had been growing rapidly actbesvorld. The number of employees
in the company also increased four-fold to 44,658&8larch 2006 as compared to 10,738
in March 2001 (Refer Exhibit Il for the number employees in Infosys between 1995
and 2006).

The company believed that its key assets were pead that it was important to bring
its employees on par with the company's global aitgrs. In spite of its rapid global
expansion, Infosys retained the culture of a srmathpany. According to Bikramjeet
Maitra, Head of Human Resources, Infosys, "Comphlkgs to maintain a smaller
company touch and we have split the overall busine® several smaller independent
units of around 4,000 people eachmfosys was incorporated as Infosys Consultants
Private Limited on July 02, 1981, by a group ofeseprofessionals. From the beginning,
it relied heavily on overseas business. One offdn@ders, Narayana Murthy stayed in
India, while the others went to the US to carry oosite programming for corporate
clients. One of Infosys' first clients was the U&séd sports shoe manufacturer Reebok.

HR Practices - Most of the HR practices of Infosys were a restilthe vision of its

founders and the culture that they had created theeyears. The founders advocated
simplicity and maintained the culture of a smallmgany. The employees were
encouraged to share their learning experiencesleViégruiting new employees, Infosys
took adequate care to identify the right candida@s the qualities that Infosys looked
for in a candidate, Nilekani said, "it focused @cruiting candidates who display a high
degree of 'learn ability." learn ability it meatietability to derive generic knowledge
from specific experiences and apply the same in nesituations.

Infosys place significant importance on professiomampetence and academic
excellence. Other qualities it looks for are anehltability, teamwork and leadership
potential, communication and innovation skills, rjowith a practical and structured

approach to problem solving."

Training - Training at Infosys is an ongoing process. When newwuits from colleges

join Infosys, they are trained through freshernirag courses. They are trained then on
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new processes and technologies. As they reacheligher levels, they are trained on
project management and later are sent for managetegalopment programs, followed

by leadership development programs.

Infosys also conducted training programs for exgered employees. The company had a
competency system in place which took into accoumdividual performance,
organizational priorities, and feedback from thierdls. The Infosys Leadership Institute
(ILI) was set up in 2001 to nurture future leadersthe company and to effectively
manage the exceptional growth that the companyexpsriencing. At the Institute, the

executives are groomed to handle the changes iextieenal and internal environment.

Culture - Infosys tried to preserve the attribudésa small company and worked in small
groups, with decision-making remaining with thosbowwere knowledgeable about
particular processes. The managers played theofateentors and used their experience

to guide their team members.

Challenges - With the IT industry growing at a thpiace, Infosys planned to recruit
around 25,000 people in the financial year 2006iQ@7order to maintain its growth.

Though it had started hiring its workforce globally mainly recruited engineering

graduates from India. If the industry continuedytow at a similar pace, analysts opined
that companies like Infosys would not be able tal fenough people, especially with
several multinationals entering India and recrgitaggressively. To address this issue,
Infosys started recruiting science graduates withaghematics background to create an

alternate talent pool.

Infosys delivers innovation through:

1. Infosys SETLabs undertakes research in the areddatitable Architecture,

Pervasive Access, Flexible Processes and Perseddfiformation.

2. Infosys Technologies Ltd. (NASDAQ: INFY) was staiten 1981 by seven
people with US$ 250. Today, Infosys is a globatlezan the "next generation" of

IT and consulting with revenues of over US$ 5 oiili
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3. Infosys defines designs and delivers technologyiedabusiness solutions that
help Global 2000 companies win in a Flat World.oBys also provides a
complete range of services by leveraging its donaait business expertise and
strategic alliances with leading technology provsde

4. Infosys service offerings span business and teolgyotonsulting, application
services, systems integration, product engineedagtom software development,
maintenance, re-engineering, independent testind) \alidation services, IT
infrastructure services and business process auisgu

5. Infosys pioneered the Global Delivery Model (GDMyhich emerged as a
disruptive force in the industry leading to theerisf offshore outsourcing. The
GDM is based on the principle of taking work to theation where the best talent
is available, where it makes the best economicesengh the least amount of
acceptable risk.

6. Infosys has a global footprint with over 50 officesd development centres in
India, China, Australia, the Czech Republic, Pojahe UK, Canada and Japan.
Infosys has over 122,000 employees.

7. Infosys takes pride in building strategic long-techent relationships. Over 97%

of Infosys revenues come from existing customers.

4. WIPRO

Wipro Technologies is the No.1 provider of integhbusiness, technology and process
solutions on a global delivery platform. Wipro Teologies is a global services provider
delivering technology-driven business solutiond tin@et the strategic objectives of its
clients. Wipro has 40+ ‘Centres of Excellence’ thiaate solutions around specific needs
of industries. Wipro delivers unmatched businessuevato customers through a
combination of process excellence, quality framéwand service delivery innovation.
Wipro is the World's first CMMi Level 5 certifiedofware services company and the
first outside USA to receive the IEEE Software RsscAward. Wipro’s complete range
of IT Services addresses the needs of both techpalnd business requirements to help
organizations leverage leading-edge technologiebusiness improvement. Wipro takes

charge of the IT needs of the entire enterprisee §amut of services extends from
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Enterprise Application Services (CRM, ERP, e-Precugnt and SCM), to e-Business
solutions. Wipro’s enterprise solutions have seraed continue to serve clients from a
range of industries including Energy and Utiliti¢spance, Telecom, and Media and

Entertainment.

Wipro's TIS is the largest |Indian IT infrastructureservice provider
Wipro’s Technology Infrastructure Services (TIS)the largest Indian IT infrastructure
service provider in terms of revenue, people arsiacners with more than 200 customers
in US, Europe, Japan and over 650 customers im.lridis powered by the expert skills
of over 6,500 technical specialists and state-efdatt BS 15000 certified infrastructure
for operations support.
A phased approach towards process standardizgtiooess optimization and process re-
engineering. Wipro BPO provides a broad range ofises from customer relationship
management, back office transaction processingdastry-specific solutions. The key
element of services delivery is an integrated aggndowards providing increasing value
over the entire

course of our client relationships. This involveplaased approach towards process

standardization, process optimization and process e-engineering

True value from technology requires an in-depth eusinding of business strategy.
Today’s businesses need partners who can talk atrat¢gy and technology in the same
conversation. Wipro, believes in true value froncht®logy requires an in-depth
understanding of business strategy. Company’s énolsstry consulting services help
them craft a vision for the organization and thesvpgle a specific, practical business and

technology framework that will make that visioneality.

The consulting competencies spread across busipessess, quality and technology
consulting.

Company developed a model called "Extended Engimgethat leverages synergies
across the value chain. As product manufacturedspéatform vendors across the world

strive to make better products with shorter develept cycles and reduced total cost of
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ownership. Wipro Technologies partner to providenprehensive solutions in product
lifecycle management and product realization. Wigdnas developed a model called
"Extended engineering” that allows in leveragingesgies across the value chain and

progress swiftly from concept to market.

Wipro is now the world's largest contract R&D heder telecom, auto and electronics
Human Resource planning — Wipro has the first CédipaMaturity Model (CMM) level

5 and version 1.1 as shown in figure 4.3 certifi€dServices Company globally. Its

people processes are based on the current besitgsaicn human resources, knowledge
management and organization development, givingeatgfocus to match changing

business needs with development of employee comgete It has a well-organized

structure to deal with employee management. Itdeseloped few models to manage
these processes, which include, EPM, BPO, SaaSloyagContact Centre, etc.

Figure 4.2 CMMI Staged Maturity Levels.
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Wipro has expertise in Six-sigma methodologies, cwvhhave been put in use to
streamline and enhance existing people processesganizations, enabling decision-
making based on metrics and measurements. Taleragament — Wipro offers flexible
employee performance management(EPM) solutionsvetelil in either a BPO or
Software service model that makes assessment awelogement easy, more and
economical for the clients HR function. The EPM qass includes goal management,
development planning and training, etc. Talent rgan@ent service spectrum covers the
following aspects: Learning Technology SolutionsTechnology consulting, product
implementation and development, Architecture, Irdégn, Maintenance and production
Support Services. Content Development — Produdgcgss, domain and Technology
Training Solutions, Behavioural, Soft Skills, Sal&afety, Behavioural, Soft Skills,
Sales, Safety, Compliance, ERP and Non ERP apipicafraining Rollout, Rapid
Content Development Solutions, Assessment and ficatibn. Consulting -
Performance consulting, Learning interventions, dnaining needs analysis, Training
Strategy Definition, Curriculum Design, Change ngaraent. Documentation Services —

Technical Writing, Technical Editing, Productiorytfishing, End user documentation.

5. International Business Machines Corporation (IBM)

IBM has been present in India since 1992 (re-erdfier an exit in the 1970s). Since
inception, IBM in India has expanded its operatioosnsiderably with regional

headquarters in Bangalore and offices in 14 citmeduding regional offices in New

Delhi, Mumbai, Kolkata and Chennai. Today, the camphas established itself as one
of the leaders in the Indian Information Technoldd¥) Industry. IBM has set the

agenda for the industry with 'on demand businesskind of transformation where an
organization changes the way it operates and redogsts; serving customers better,
reducing risks and improving speed and agility e tmarketplace. IBM is already
working with customers to transform them into ‘@mddnd’ businesses. IBM is the only
company in the world that offers end-to-end sohgito the customers from hardware to

software, services and consulting. IBM Global Sesiis the worlds and also India's
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largest information technology services and consylprovider. IGS provides the entire
spectrum of customers' e-business needs - frorbubimess transformation and industry
expertise of IBM Business Consulting Services tstimg, infrastructure, technology
design and training services. IGS delivers integtaflexible and resilient processes -
across companies and through business partneas erthble customers to maximize the

opportunities of an on-demand business environment.

In 2005, IBM announced the acquisition of Networklufions Ltd., a leading
infrastructure services company in India. This tefyc investment enabled IBM to
augment its networking and managed services partédlofferings in India and broaden
its reach across the country. IBM the largest mlewiof middleware and the second-
largest software business in the world offers iistamers comprehensive solutions to
meet their e-business requirements. IBM Softwamvides best-of-breed solutions for
financial services, manufacturing, process, distidn, government, infrastructure and

small & medium business sectors. IBM Software piidfconsists of:

Transformation and integration solutions that argltbon the IBM Web Sphere
middleware platform. Information leveraging sauts that are built on a portfolio of
Data management (DB2) tools. - Lotus product linehelp organizations leverage
collective know-how. Tivoli range of products tmable organizations to manage
complex technological infrastructure. Rational mamd Application Development Tools
to help software development houses develop apjglitin a structured and systematic

way.

Systems and Technology Group: The portfolio of ev&ws (x Series, i Series, p Series,
and z Series) offer a broad range of products feorny level, mid-range to high-end
servers and mainframes, presenting customers hatibést technologies and practices to
support their e-business infrastructure requiremelM has been providing leading-
edge storage technology to organizations aroungvidnkel for nearly half a century. IBM
offers a complete portfolio of storage networkinggucts and solutions that not only
includes LTO, SAN, NAS but also IP Storage - iS@gpliances and gateways.
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IBM's Personal Computing Division acquired by Leoo@roup Limited, the leading
Personal Computer brand in Asia. Lenovo will coméirto be the preferred supplier of
PCs to IBM and IBM will provide service and suppfot 5 years to Lenovo PCs. IBM
Global Financing provides flexible and attractivgahcing and leasing programs to fund
Information Technology (IT) requirements of Indianstomers. IGF helps customers
through greater access to the hardware, softwalafians and services essential to

compete in the global marketplace.

India is an important market for IBM and the compdras been making significant
investments from time to time. IBM Innovation Cenfer Business Partners: (One
among 10 facilities worldwide) Independent Softw&iendors are encouraged to port
their solutions on IBM platforms at this Center atel/elop Web based applications for
Indian customers. Linux Solution Center, Bangal¢@ne among 7 facilities worldwide)
The center supports Business Partners and Indeper8krvice vendors across the
ASEAN / South Asia region. IBM Linux Competency @am Bangalore: (One among
only 4 facilities in Asia) This center developsrstards and embedded software for open

source, undertaking high-end research in the amei®M Worldwide.

Software Innovation Center, Gurgaon: This stat#éhefart center combines IBM's global
experience and technology expertise to deliver sAmss solutions for Indian

organizations and also the government through t@®wernance Centre. The center
offers IBM’s customers a range of services inclgdtachnical consultation, proof of
concept and technical presentations, implementagilamning, solution architecture,

application design and development, deployment, @shgcation and training. The e-
Governance Centre, a part of this facility offexshinology, support and infrastructure to
help governments and total service providers tagdesievelop, test and port prototypes
of e-Governance applications. India Software LaBatgalore and Pune: The Software
Lab in India develops, enhances and supports kby$Bftware products & technologies
in collaboration with other IBM labs world wide. @ter for Advanced Studies at
Bangalore was established at the India Softwares ltaballow universities access to
IBM's leading-edge product development and the sdg infrastructure, while IBM

has the opportunity to work with academic leadexs r@searchers on research projects.
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High Performance On Demand Lab in India, Bangatorkhis specialized software and
services lab in India to drive automation and \lization into the increasingly complex
IT infrastructures supporting the emerging econahindia. This is the first of its kind
lab for IBM in India, bringing specific high-valugkills to help clients in India and the
surrounding region to enhance and optimise theireBources to support the growth of
their businesses. Engineering & Technology ServiCester, Bangalore: This center
provides technology design services for advancguscleards and systems to companies
in India and across Asia.

India Research Laboratory, Delhi: IBM's India ResbalLaboratory (IRL) focuses on
areas critical to expanding the country's technioldginfrastructure. It also has
significant initiatives in Services and Sciencesfoimation Management, User
Interaction Technologies, e-Commerce, Life Sciendestributed Computing and
Software Engineering. Currently, IRL researchesrs \aorking on several projects like
bio informatics, text mining, and speech recognitifor Indian languages, natural
language processing, grid computing, and auton@aemneputing, among others. Services
Innovation and Research Centre, Bangalore: willabheextended arm of IBM's India
Research Lab (IRL), headquartered in New Delhi. $bevices Innovation and Research
Centre (SIRC) was recently launched as an inigatinat will work in close collaboration
with IBM's Global Services group to develop innavattechnologies and solutions that

improve operational and delivery capabilities.

IBM also set up its Global Delivery Centres at Baloge, Pune, Gurgaon and Kolkata.
They deliver "best-of-breed" technology solutioodBM customers worldwide covering
middleware, e-business technologies, enterprisengaidtechnologies, data warehousing
across functional areas like Supply Chain OperaBenvices, Financial Management
Services, Human Resource Services, Customer Redaip Management, e-Business
Integration, Application Management Services. GloBasiness Solution Centre in
Bangalore - IBM further expanded its global corisgltdelivery capabilities with the
establishment of a first-of-a-kind Global Busin&sdution Centre. The centre will allow
IBM's more than 60,000 consultants to collaborat @eploy reusable tools and assets in

55 key business areas such as Consumer Driven \5@balin Optimization, Banking
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Risk and Compliance and Product Lifecycle ManageémBuasiness Transformation
Outsourcing Centres at Bangalore, Delhi and Mumbais centre handles Business
Transformation Outsourcing needs of IBM customemldwide. Some key areas of
competence of this centre are Customer Contactr€enReceivables Management,
Telemarketing, Transaction Processing and FinandeAacounting. With the acquisition
of Daksh eServices, one of Asia's leading busirsessices providers, with service
delivery centres in India and Philippines, IBM het enhanced the BTO service
capability. With Daksh, IBM adds banking, insuranadail, hi-tech telecommunications

and travel verticals to BTO India’s service capdbs.

Partnering India - IBM shares the belief that Indan unleash its true potential only
through making IT available to and usable for langgmbers of people. IBM's
Community initiatives focus on education and cléldrand leverage its expertise in
technology to address societal issues. IBM haseang relationships in India with a
number of educational institutions. IBM has alst gp an IT Centre in Mumbai in
association with Victoria Memorial School for thdirl8l to impart IT education to
visually impaired people. IBM KidSmart Early Leangiprogram was launched to further
strengthen IBM’s commitment to community in Indiis is the only program in India
aimed at introducing technology at the pre-scheekl in disadvantaged sections of
society to get a head start on their academic dpwsnt through the use of age-
appropriate software developed by IBM. Try sciemseanother community related
program me launched, which reinvents science legrnrecreates the interactive
experience of onsite visits, and provides sciemogepts as well as multimedia adventure

field trips for museum visitors - primarily childretheir parents and teachers.
6. KPIT Cummins Info systems

KPIT Cummins Info systems are a global IT consgltamd product engineering partner
to Manufacturing & Financial services organizatiohhsvas established in the year 1990
and has its headquarter in Pune. KPIT has more1h@f consultants working at KPIT

Cummins. KPIT has been providing IT consulting degelopment services to customers

in more than 20 countries across the world for ls¢ 14 years. KPIT development
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facilities are - 6 in Pune and 1 in Bangalore, dedicated to different verticals that the
company works in. KPIT focused
on co-innovating domain intensive technology solusi for Automotive, Semiconductor
& Industrial Equipment verticals to help its cusens become efficient, integrated and
innovative  enterprises. In the last 5 vyears, KPITash grown its
revenue and profits at an industry-leading CAGRaobund 50%. KPIT Cummins
currently partners with 100+ global Manufacturinymorations including 50+ Original
Equipment Manufacturers (OEMSs), semiconductor coriggaand Tier 1s, helps them
globalize efficiently & bring complex technologyqalucts and systems faster to their

global markets. The employee size ranges to 4,80avevenue of $15,000,000.

Attrition rates - KPIT’s recruitment pool is restied to engineers with scarce skill-sets.
KPIT’s ability to sustain future growth acutely dgepls on its ability to develop, retain
and recruit human capital. The employee strength3@30, attrition rates stood at 23%

during Q1FY11 and, going forward, with the recessasing off.
7. Zensar Technologies

Zensar Technologies is a globally focused softveareé services company spread across
eighteen countries across the world. Zensar previdied-to-end services from IT
development to Business Process Outsourcing, flamsudting to implementation. With
more than 5300 associates and sales and operatiessnce across US, UK, Germany,
Sweden, Finland, Middle East, South Africa, HongnioSingapore, Australia, Japan
and Poland, the Company delivers comprehensive icesrvin mission-critical
applications, enterprise applications, e-businB§¥) Services. The company employs
nearly 5,300 employees and the revenue is $199000The company is headquartered
at Pune.

8. BMC

BMC Software India Private Limited engages in thesign, development,
maintenance, and support of enterprise softwardyats and solutions. It provides

enterprise management solutions, including entpsgystems, applications, and
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databases and service management. The companypwatetl in 2001 and is based in
Pune, India. BMC Software India Private Limited gpes as a subsidiary of BMC
Software, Business Runs on |IT. IT Runs on BMC Safev
Business thrives when IT runs smarter, faster ammhger. That's why the most
demanding IT organizations in the world rely on BM&bftware across both
distributed and mainframe environments. Recogniasdthe leader in Business
Service Management, BMC offers a comprehensivecggpr and unified platform
that helps IT organizations cut cost, reduce rigll drive business profit. BMC
revenue by the end of June 30, 2010 was approxXiyrited2 billion. BMC's portfolio
of Business Service Management (BSM) solutionsvdedia comprehensive approach
and unified platform for managing IT. BMC offers lions across entire IT
organization - mainframe to distributed systemsysptal to virtual, operations to

support. The employee strength is around 6000.

9.UBICS Technologies Private. Limited.

UBICS, Inc., a global provider of integrated IT aBBO services, is an affiliate of The
UB Group, a diversified business conglomerate vatler $2 billion global revenue.
Intellectual insight on emerging business trends rmarket forces that shape businesses
has helped us apply domain expertise and techmalbgidvancements to develop
flexible, efficient, and cost- effective solutiofsr organizations world over. UBICS’
offers cutting — edge technological IT productsffseugmentation co-managed IT
services BPO / KPO, contact center and infrastrectobianagement services strategic IT
Solutions, from design to development under thaterand offshore model. Everyone
knows that Vijay Mallya is the king of good timeatlihat he is also the CEO of an IT
company is perhaps not very well known. The Indiam of UBICS Inc, headquartered
in Pittsburgh, is located in Pune. Sunil Patil,guient, Global Solutions, UBICS, justifies
the choice of Pune as UBICS' India HQ. Logicallmeowould expect this to be
Bangalore, India's software hub and also UB Growfs But the quality of Pune's
manpower, the low attrition rate and the proximdythe Mumbai market tilted the scale

in Pune's favour and made UBICS India another jémvBlune's IT crown.
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Primarily the Pune-based UBICS India offers thiaed of services: its product portfolio
consists of Ventive, an e-recruitment solution adl\as SeelTFirst, a streaming video
solution; a KPO project from a large healthcareisohs company in US worth $1.5 mn
for the current year; and, lastly a high-end IT sadting services. While the Pune HQ is
involved in all three activities, offices in Bange¢ and Delhi have been earmarked for

consulting services and e-governance projects ceésphy.

The e-recruitment product, Ventive, that can autemtbe human supply chain in the
words of Patil, has found takers like Patni, KPITun@nins, Zensar and Texas
Instruments. The streaming video product, CITFitegt came via acquisition of a
California company too boasts of clients like Umgiy of Mumbai, Integrated Child

Development Services, Department of Health, Goventrof Maharashtra as well as an

NRI Ayurved practitioner running the Ayurveda Maldyalaya.

On the IT consulting front, UBICS offers servicekel ERP, Java or Microsoft
technologies maintenance for companies like TechiMbia, KPIT Cummins and
LogicaCMG. The company has also performed the e®#A&P integration for UB Group
entities like the recently acquired Shaw Wallacenvadl as the high-flying Kingfisher
Airlines. The fact that UBICS Inc. already posseéssgpertise in the food & beverage as
well as airlines domains had definitely helped. l§alty, UBICS possesses F&B clients
like Papa Johns and Ajina Moto (PeopleSoft ERP @émgntation).

UBICS India is also providing back-office servicies Kingfisher Airlines, where its
offerings include call centre, fare filing, revenagcounting etc. With 70 people involved
in the back office operations currently, Patil glao double the headcount to 150 by the
year-end. Subsequently, this expertise might beréged to offer back-office services to
third-party international airlines. During 2005-@6e India operations contributed around
$3mn of 22mn.

10. Zenta Private Limited

Zenta delivers end-to-end, integrated BPO soluttarngeted at specific market segments

within the financial services and healthcare indest including credit card services,
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mortgage processing services, accounts receivable@gement and healthcare revenue
cycle services. Company hires leaders within tHesgness segments to head up our
business units, Zenta offers a compelling advantager competitors. Zenta's
differentiators also include quality execution &sdhe company. Zenta is 1SO-9001
certified and CMM level 3 certified. These cert#ions underscore its commitment to
create institutionalized processes that promotk bigplity execution of all our solutions.
In addition, Zenta is rated in the top 10 of Inslitdstest growing BPO companies by
NASSCOM (National Association of Software and SeevCompanies). NASSCOM s
India’'s premier trade body and chamber of commefrtiee BPO industry.

11. Polaris Software Lab

Polaris Software Lab is a recognized global leadgrroviding total solutions through
right mix of Consulting, Products and Outsourcirgusons to BFSI and non-BFSI
Companies worldwide. Polaris Software Lab was bdistaed in the year 1993.
The company offers super specialty solutions faraR&anking, Corporate / Wholesale
Banking, Investment and Private Banking, Capitalritdes, insurance Micro finance
through its specialty centers in India and nearreshzenters spread across strategic
locations across the globe.
Polaris global universal Banking platform "Inteli€guite” is among the worlds leading
enterprise platforms for financial services built 80OA principles. Proven business
components, product and platforms from Intellect awailable for Core Banking,
Consumer Lending, Mortgage, Cards, Investment Banlkind Wealth Management,
Custody, Risk Management, Trade Finance, Trea&lagh and Liquidity Management,
Portal, BPM and Multi channel integration. The ca@mp employs 11,000 employees.

Attrition rate is below 10 % but for the managepakitions it is high.
12. Ramco Systems

Ramco Group, delivers enterprise software and sesvsince 1989. Today, Ramco is a
global provider with customers in 35 countries anffices in 9 countries. It employs

1600 employees and the revenue for the current ysands at 2.667 mil.
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Ramco Systems develops cost effective, flexible iandvative enterprise applications

that can be deployed fast. It helps businesse®mésfw change swiftly. The company

provides solutions to multiple verticals includit@nking, insurance, manufacturing,

supply chain, aviation, transportation and logsstibealthcare, governance, retail and
more.

Ramco Systems has been certified for ISO 9001:2@flity standards, 1SO 27001

security standards and assessed at SEI CMMi - SW§l 15

13. Peri Software Solutions

Peri Software Solutions was founded in the yea@®9]19PERI is a global business
solutions company, which has grown to more than 06 employees and delivers high
value cost effective technology based businesstisnbi PERI has deep industry
expertise and a portfolio of interrelated consagltilbusiness processes, application
development along with smart-intelligent hardwane aoftware products. PERI blends
strategic design, proven technology, and timelyivdey of solutions that maximize

customers return on IT investment.

14. HTC Global Services

HTC Global Services is a Troy, MI, USA based IT di&S Services Provider with
operations in USA, UK, Germany, India, Australingapore, Malaysia, Canada, Dubai
& Hong Kong established in the year 1990 and hagraployee strength of 4000. It
focuses exclusively on maximizing client returnsnfr outsourcing and off-shoring and
have experience in managing large IT applicationseal time. HTC Global Services
experience in the business process outsourcin@dudiyg complements and strengthens
the broad range of our service offerings and allowdo operate as an enterprise-class
solution delivery company. The company solutionsm @b provide high value by
optimising the cost of ownership for our custom&t3C Global Services has a client
base consisting of several Global 2000 organizatid@ompany’'s commitment is to
provide solutions that translate into tangible hasgs outcomes for the customers. The

Business Partner approach generates high busindsge Yor customers and rich
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dividends to HTC Global services in the form ofantinual stream of repeat business.
The customer-centric approach is strengthened Imypaay’s client relationship and
account management process to find ways to delghkey customers and grow market
share.

The onsite/offshore delivery model provides sigmifit cost savings. HTC's development
centers are assessed at SEI CMM-Level 5, and ae 180 9001:2000 compliant,
helping the company to continually provide highuealhigh quality deliverables to our
clients, consistently deliver to client expectatiprand establish long lasting client

relationships.

15. Bahwan Cybertek Pvt Ltd

Bhawan Cybertek Pvt Ltd from the fringes of therld@conomy became global players
with organizational confidence, clear strategy,spas for learning, and the leadership to
bring these factors together. With this strong dielBahwan CyberTek Group (BCT),

established in 1999 and assessed as an SEI CMHKIli fewrganisation has emerged to
become a significant player in Global IT solutioasd services market, and is fast
emerging as a world-class business transformabampany.

16. Tata Consultancy Services Ltd

Tata Consultancy Services Limited (TCS) is an imfation technology (IT) company. It
offers a range of IT services, outsourcing and rmss solutions. It also offers IT
infrastructure services, business process outsayusggrvices, engineering and industrial
services, global consulting and asset leveragadtisns. Its segments include banking,

financial services and insurance; manufacturinggilrand distribution, and telecom.

17. Virtusa

Virtusa Corporation (NASDAQ: VRTU) is a global imfoation technology (IT) services
company providing IT consulting, technology and sowrcing services.
Virtusa focuses on delivering business results bgdemizing, rationalizing and
consolidating the critical applications that suppts clients’ core business processes.

The company uses an enhanced global delivery moaelyative software plat forming

147



approach and deep industry expertise to providb-tedue IT services. This approach
enables its clients to improve their customers’ezignce, expand market reach, improve

time to market and lower costs.

Virtusa serves Global 2000 companies and leadiftgrae vendors in Communications
& Technology, Banking & Financial Services, Insuwan Telecommunications, and
Media, Information & Entertainment industries. st has extensive experience and in-
depth expertise in Business Process Managemergrdfise Content Management and
Data warehouse and Business Intelligence. The coygaervice offerings include
technology consulting, application development amaintenance, systems integration,
custom software development, product developmentd atesting services.
Founded in 1996, and headquartered in Massachuséitsisa has offices and
technology centers throughout the United Statespfguand Asia. The company has a
staff strength of 4,850 employees.

18. Zenith Software

Zenith Software, an ISO 9001:2008 and ISO/IEC 272005 -certified company,
provides world-class software solutions and suppeitices to its clients using a proven
onsite/offshore engagement model. Zenith Softwa® d decade of experience in the
outsourcing and off shoring space, it is a partthef reputed Zenith Group that has
business interests in the high technology industhe Offshore Development Center is
located in Bangalore. Zenith Software are also gesn USA, UK and Australia.

Zenith caters to clients across industry verticaiish prime focus on Travel, Insurance
and Retail segments. Our horizontal strengths decldustom Application Development
and Management, E-business Solutions, Package rimeplation, Data Warehousing and
Testing. Zenith Software also offer IT services &8RO services under the same roof.
They combine deep domain skills and competenciesedh methodologies and the
experience of over 300 trained professionals tateravinning solutions that deliver
measurable business value. Not surprisingly, 0@ of the business is from repeat

clients.
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19. SPML Technologies Ltd.

SPML Technologies Ltd. is an IT company set up rnavigle e-payment services across
the country. The company is awarded with ISO 900a02certification for providing e-
payment services to utility Organizations & FirnSPML Technologies Ltd. is a
subsidiary of Subhash Projects & Marketing Limit&dhich has turnover of Rs.4000
million having offices in Kolkata, Delhi, BangalgréMumbai, Jaipur, Bhopal and
Guwahati. Services Installation of ATPs for UtiliBayment Collections like Electricity,
Water, Telephone Etc,.

20. Robert Bosch Engineering and Business Solutiohémited (RBEI)

Robert Bosch Engineering and Business Solutionsitédn(RBEI), is a 100% owned

subsidiary of Robert Bosch GmbH, one of the worl@ading global supplier of

technology and services, offering end to end emging, IT and Business solutions.
With over 6100 associates, RBEI is the largestwswoft development center of Bosch,
outside Germany. It has two development facilities Bangalore, and a second
development centre in Coimbatore.
21. Mphasis

Mphasis consistently delivers global Infrastructuréechnology Outsourcing,
Applications Services Outsourcing and Business &®©utsourcing services through a
combination of technology know-how, domain and psscexpertise. MphasiS brings to
their clients a credible and experienced globafiéeship team driving service delivery
through the next generation global delivery modelhas 33,000 employees in the
organization.

MphasiS supports global companies around the worldhe improvement of their
business processes. The services are Financiaic&er§ Insurance, Manufacturing,
Healthcare, Communications, Media & Entertainméhbyvernment, Transportation &
Logistics, and Consumer & Retail industries worldevi

22. Mind River Information Technologies
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Mind River Information Technologies (“Mind Riveris a specialized IT outsourcing
company, headquartered in Bangalore, India. Ingatpd in 2003, with clear vision to
be a leader in IT outsourcing. Mind River providesst effective solutions for
deployment of in-house IT staff. MindRiver currgnpirovides IT outsourcing services to
more than 40+ clients across the globe. MindRiverides its services via an onsite and
off-site IT infrastructure support services bussmesdel through a team of highly skilled
professionals. MindRiver also delivers People Ctmgy Services, Software Asset
Management Service, Business Continuity Serviceplidation Management Service,
Managed Security Service and ITIL Consulting Sexvic more than 40+ multinational
clients. The staff strength is around 350 employ@dmdRiver has a full fledged
recruitment team to handle the challenges of réoguiand deploying hundreds of
helpdesk engineers, address attrition issues,a@plants etc. The senior managers of the
organization have extensive experience in settipgdata centres, ITSM businesses,

setting up and handling helpdesks across largen@azons.
23. KMG Infotech (or Key Management Group / KMG)

KMG Infotech (or Key Management Group / KMG) is@ta/are services & consulting
company engaged in providing integrated IT solgiom global insurance, banking &
financial services companies. KMG Infotech was fieohin the year 1990. KMG has a
special niche in Property & Casualty (P&C) insumsector. KMG has established brand
equity in the Insurance domain through the rangseo¥ices provided to its client base
and the domain knowledge of its professionals.
As a leading global software development company X provides premium IT
solutions using AS/400, Mainframe, Java & Microgeithnologies. In a wide-open sea
of countless software development companies, KM&irdjuishes itself as a company
driven by excellence.
KMG’s USA offices are located in Melville in New Yk Chicago in lllinois, Cincinnati
in Ohio and Los Angeles in California. KMG has npli software development centers
in India (Bangalore, Delhi, Kolkata & Chandigarhthiva build up area of 25,000 sq ft) to
capitalize on the geographical diversity of talémtce available in India. KMG has

workforce of 350 professionals, which is distriitbetween client locations and
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development centers depending on clients’ needs waodk requirements. The
professionals have access to world-class faciliidsrm of infrastructure and perform a
lot of their work on clients’ systems by accessihgm through high-speed, secure and
redundant lines.
KMG has been rated very highly by the Ileading matinagencies,
Dun & Bradstreet (D&B) India has given rating of 2AGood to KMGI. This is second
highest rating assigned by D&B.
NeolT, an outsourcing consultancy firm , has ref®&iG amongst Top 100 outsourcing
companies in the World. KMGI has been rated amotgst50 software companies in
India as of latest (2005) Dataquest (leading Indfamagazine) ranking less

24. JSoft Solutions Ltd.

JSoft Solutions has a staff size of 200 employ&8sft Solutions is the IT & ITes arm of
the JSW Group. Headquartered in Bangalore - Ind&oft works with companies
globally in the areas of IT Consulting, Oracle amtions, ERP implementation,
Application Development & Maintenance, Managed #&w & Business Process
Outsourcing services.
25. iIGATE Global Solutions

IGATE (Nasdaq:IGTE) is the first outsourcing sotuts provider to offer business
outcomes driven solutions through a fully integdatiechnology and operations (iTOPS)
model with global service delivery. iIGATE works fitclients to optimize their
businesses, secure substantial and sustainable-geayear cost benefits, tie costs to
business needs and results.
IGATE provides IT Services, BPO/business serviaavigioning; Consulting, KPO and
contact center services. The staff strength is G&&ployees. The revenue for the year
2009 was $180,000,000. iGATE addresses the follpwimdustries: Banking and
Mortgage, Financial Services, Insurance, Healthdaetail, Manufacturing, Media and
Entertainment.

The company has been assessed at CMMI Level 5Sigma methodologies and is
COBIT, ISO 9001 and ISO 27001 certified, ensuring highest levels of quality and
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data security. IGATE has 16 offices in 34 countaesl manages global delivery centers
in Mexico, Australia, Malaysia and India.

26. Citec Information India Pvt. Ltd.

Citec Information Pvt. Ltd. is one of leading sabat providers in the technical
communication field. Citec information Pvt. Ltdoes a thorough research, plans,
prepares and performs all the tasks accordinggatistomers' needs. The employees are
reliable and quality conscious professionals wieiaspired by the challenges that the

industrial customers offer.
27. Value Labs

Value Labs (www.valuelabs.com) is a global IT seegi company offering technology
consulting, software product development, testing &nowledge process outsourcing
services. The company was setup in 1997 with aowidd deliver value to clients
worldwide using an effective Global Delivery Mod#alueLabs’ core competency is in
building “Extended Teams” in India that are dedéchto the client, based on their
specific requirements that consistently deliverligquaervices and in due course become
a seamless extension of the client delivering cleampetitive advantage beyond
traditional cost-efficiencies. The employees sttengf Value labs is 1500.Value Labs
has been recently placed amongst the 50 best coespanwork for in India, for 2009, in
a study conducted to identify great workplaces ssrthe country. The survey was
conducted by The Great Place to Work® Institute \&P www.greatplacetowork.com)
in collaboration with The Economic Times (ET), aas@ll companies in India, spanning

various sectors and sizes, and including domektieps as well as MNCs.

28. Karvy Global Services

Karvy Global Services is a knowledge services campeKarvy Global Services

provides specialist support to extend in-house yahdkams and drive clear business
results. Karvy Global Services serves investmenk&ainsurance providers, brokerages,
hedge funds, research agencies, and life settlepremntders across the United States,

Middle East, and Europe. The clients have foundviK&lobal Services ability to scale
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efforts, specialist analyst pool, and knowledgeedaierging markets to be a strong
advantage in the new, fast, and unpredictable wdtktvy Global Services areas of
focus include equity and industry research, comtyodesearch, technology-based
workflow solutions, insurance policy & portfolio Metion, and other custom specialized
services. Incorporated in 2004, and is backed Br @5 years of experience through
India’s largest financial services company. Ka@Gipbal Services has a staff strength of
100 employees. Global Services is also located ew Nork right opposite the raging

bull and has primary global delivery center in Hyatead, India.

29. IVY Comptech Pvt Ltd.

IVY Comptech Pvt Ltd. Based in Hyderabad is a pexrprovider of software products
and solutions to the global online gaming industk¥ Comptech has a remarkable
management team with young, enthusiastic and pagsiondividuals who possess rich
global experience and hail from renowned institiaesoss the world. IVY Comptech
prides in retaining and rewarding the best talarthe industry. Currently, its employee
strength is over 500 people. IVY Comptdas a dynamic, vibrant, and challenging work
environment, which encourages creativity and entregurship. The working philosophy
fuels relentless pursuit for excellence and bekeiwvestriving to live up to the spirit of
company’s principles: 1) Get the best, 2) Proviteliest, 3) Expect the best and 4. Keep
the best.
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CHAPTER -V
DATA ANALYSIS

EMPLOYEES

The study was aimed at examining the awarenes®mpetencies, the application of
competencies and the factors contributing towaatisnt management practices of the
Indian IT organizations from the employee and semanager perspective. An attempt
was made to capture the demographic profile of eygas, along with their perception
towards competency management as a concept angratsice in the organization.

Affirmative opinions and perception of employeesandogo a long way in identifying the

process of competence management practice andraddyring changing the process and
tools of competence management. Thus, the opifmerseptions of the employees
regarding their organizational inclination toward®mpetence management were
collected. This chapter covers the data analyssedan the responses collected from

employees in the IT organizations.

The analysis has been presented under differeritosecSection 1highlights the
demographic profile of the employe&ection 2identifies the awareness of employees
with regard to the competency as a concept andregard to the different HR functions
of the organizationSection 3deals with levels / hierarchies of the organizatidrere it

is implemented and also with the identificationcoimpetenciesSection 4covers the
employee perception of competencies for HR funstiorole of competencies for
organizations and towards talent management pesctandSection 5includes the
opinions on talent identification and identifyingctors enabling and disabling the talent
management process. The demographics, awarenasgscainopetencies and application
of competence practices has been analyzedeseriptive waysuch as frequencies and
percentages for analyzing the factual informatiegarding the employee profile and
presented using graphs wherever found necessagy.opimion and perception on the
importance of competencies for HR functions, roleceampetencies for organizations,

talent management practices, basis of talent iileation and identification of enabling
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and disabling factors of talent management probassbeen analyzed using ttaetor

analysisto determine the factors that influence the opision these issues.

To understand the perceptions of employees on ¢hepetence based HR functions,
advantages of competencies in organizations, taleahagement practices of the
organizations a 4 point scale was used with agaima scale of 1-4 with 1 representing
strongly agreg?2 representinggree 3 representingtrongly disagreeand 4 representing

disagree The mean and standard deviation was calculatethéok consistency in their

perception. In addition, a factor analysis was dmneesolve a large set of variables into
factors. The data collected from the respondents sudjected to principal component,
factor analysis by Varimax Rotation with Kaizer Nalization method by using the

criterion that factors with Eigen value > 1.00 wesained. Loadings exceeding 0.5 were
considered for determining factors. To avoid thewating of factors, this measure was
taken although the literature allows a loading 800 be the absolute minimum value to
be interpreted. This criterion is being used maréess by way of convention (Vasanthi

and Rayappan, 2006). KMO and Bartlett’s test was dbne for sample adequacy.

The frequencies and percentage was calculatedgtdigfit the pattern that emerged.
While there are no patterns in literature, contamdlysis based on the interpretation of
the various statistical tests is done to arrivenfgrences and satisfy the objectives of the
study. The field of Competency management hasddvititeresting questions and these

have been explored with increasing sophisticat®tiraes changed.

Section 1 — Demographics

The data collected has been analyzed and intedonetthis section relating to different
demographics likedepartment, designation, qualification, gender agxperienceof
employees.

1. Department

The departments are the skeletal frameworks for aggnization. The tangible and

intangible nature of any organization is clearlydemced in the Departments. A majority
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of them were in projects (60.5%) and the rest efrttwere in process (30.3% ) very few
of them were in marketing and finance sections. Tstribution of Sampled

Respondents by departments is shown in figure Belcbntemporary organizations like
the IT organizations are project based and hens# afidhe employees were attached to

the Projects.

Figure 5.1: Distribution of Sampled Respondents bygepartments.
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2.Designation

It was observed that a majority of the respondemiem (45.7%) were programmers and
(27.3%) were software engineers. A few of themenggsignated as team leads (7.6%),
analyst ( 7.6%) and business development execufi®8%). Distribution of Sampled
Respondents by designations is shown in FigurelbWas observed that the nature of
work in the IT organizations is similar in naturet ifferent job titles were used by the
organizations in different contexts.

Figure 5.2: Distribution of Sampled Respondents bgesignation.

156



iy
()]
[{a]

180
160 —
140 |

120 101 —

e 0

60 —
39

40 28

3.Qualification

Education is an important attribute of the humaimdpe to scale higher positions in the
organization and social life. However, the most am@nt dimension of education is
reflected in the organization where individualsuhghe knowledge and skills learnt as
part of education before and after joining the argation. Besides, education standards
of the employees indicates the nature of the orgadioin i.e. skills or capabilities which
can impact the productivity and performance ofehwloyees. The educational standards
of the participants provide an indication towarlle brganizational disposition towards
the competence management programs. Educationsshapebuilds on one’s career in
the acquisition of the required skills/competencaesl the knowledge in sustaining
business. It all the more adds and improves thalssiatus of a person. Distribution of
Sampled Respondents by Educational Qualificatisnshown in Figure 5.3 shows the
educational profile of the sampled respondentsp&sdents for this study had different
educational background, most of them were with reglsi degrees but some had a
combinations of the degrees. A majority of the cegfents had technical background like
MCA and B.Tech (31.4% & 30.3%) respectively. A fewé them however had

157



professional degrees like MBA (11.6%), MSc (15.48t). It is but natural for every IT
organization to engage itself in every vertical amehce the diversified educational

backgrounds of the sampled respondents(5.3%).

Figure 5.3: Distribution of Sampled Respondents b¥ducational Qualifications
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4. Gender

Gender representation in IT organizations refladitcrimination towards women it
shows higher participation of male executives ie thrganization. Besides, it also
indicates the organizational focus on equanimitthenprocess of development of human
resources in the organization. The total resposdenate categorized based on the gender
of which 66.8% were male respondents and 33.2%e wiemale respondents.
Distribution of Sampled Respondents by gender asvshin figure 5.4. The data indicate
that there is a skewed distribution of the respatslboth in the collection of the data and
also in the hiring process of the organizationsthspercentage of male is more than the
female, it is necessary that such a skewed sefedfiche women in the recruitment
programs could be minimized by allocating more petage of slots for women in the

organizations policy.
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Figure 5.4: Distribution of Sampled Respondents bgender.
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5. Experience

Based on experience it is observed that a majofithem had an experience of 1-5 years
(78.6% followed by respondents who had 6-10 yeafrsexperience (15.9% ).
Distribution of Sampled Respondents by Experientéhe respondents is shown in
Figure 5.5. Since the It industry is dynamic ancbws out opportunities, very few are
found to have a long experience in the organizat{dr9%)

Figure 5.5: Distribution of Sampled Respondents b¥xperience of the respondents
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In summary a majority of them were attached toequtg and involved in development
activity. A good number of them were post graduatied majorly male in composition

with about 1 to 5 years of experience.
Section 2 — Awareness

Awareness is important to achieve individual growtid organizational development.
This is more so in knowledge based organizatidkesthe IT sector where there is not
only need for competencies but also for competeanamagement and development.
Awareness provides clarity in terms of the expemma from the employee on the job,
thus making the target achievement all the moréeeabhe awareness helps in proper
utilization of the strategies and information systethat are available to access highly
pertinent information to manage the vital respoifitds effectively. Awareness on
competencies and their use in HR functions have keécited from the employees, the
analysis of which is presented below.

1. Awareness on the concept

Awareness makes the understanding clear for thdoge®s and lays the direction for
further course of action leading to clarity on jble to be performed. It is observed in that
a majority of the respondents were aware aboutémeept of competence as a practice
(82.6% ). Very few of the respondents said thatytheere not aware (16.6%).

Distribution of Sampled Respondents Awareness anggtency is shown in figure 5.6.

Figure 5.6. Distribution of Sampled Respondents Awaness on Competency
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2. Awareness on competency in the context of HR fations

The context in which the employee awareness wasetnad a majority of the respondents were
aware of the competencies with respect toréimeuitment functior(92.4%) which shows that the
recruitment activity is competence based most eftitme. A good number of respondents were
aware of the competencies with respect to theibt@iactivities in the organizations (79.40%).
Few of the respondents were aware of the competenegith respect to the compensation
planning (40.50%). The distribution of Sampled [Reglents Awareness on competency in the
Context of HR function is shown in figure 5.7. [@fe the HR activities and the HR functions
got the recognition in terms of managing the valeabsources of any organization and thus if
the HR has to be effective in managing the humanues it needs to be competitive and by
using the competencies for its functions the HRcfiams can be effectively utilized in terms of

generating profits for the organization by reachimg goals and also it motivates. Note: Multiple

responses and hence the total is not 100.

Figure 5.7 Distribution of Sampled Respondents Awaness on competency in the

Context of HR functions.
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3. Awareness of employees on Competencies for egah.

The process of listing competencies makes thelgdrer and easy to achieve the results.
It will make the task realistic. It helps the maeagnt in arranging the required
resources and the support needed from the deamsakers in the process of achieving
the task. The distribution of Sampled Respondergtsng Competencies for the job is
shown in figure 5.8. Majority of the respondentglghat the organizationalwayslist

out the competencies for each and every job (45)78%ood number of the respondents
said sometimes organizations list competenciesdoh job (35.40%) and very few of the
respondents said that said never the organizatishscompetencies for each job
(17.60%).

Figure 5.8 Distribution of Sampled Respondents Lishg Competencies for the job.
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4. Awareness of employees on Competency based selattio

Selection is an important activity in the recruitthg@rocess through which the right
choice of the best hire for the organizations camiade. A majority of the respondents

said always the organizations select the emplolgassd on listed competencies for each
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job (47%), quiet a few said that sometimes orgdiuna select the employees based on
listed competencies for each job (30.6%) followgdvery few of the respondents said
neverthe organizations select the employees based on lsisgpetencies for each job
(21.9%). It is thus clear that employees were awafrehe importance of listing
competencies for each job and the practice of ctenpg based selection in the
respective organizations. The distribution of SadpRespondents for Competency

based selection is shown in figure 5.9.

Figure 5.9 Distribution of Sampled Respondents fo€Competency based selection.
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In summary, it was encouraging to note that a nitgjaf them were aware of the
concept and competence management as a practiteeimrespective organizations.
Employees were aware of competencies as in useinitment followed by training and
selection in that order. It was also revealed thhothe study that employees were aware
of the organizational practice of listing and saheg the hires through competency

management practice.

Section 3- Application of Competencies

This section deals with thapplication and identification of competencies in the
organizations. Competencies are widely appliedhm drganizational practice as they
contribute to the prediction of effectiveness. Cetepcy management can bring about
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many advantages for the organization (Becker & Hadis#999; Heinsman, Koopman, &
Van Muijen, 2005). Whether or not an organizatiam @rofit from these advantages is
dependent upon the way competency management isenmpted. This section
examined the different hierarchies at which they @nplemented in the organization,
namely top management, senior management, middl@ageaent and others.
Identification of competencies is also is one @& tmportant aspects in the process of
competency management. Organizational effectivedessands that the right person
identifies the competencies required for the job.

1. Application of competencies at different levels in

Application of competency based HRM requires sigaiit change initiatives and there
must be a compelling need and will to change. hasjust the HR but everyone in the
organization must see the benefits and be willmgchhampion the initiative. Having
championed the change, the first major challeng® idefine the competencies across
levels. The framework of competencies for everyeracross the levels in the
organization needs to be decided. Figure - 5.18rlgle expresses the employee
opinion about the level at which the cotepeies should be used for maximum
results. Majority of the respondents said the cetepcies are at thmiddle management
level (44.86%), followed by thesenior management levé25.13%), very few said it

should be applicable at the top management levieB20).

Figure 5.10: Application of competencies at diffenat levels
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2. ldentification Of Competencies

Competency identification is an important challenigat the organizations face. There
should be a balance in the speed and the rigorwhibh competencies are identified for
a job to give results. Majority of the of respontesaid that the competencies are
identified byline managerg40.81%) as they are directly in touch with theptoyees
and know the capability of their staff moreover Isasind expertise technically and are
best in identifying the competencies for the jof82.70%) of the respondents felt that
department headslentify the competencies. They are fully awareéhef benefits and are
thoroughly informed about the resources and theeetgpions from the management
hence can do justice to the task of identifying petancies for the jobs. Few of the
respondents felt that thER (22.97%) has all the information about the empésye
regarding the expertise, knowledge, capabilitiesrthast performances and thus can in
cooperation with the department heads can idetitigyrealistic competencies for each
job and can also give the responsibility to théatrigerson. The distribution of Sampled
Respondents on the Identification of competen@eshown in figure 5.11. It is observed
that be it department heads, Hr, LM they face mahwgllenges in the process of
competency identification like not enough time &éd for the project, resistance from

the staff, lack of management support and commitmpoor communication and a
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culture that does not support competency practoeslack of awareness on the benefits
are real time issues. Who identifies does makengract on the results achieved more
than that the circumstances in which these competerare identified needs attention.
The competency identifiers find themselves in haledte as they are expected to perform
without sufficient time and resources. Under th@ssumstances the rigor is sacrificed to
expediency, and the competency identified are eeialid nor reliable which further

might lead to no credibility with the policy makesich can make them unenthusiastic.
It is very important for those who identify the cpetencies should be clear about the
time and other resources required to produce higglitgy results. Hence the policy

makers /decision makers should be informed aboaitréfationship between resource

availability and quality of the results they wilaeive.

Figure 5.11: Distribution of Sampled Respondents onthe Identification of

competencies
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In summary, it could be said that the applicatibcampetencies in the organizations is
at the middle management level followed by the @emanagement level. Moreover the
employees felt that the line managers identifiezl tbmpetencies. This is in conformity
with the prevalent practices in IT organizations. tAey have a thorough knowledge of

the work and also know the employees capabilitigstiality.
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Section 4- Employee perceptions

This section deals with the employee perceptionthercompetence based HR functions,
role of competence practice and the talent managepractices of the organizations

under different sub heads.

1. Competency based HR functions

Employee perceptions on competency based HR furscti@s collected and subjected to
a factor analysis. Aactor analysison various hr functions was done to resolve thete
variables into new categories known fastors It helped to reduce the complexity of
observed variables into new variables which sunuearithe commonality of all the
variables. The data collected from 370 employeekiwg for different IT organizations
was subjected to factor analysis by the principahgonent factor analysis with Varimax
Rotation by using the criterion that factors withgéh value > 1.00 were retained.
Loadings exceeding 0.05 are generally considereddtermining factors. The literature
on the factor analysis allows a loading of 0.3%&the minimum value for inclusion.
This criterion is being used more or less by wagarivention (Vasanthi and Rayappan,
2006). Hence, the Set Criteria was used to artivkeesfactors. (Table — 5.1)

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling 744

Adequacy.

Bartlett's Test of Approx. Chi-Square 3753.62%

Sphericity Df 153
Sig. .00d

From the above data, KMO measure of 0.744 is aabbp as it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.
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Table 5.1: Variable loadings of the different funcions using competencies by the

Varimax Rotated Principal Components (N = 370)

Loadings Eigen Value Variance (in %)

Factor — 1 Recruitment
1. | Defining Key 0.772

criteria

6.461 38.007

2. | ldentifying 0.708

behaviour

indicators
3. | Interviews 0.700
Factor — 2 HR Planning
1. | Job description 0.489
2. | Advertising 0.432 1.870 11.000

positions
Factor — 3 Performange
appraisal
1. | Clear expectations 0.597
2. | Feedback 0.452 1.633 9.605
Factor — 4 Training
1. | Identify  training 0.445

need

1.126 6.625

2. | Evaluating training 0.334

programs
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Factor — 5
Compensation and
Rewards
1. | Competitive  pay 0.594
ackage
) g 1.058 6.226
2. | Performance 0.366
incentives

Table — 5.1 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis wdltive factors accounting for 71.463%
of the total variance. The'Factor -Recruitmentconsisted of three items and explained
38.007% of total variance. Among the five factaegruitment explains the maximum
variance and is the most important competency ba#Redfunction. In Factor — 1,
defining key criteriawith a loading of 0.772 is the most important cetepcy based
item thus employees perceived defining key criterigecruitment assumes significance

in organizations.

The 2 Factor -Human resource planningis the next in order of preference. It has two
items and explains 11.000% of the total variadod descriptionsare considered as
important factor with aloading of 0.489 as it helps the HR in identifyitige kind of
competencies that are needed to perform a giventl@qualifications needed and in

preparing the behavior related interview questions.

The 3% Factor -Performance Appraisatonsists of two items and explains 9.605%of the
total variance and is next in ordé&lear expectationswith a loading of 0.597 is the
most important item in this factor, as it enables émployees to achieve the target with

perfection as the communication in terms of exgewta will be clear.

The 4th Factor Training consists of two items and explains 6.625% of ttal tvariance.
Competencies are considered for identifying tragnneedswith a loading of 0.445.
Identifying the training needs enables and alspséi identifying the relevant training
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programs, which help the employee in career gramith optimum output but also aims
at the organizations in developing the competenédts employees in developing the

career also.

The 8" Factor — Compensation and Rewardsnsists of two items and explains 6.226%
of the total varianceCompetencies are considered for compedipay package of 0.594
and is the next important item in this which in@esithe morale of the employees. Thus,
these new categories in terms of the factors tharged explain the important HR
functions that are competence based in the ordgémza It also highlights which
functions should be using competencies for effecthanagement of the employees. The

Scree Plot with the Eigen value and the Componemter is given in Figure —5.12.

An attempt was made to calculate the mean scom@stamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 5.1A

provides the scores.

Table 5.1A - Mean scores and Standard deviation fatompetency based HR

functions.

Functions Mean Std. Deviation
Func_Advt Position 2.59 1.078
Func_Def key Criteria 2.59 1.170
_Fur-m_ldentlfy behaviour 2 69 975
indicator
_Func__behawour based 246 957
interviews
Func_job description 2.70 1.028
Func__selectlng best 567 934
candidate
Func_assessing training 573 952
outcomes
Func_providing feedback 276 1.020
on performance
Func_employee 257 969
engagement
Func_identify training 2.63 .966
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needs

Func_evaluate training 253 908
programs

Func_training employee 268 955
for performance

Func_expectatlgns are 561 1107
clearly communicated

Func_.transparency in 552 980
appraisals

Func_competitve pay 251 1057
package

Func_succession planning 2.68 .967

As can be seen from the table 5.1A, recruitmentlecsing best candidate (2.73),
behavior based interviews (2.70) and defining keteiga (2.69) mean score reflects the
same pattern in their responses. The scores al®alr&aining as an other important
function where competencies could be used. Trairongcomes (2.76), evaluating
training programs (2.68) stand out prominently b ttraining function. The other

functions have a lower mean score and hence sheutdcused by the organizations for
effective result oriented practices. On the othamd) perception of the group relating to
advertisement of position had an S.D value of 1.1¥entifying vacancy with a S.D

value of 1.061 and transparency in appraisals W67 as the functions that have
effective results. This was confirmed in the fasttivat emerged in factor analysis too in

their perception of functions using competencietheorganizations.
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Figure 5.12 : Competency based HR functions
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2. Role of competencies in the organizations

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy|.657

Bartlett's Test of Sphericit Approx. Chi-Square 359.956
Df 21
Sig. .000
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From the above data, KMO measure of 0.657 is a&abbp as it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asialyn this case is therefore considered

appropriate.

Table 5.2 - Variable loadings on the Role of compecies in the organizations by the

Varimax Rotated Principal Components (N = 370)

Loadings Eigen Value Variance (in %)
Factor — 1 Individua
Development
1. | Developing 0.671
competencies
2.285 32.641
2. | Performance 0.634
appraisal improves
employee
development
Factor - 2
Organizational
Development
1. | Openness to 0.650
change
1.329 18.990
2. | Policies 0.472
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Table — 5.2 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis géltvo factors accounting for 51.631%
of the total variance. The'FFactor — Individual development consists of twenis and
explained 32.641% of total variance. Among the titems, item 1 - developing
competencies with a loading of 0.671 highlights the role of qomtencies in the
developing the employees in an organization. Itaases the employee effectiveness thus

making them competent in performing their tasks.

Factor — 2organizational developmenis the next in order of importance. It has two
items and explains 18.990% of the total variande first item in this factor ispenness
to changewith a loading of 0.650. Every organization shobéVe a culture of proactive
thinking and open to accept the challenges in a@emerge successful in the changing
and dynamic organizational context. Thus, these categories in terms of the factors
that emerged explain the role of competence basdididual and organizational factors
towards the employee and the organizations devedopnirhe Scree Plot with the Eigen

value and the Component number is given in Figusel3.

An attempt was made to calculate the mean scomstamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 5.11A

provides the scores.

Table 5.2A- Mean and standard deviation Scores orote of competencies

Mean Std. Deviation
Training employees 2.94 .839
Encourage creativity &
innovatiogn ’ 3.08 870
Developing capabilities 2.88 .845
Policies 2.96 .827
Performance appraisal
improves employee 2.93 .950
development
Openness to change 3.14 .848
Hiring competent staff 3.01 877
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As can be seen from the table 5.2A, openness togeh¢8.14), encourage creativity and
innovation (3.08) and Hiring competent staff (3.@gan score reflect the same pattern
in their responses. All the other capabilities havewer mean score and hence should be
focused for considering competencies in those msgeareas. On the other hand, hiring
competent staff has a S.D value of 0.877 and eagig creativity and innovation has
0.870. This was confirmed in the factors that emdrgn factor analysis in their
perception on the role of competencies in the arggional framework. As shown in
table 5.2A

Figure 5.13. Employee perceptions on role of compaicies.
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3. Talent Management practices

KMO and Bartlett's Test

Df
Sig.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity Approx. Chi-Square

744

3753.62%
153
.00G

From the above data, KMO measure of

appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is

.000 and hence highly significant. The factor asialyn this case is therefore considered

appropriate.

Table 5.3 - Variable loadings of employee perceptie on Talent Management

0.744 is &abbp as it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is

practices by the Varimax Rotated Principal Componets (N = 370)

Loading: Eigen Value Variance (in %
Factor - 1 Talent
Acquisition
1. | Behaviour base 0.83¢
interviews
2.186 36.441
2. | Hiring competen 0.68¢
staff
Factor - 2 Talent
Development
1. | Job related trainin 0.80¢

programs
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2. | Encourage creuwity 0.48( 1.182 19.70:
& innovation

Factor - 3 Talent

Retention

1. | Challenging  work 0.96¢ 1.02C 16.99:
assignment

Table — 5.3 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis weéldhree factors accounting for

73.136% of the total variance. This suggest thatettare other factors which contributed
to managing talent in the organization other tHa routinely used categories — talent
acquisition, talent development and talent retenti®he organizations thus need to focus

on these factors for talent management.

Factor — 1 is Talent Acquisition consisting of tWwems and explained 36.441% of total
variance. Among the two items, item -1 whichhshavior based interviewwith a
loading of 0.834 explains the maximum variance enthe most important factor for
selecting the right candidates for the right joBpegially in the IT companies as they

face talent crunch.

The 2" Factor — Talent development is the next in ordéimoportance. It has two items
and explains 19.702% of the total varianceTaient Developmerthe first item isjob
related training programwith a loading of 0.809 is the important item assmof the
employees expressed dissatisfaction over the cbofethe training programs and felt
that job related training programs will help themmproving their capability and also in

improving their competencies.

The 3 Factor -Retentionconsists of one item and explains 16.993%of the t@riance
and is next in ordeiChallenging work assignmentgth a loading of 0.968 is the most
important item in this factor. The reasons that leyges are cite for leaving the current

employer and joining another company was chaltengvork assignments. Hence
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organizations should take care in engaging theaff stvith challenging roles and
continuous creativity should be encouraged. Tlhese factors that emerged help the
organization with talent acquisition, development aetention is posing a challenge to
the Information Technology sector as a whole. Thee& Plot with the Eigen value and

the Component number is given in Figure — 5.14.

An attempt was made to calculate the mean scomstamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 5.3A

provides the scores.

Table 5.3A — Mean and standard deviation scores.

Mean Std. Deviation
Hiring competent staff 2.14 741
Job related training programs 2.45 499
Chgllenglng work 165 597
assignments
Behavior based interviews 2.57 496
Encourgge creativity & 248 500
innovation
Talent Retention 2.24 426

As can be seen from the table, behavior basediates (2.57), encourage creativity and
innovation (2.48) and job related training prograf@<l5) mean score reflects the same
pattern in their responses. All the other fact@geha lower mean score and hence should
be focused by the organizations. On the other haindg competent staff is competence
based with a S.D value of 0.741 and challengingkvassignments with 0.527 are the
areas of concern for management in managing thenaation. This was confirmed in
the factors that emerged in factor analysis totheir perception on talent management

practices. As shown in table 5.4A.
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Figure 5.14: Talent Management Practices.
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In summary, employee perceptions on the competbasgd HR functions were in line
with the organizational practice. Recruitment folezl by HR Planning and performance
appraisal were perceived to be the important HRtfans which should be competence
based. The role of competencies was seen in termsligidual development with focus

on developing competencies and highlighting the artgmce of competencies in
performance appraisal. Competency management aticielto talent management was
found in talent acquisition rather than talent depment and retention. The behavioral

based interviews to hire competent staff assunrefgignce in this context.
Section 5 - Talent Management

This section tried to identify weather the orgatiaas face talent shortage, the enabling

and disabling factors in managing the talent ofdtganizations.
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1. Talent shortage

IT companies, big or small, are facing talent shgetbecause of various reasons. At one
level there are overseas companies and their NBesentatives luring trained and
experienced hands with plum US assignments andrdedirnings. At another level, there
are the smaller outfits, which cannot invest imireg and development. They try to wean
away employees from bigger outfits with astronornisalaries and perks. This was
confirmed in the study also where a majority of temployees agreed that the
organization faces talent shortagkvays (75.67%). Very few of the respondents said
their organizatiomeverface the problem of talent shortage(23.78%). lEdufl5 shows

the talent shortage.

Figure 5.15 — Shortage of Talent in the organizatits.
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talent shortage

2.The enabling factors of talent management

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequad.711

Bartlett's Test of Spherici Approx. Chi-Square 1019.174
Df 66
Sig. .000
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From the above data, KMO measure of 0.711 is aabéptas it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.

Table 5.5 Variable loadings of enabling factors of'alent management practices by

the Varimax Rotated Principal Components (N = 370)

Loadings Eigen Value Variance (in %)
Factor — 1 Culture
1. | Management 0.977
support
2. Freedom 0.977
_ _ 6.756 56.302
stimulation
3. Openness to 0.976
change
innovation

Factor — 2 Job related

factors
1. Work Relations 0.911
2. | Peer relationships 0.911
3.080 25.664
3. | Recognition 0.804
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Factor — 3 Policies

1. | Flexibility 0.570

1.068 8.897

2. | Transparency 0.566

Table — 5.5 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis weéldhree factors accounting for
90.863% of the total variance.

The f' Factor isCulture consisting of three items and explained 56.303%otal
variance. Among the three items, item Inanagement suppowith a loading of 0.977
is the most important item and explains the maxinwamiance and is the most important
factor that encourages, motivates, supports amndiges all the resources for the

development of talent in the organization.

The 2% Factor isjob related factorswhich is next in order of importance. It has three
items and explains 25.664% of the total varianneFdctor — 2work relationandpeer
relationshipswith a loading of 0.911 are the important itemmdoyees have stressed
the importance of job related factors, the abseocevhich will de motivate the

employees and result in retention problems.

The 3% Factor isPolicies and consists of two items and explains 8.897%ef ttital

variance and is next in ordéflexibility with a loading of 0.570 is the most important
item with regard to the policies affecting the tdlemnanagement practices. Hence
conducive policies should be developed and adoatdtie organizations. Thus, these
new categories in terms of the factors that emerggplain the enabling talent
management strategies in the organization. TheeSelat with the Eigen value and the

Component number is given in Figure — 5.16

Figure 5.16 — Enabling factors of talent managemergractices.
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An attempt was made to calculate the mean scom@stamdard deviation to check the

consistency in their responses and examine therpatthat emerged. Table — 5.5A

provides the scores.
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Table 5.5 A — Mean and Standard scores of enablirfgctors.

Mean Std. Deviation
_Openne_ss to change 308 787
innovation
Task oriented 2.65 479
Management support 3.08 .789
Freedom stimulation 2.43 .756
Peer relationships 2.32 467
Nature of work 1.78 464
Work relations 3.08 787
Recognition 2.32 467
Job security 3.08 787
Encouraging creativity 2.42 752
Flexibility 3.08 787
Transparency 2.65 479

As can be seen from the table, openness to chamgesation (3.08), management
support (3.08), work relations (3.08), job secu(By08) and flexibility (3.08) reflects the
same homogeneous pattern in their responses. dbttier talent enabling factors have a
lower mean score and hence should be focused bgrgamization. On the other hand
management support with a S.D value of 0.789 aagéttern got reinforced with a near
homogenous perception of the group relating to npses to change innovation, work
relations, Job security and transparency with av@alDe of 0.789 are areas of concern for
managing talent in organization. This was confirnrethe factors that emerged in factor
analysis too in their perception on enabling faxtof talent management factors in
organizations. As shown in table 5.5A
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3. Disabling factors of talent management

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

Bartlett's Test of Sphericity Approx. Chi-Square

Df

Sig.

.654

621.110

15

.000

From the above data, KMO measure of 0.654 is aabéptas it is more than 0.5.

Moreover, it falls under the ‘good’ quality. It g8 confidence that factor analysis is

appropriate for the given sample. Also, BartletTest of Sphericity should have

significant value of less than 0.05. In this cdke, significance level in Bartlett’s test is

.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.

Table 5.6- Variable loadings of disabling factors foTalent management practices by

the Varimax Rotated Principal Components (N = 370)

Loadings Eigen Value Variance (in %)

Factor -
Organizational
1. Non Transparent 0.845

Procedures

2.600 43.341

2. Manipulated 0.810

HR Policies
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Factor — 2 Individual
factors
1. Favoritism 0.807
2. | Lack of 0.763 1.149 19.155
Management
Support

Table — 5.6 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis y@eltivo factors accounting for 62.496%
of the total variance. Theé'Factor isorganizational Factorgonsisting of two items and
explains 43.341% of total variance. Among the tactdrs, Factor — 1 ison transparent
procedureswith a loading of 0.845 is the most important itend explains the
maximum variance and is the most important disgldiaetor as rated by the respondents
in managing the talent in the organizations. Treosd item is manipulatedR policies
with a loading of 0.810 which hinder the talent mgement practices of the organization.
Thus it reveals that the procedures should be peargat especially in dealing with the

knowledge employees.

The 2 Factor isIndividual factorsand is next in the order of importance. It has two
items and explains 19.155% of the total variablasFactor — 2,Favoritism with a
loading of 0.807 is the important item that disahllee talent management practices of
the organization. The role of managements is ingmbrin encouraging the employees to
perform better and also act as a catalyst to cbatrd implement the fair policies at the
individual and at the organizational level. Thigtifier motivates the employees and
encourages them to become loyal towards the orgémins. The second item — lack of
management support is found to be another disalfaotpr according to the study.
Individual growth and development gets stunteché management support is not forth
coming. Thus, these new categories in terms offdlceors that emerged explain the
strategic inputs into managing with the disabliagtérs of talent in the organizations.

The Scree Plot with the Eigen value and the Commionamber is given in Figure —
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5.17. Since 62.496% of variance is explained iwshthat there are other factors also
which are responsible for disabling the talent nge@naent practices of the organizations
and hence organizations should also focus on them.

Figure 5.17 - Disabling factors of talent managenms

Scree Plot

2.5

2.0

1.57

Eigenvalue

1.0

0.5

I I I I I I
1 2 3 4 5 6

Component Number

An attempt was made to calculate the mean scom@stamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 5.15A
provides the scores.
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Table 5.6A — Mean and standard scores of disablirfgctors of talent management.

Mean | Std. Deviation
Favoritism 3.34 .788
Manipulated HR Policies 3.01 .907
Out of turn increments 2.93 934
Lack of management Support3.27 .690
Non Transparent Procedures  2.63 1.157
Poor Work Relations 3.23 .584

As can be seen from the table 5.6A, favoritism43.&ck of management support (3.27)
and bad work relations (3.23) mean score refléetssame pattern in their responses. All
the other disabling factors have a lower mean santehence should be focused by the
organization in managing the talent. On the otlaerdh non transparent procedures with a
S.D value of 1.157, out of turn increments with33.%nd manipulated HR policies with
a S.D value of 0.907 are the disabling factors aficern for talent management in
organizations. This was confirmed in the factorat thmerged in factor analysis too in

their perception on disabling factors of talent enggment in organizations.

In summary, the study reveals that a majority @f tihganizations are engagedtatent
war because of talent shortage in the organizations. @ the important enabling factors
of talent management appears tocbh#ure, which entailsmanagement support, freedom
/ stimulation and openness to changehe job related factors also were found to have
enabled the organizations in managing talent. Grg#ional factors -hon-transparent
procedures, manipulated HR policiegre found to be the disabling factors for manggin
talent in the organizations. The individual factambich disabled the organizations, were

favoritism and lack of management support

Thus it could be concluded that a majority of theare attached to projects and involved
in development activity. A good number of them wpost graduates and majorly male
in composition with about 1 to 5 years of expereendts encouraging to note that a
majority of them were aware of the concept and catence management as a practice in
their respective organizations. Employees were @wdr competencies as in use in
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recruitment followed by training and selection at order. It could be said that the
application of competencies in the organizationsatishe middle management level
followed by the senior management level. Moreover émployees felt that the line
managers identified the competencies. This is mfaroity with the prevalent practices
in IT organizations. As they have a thorough knalgke of the work and also know the
employees capabilities in totality. Employee petiogrs on the competency based HR
functions were in line with the organizational gree. Recruitment followed by HR
Planning and performance appraisal was perceivebetthe important HR functions
which should be competence based. The role of cmpies was seen in terms of
individual development with focus on developing @atencies and highlighting the
importance of competencies in performance appraiSaimpetency management in
relation to talent management was found in talecquisition rather than talent
development and retention. The behavioral baseghvietvs to hire competent staff
assume significance in this context. the studyaksvehat a majority of the organizations
are engaged imalent war because of talent shortage in the organizatiome &f the
important enabling factors of talent managementeapp to beculture, which entails
management support, freedom / stimulation and ggenmo change The job related
factors also were found to have enabled the orgdoizs in managing talent.
Organizational factors -non-transparent procedures, manipulated HR policesre
found to be the disabling factors for managingrtale the organizations. The individual
factors, which disabled the organizations, wéaeoritism and lack of management

support
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CHAPTER - VI
DATA ANALYSIS

SENIOR MANAGERS

The study was aimed at examining the awarenessompeatencies, the application of
competencies and the factors contributing towardent management from the
employees and the senior managers from the sangpghizations. An attempt was
made to capture the demographic profile of the ®emanagers - the department,
designation, qualification, gender and experiencihé organization — the awareness, the

usage, and their opinions and perceptions on isgugsmpetency management.

This chapter presents the data analysis basedeoresiponses collected from the senior
managers. The analysis has been presented unfigedifsectionsSection lhighlights
the demographic profile of the senior manag&mction 2identifies the awareness of
senior managers with regard to the competency esnaept and with regard to the
different HR functions of the organizatioBection 3deals with the identification and
levels / hierarchies of the organization where cetapcies are applicabl&ection 4
covers the senior managerial perception of competsnfor HR functions, role of
competencies for organizations and towards taleartagement practices aSection 5
includes the opinions on talent identification am®ntifying factors enabling and

disabling the talent management process.

The demographics, awareness about competenciesapplitation of competency
practices has been analyzed in a descriptive wely as frequencies and percentages for
analyzing the factual information and is presentesing graphs wherever found

necessary.

The opinion and perception on the importance ofmetencies for HR functions, role of
competencies for organizations, talent managemerdctipes, basis of talent
identification and identification of enabling angsabling factors of talent management
process has been analyzed using the factor an&bydetermine the factors that influence

the opinions on these issues.
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To understand the opinion of managers on the canpgtbased functions, role of
competencies in organizations, talent managemexdtipes of the organizations, a 4
point scale was used with a rating on a scale #fwith 1 representingtrongly agree?2
representingagree 3 representinglisagreeand 4 representing strongtiisagree The
mean and standard deviation was calculated to cbeagistency in their perception. In
addition, a factor analysis was done to resolvargel set of variables into factors. The
data collected from the respondents was subjeotedricipal component, factor analysis
by Varimax Rotation with Kaizer Normalization methdy using the criterion that
factors with Eigen value > 1.00 were retained. liogsl exceeding 0.5 were considered
for determining factors. To avoid the crowding aictors, this measure was taken
although the literature allows a loading of 0.3%#the absolute minimum value to be
interpreted. This criterion is being used moreesss|by way of convention (Vasanthi and

Rayappan, 2006). KMO and Bartlett’s test was alswedor sample adequacy.

The frequency and percentage was calculated tdidinglthe pattern that emerged. While
there are no patterns in literature — in the Indiantext, content analysis, interpretation
of the various statistical tests is done to aravénferences and satisfy the objectives of
the study. The field of Competency management heiged interesting questions and

these have been explored with increasing sophiticas times changed.
Section 1 — Demographics

The data collected with the help of competency rgangnt questionnaire has been
analyzed and interpreted in this section on théshasdifferent demographic factors like

department, designation, qualification, genderexpkerience with in the organization.
1. Department wise classification of the respondesit

The departments are the skeletal frameworks fgraganization. The tangible and
intangible nature of any organization is clearlydewnced in the Departments. Majority of
the respondents were attached to projects (58.886y, few were from the strategic
function (16.7%), followed by HR and finance dep@hts. The distribution of the

sampled respondents department wise is shown urd-i§.1. Projects are the backbone
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for any IT organization. The organt&ans ability to get the projects depends on the skills
of the human resources and the quality of work dopntem.

Figure 6.1: Distribution of the sampled respondentslepartment wise.
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2. Designations of the respondents

The organizations comprises of many individualsrdoating their efforts at different
levels of authority and segments of specializafamthe purpose of achieving the goals
and objectives of the organization. The organizasivucture gives the order and unity to
the actions and efforts of people working for a cmon goal in the form of a hierarchy.
In the IT sector, the organizations have their dwararchy for the functioning of work.
Figure 6.2 — shows the distribution of sampled oesients by designation. The sample
was senior managers only but it was decided to &idke designations in an IT setting.
It was found that majority of the respondents wagsignated as managers (21.1%). Very

few of the respondents were project leads (14.58d) quite a few of them were team
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leads (9.2%). Every IT organization has its owuatre for the functioning of its

activities.

Figure 6.2 — Distribution of the Sampled Respondestby Designation
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3. Qualification

Education plays an important role in equipping epes for their task completion.
Employees working for the IT organizations nee&more conscious of this fact as
competition makes or mars the employees in ternoppbrtunities. It was observed that
employees were having multi skills and a combimabtd qualifications due to the fierce
competition. This study revealed that the respotsl&éad different combinations of
education background. A majority of the employeas tieir masters in professional
courses like MBA (32.2%), MCA (19.1%) and MSc (1%)y A good number of

respondents had a technical background like BE %Y.@s their qualification.

Distribution of the Sampled Respondents by Quaifans is shown in Figure 6.3.
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Figure 6.3 — Distribution of the Sampled Respondestby Qualifications.
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4. Gender

Majority of the respondents were male (69.1%).\Memw were female (25.7%). Figure
6.4 shows the distribution of the sampled respoteddased on gender. With the
increased awareness of education, opportunitiesdoger, more and more women are
taking up professional courses its a positive iatiin of awareness with the parents and
the individuals. Measures should be taken to ermgmirthe women to join IT
organizations in far greater numbers.
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Figure 6.4 - Distribution of the sampled responderst by gender.
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5. Experience

From the data collected, it was observed that ntgjof the respondents were having an
experience of 6-10 years (59.9%), a good numbéresh belong to the experience group
of 11-15 years (26.3%), few of the respondentyrigeto the experience group of 16-20
years (4.6%). Figure 6.5 shows the distribution saimpled respondents based on
experience. The data suggest that employees wills skn easily be promoted to the

higher levels in an organizational hierarchy. Orgations with such a policy keeps the
employee morale high in terms of promotions. Theplegyees are also interested in
exciting careers with high and new responsibilittesperform. Thus IT sector has

become the career option for majority of the youeigs
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Figure 6 5- Distribution of sampled respondents basi on experience.
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In summary, a majority of them were attached tggmts and involved in development
activity. A good number of them were post graduatied majorly male in composition
with about 6 to 10 years of experience.

Section 2 — Awareness on competency
1. Awareness on Competency as a concept

The business success and the survival of the arg@oms are dependent on prompt,
readily accessible, accurate and current informat@oncerning the competency
preparedness and availability of its intellectuabrkforce. Awareness makes the
employees job clear, in terms of the expectationsnfthe employee on the job and
information makes the target achievement all theeneasier.

Awareness on competency is very important for eygds. It helps them in setting their
energy in the right direction and doing right thengith positive attitude. Employees are
more likely to accept new roles and excel if thegerstand the reason for their efforts in
any activity they do. Majority of the senior exavas said that their employees were

aware of competency as a concept (94.7%) and esvyof the respondents (5.3%) did
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not respond to the awareness question. Figurem@@ssthe distribution of the sampled
respondents awareness on competency concept. Tpleyems in the senior positions are
well aware about the importance of competencieshén organizational context. The
competencies help in increasing the commitment tdsvéhe job, generates trust and
willingness to use the efforts for the job and esypl’'s awareness helps in generating
the required support in terms of resources, fundd the motivation required for

performing the job effectively.

Figure 6.6: Distribution of the sampled respondentsawareness on competency
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2. Competencies in context of different HR functins

The HR activities and the HR functions got the gggtion in terms of managing the
valuable resources of any organization. Thus ifHiiRe has to be effective in managing
the human resources it needs to be competitivee réspondents were aware of the
competence / competencies at the work place wipea to different HR functions.
Majority of the respondents had the knowledge ompgetence with respect to the
recruitment function (99.60%), a good number of tBspondents with respect to the
performance appraisals (79.40%) followed by thaning function (79.40%) and so on.
Organizations that view their HR as a strategidrimss partner believe in full maturity of
their HR function. They focus on attaining leadgrgbositions rather than year to year

development. It is at this stage the HR responsibidegins for identifying the core
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competencies necessary for their organizationstéindeadership positions. Overall it is
concluded that the employee awareness with respebe HR functions is limited to a
few functions in HRM. Hence organizations shouleh @t developing the competencies
for the leadership positions. The distributionsampled respondents with regard to the

awareness of competence in the context of HR fonstis shown in figure 6.7.

Figure 6.7- Competencies considered for different R functions
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In summary, It is encouraging to note that a mgjasf them being fairly senior, were
aware of the competency management as a conceppractice in their respective
organizations. Managers were aware of competemsda use in recruitment followed

by training and selection in that order.
Section 3 — Application of Competency Management

This section deals with théentification and application of competencies in the
organizations. Application of competency based HR&fuires significant change
initiatives and there must be a compelling needwificco change. It is not just the HR
but everyone in the organization must see the fisrafid be willing to champion the
initiative. Having championed the change, the fmmsajor challenge is to define the

competencies across levels.
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1. Identification of competencies

The competencies play an important role in everganization. Striking a balance

between speed and rigor is perhaps the chief cig@léhat competency identifiers face.
Figure 6.8 shows identification of competenciesjdvity of the respondents said that the
Line managers identify the competencies (41.44%p@d number of the respondents
said that it is identified by department heads {&%) and quite a few of them said that
the competencies are identified by the HR (14.47%he managers who identify the

competencies should have thorough understanditfiegbb and employees capability in
terms of behavior. The management support is @éakenterms of the resources needed

for identifying the competencies for each job.

Figure 6.8: Identification of competencies.
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2. Application of competencies at different levels

Majority of the senior managers said that the @ppilbn of competencies is at the tactical
level (40.78%) and a good number of the senior mengaid the application of

competencies is at the middle level (36.18%). fery of the senior managers said that
the application of competencies is at the top le\idl.8%) as seen in Figure 6.9.

Application of competencies requires resourceseims of sufficient manpower, time
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etc. Thus, management support plays an importdatfor competency management in
the organizations.

Figure 6.9 — Application of Competencies at diffenat levels.
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In summary it could be said that the applicatiom@hpetencies in the organizations is at
the tactical level followed by the middle level. Mover, the senior managers said that
the line managers and the department heads idethitédycompetencies. This is in
conformity with the prevalent practices in IT orgaions. As they have a thorough
knowledge of the work and also know the employgebdities in totality, they are the
right people to deal with competencies. All the sammanagement support plays an

important role in the application of competencieshie organizations.
Section 4 — Employee Perceptions

This section deals with employee perceptions onHRefunctions, role of competency
management and talent management practices ofrffaminations under different sub

heads.

A factor analysisis done on the perceptions of the senior managersompetence

management to resolve the set of variables into oategories known afactors It
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helped to reduce the complexity of observed vaembihto new variables, which

summarizes the commonality of all the variablese Data collected from 145 senior
managers was subjected to factor analysis by tmeipal component factor analysis
with Varimax Rotation by using the criterion thatcfors with Eigen value > 1.00 were
retained. Loadings exceeding 0.05 were consideneddtermining factors. The literature
on the factor analysis allows a loading of 0.3%&the minimum value for inclusion.

This criterion is being used more or less by wagaivention (Vasanthi and Rayappan,
2006). Hence, the Set Criteria was used to artivikeeafactors.

1. HR functions using Competencies.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequad.760

Bartlett's Test of SphericiitApprox. Chi-Square 1588.071

Df 136
Sig. .000

From the above data, KMO measure of 0.760 is aabéptas it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.

Table — 6.1 highlights the factors, item loadingsgyen value and percentage of variance
explained by each factor. The factor analysis yeéltbur factors +ecruitment, training,

performance appraisal and HR planniagcounting for 94.615% of the total variance.

The T' Factor isrecruitmentconsisting of three items and explains 52.747%otl
variance and is the most important of the compstdmased HR functions in the
organizations. In Factor — Hefine key criteria, identifying behavior indicasoand

behavior based interviewsith a loading of 0.994 each are the most impdariteims for

201



the recruitment functions. Competence based recemt function helps the employer
with clarity in the skills to be looked at, the &pf attitude required for a particular job
and thus helps in the best hire. This also helpgebruiter in the recruitment process by

helping him to frame the right behavior relatedgjioms to be asked in the interviews.

The 2% Factor istraining and is the next in order of importance. It has ftems and
explains 16.998% of the total variance. In Fact@, identifying training programsand
evaluating training programare with a loading of 0.993 each and are the itapbr
items. Competency based identification of trainprggrams and evaluations of the
training programs helps in arranging the rightrtirag) programs for the right employee at
the right time in the organization and also contiés in identifying the short comings of
the training programs. The trainers can identify #mount of learning that took place
through the training, can update / modify the cohief the training and thus training

programs can be improved and focus can be on isiageghe learning of the trainees.

The 3% Factor isperformance appraisalhich further consists of two items and explains
13.549%0f the total variance and is next in or@@mpetency based succession planning
with a loading of 0.974 is the most important itémthis factor. Competency based
succession-planning leads to generating the effiordsproductive and effective direction
by both the employees and employers. It also ise®dhe morale of the employees,
develops individuals, creates positive work cultanel saves the time and costs in hiring

and training new employees.

The 4" Factor isHR planningwhich is comprised of two items and explains 1985
the total variance and is next in order. Competdraseddentification of vacancies and
advertising of positionare with a loading of 0.983 are the most importterhs in this
factor. Identification of a vacancy is very impartaand correct identification of a
vacancy helps in hiring the right candidate withuieed skills, with the job descriptions,
the skills needed for the job, resources neededvarad importantly helps in identifying
the achievable targets with the required skillsjclwHurther helps the Hr in advertising
the job positions with clarity in requirements lilgkills, qualifications and also helps the
HR in terms of where to advertise and whom to $edscprospective candidates. Thus,

these new categories in terms of the factors thetrged explain the perceptions of
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senior executives on the importance of competeraged HR functions for the
organizations and for the individuals. The analygiews that 5.385% of the non-listed
HR functions also contribute towards generatingdoeindividual and organizational
performance and hence the practitioners shouldfatse at the other functions also. The

Scree Plot with the Eigen value and the Componemtyer is given in Figure — 6.10.

Table 6.1: HR functions using Competencies.

Loadings Eigen Value Variance (in %

Factor — 1 Recruitment

1. | Define key criteria | .994

2. | ldentify behavior | .994 9.682 52.747

indicators

3. | Behavior based .994
interviews

Factor — 2 Training

1. | Identify training| .993
needs

2. | Evaluate training | .993
3.252 | 16.998

Programs
Factor — 3 Performange
Appraisal
1. | Succession planning0.974
at all levels
2.312 13.549
2. | Expectations are0.615
clear
Factor — 4 Human
Resource Planning
1. | ldentifying 0.983
vacancies
1.785 11.321

2. | Advertising position 0.983
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An attempt was made to calculate the mean scomstamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 6.1A

provides the scores.

Table 6.1A: Mean and Standard deviations for compeincy based HR functions.

ltems Mean Std. Deviation

Identifying vacancy 2.58 496
Advertising position 2.58 496
Define key criteria 3.06 .827
Identify behavior indicators 2.94 .827
Behavior based interviews 2.94 .827
Job description 2.94 .827
Selecting best candidates 2.94 .827
Assessing training outcomes 2.94 .827
Employee engagement 3.06 .827
Assess training methodology 2.94 .827
Identify training need 3.68 467
Evaluate training program 3.68 467
Expectations are made cleay 2.92 .826
Transparency in appraisals 3.13 342
Competitive pay package 2.57 497
Succession planning 2.87 342
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As can be seen from the table 6.1A, the followingaBiables identifying training need
(3.68), evaluate training program (3.68) and tragnemployee for performance (3.68)
reflected almost the same opinion, transparencyappraisals (3.13), employee
engagement (3.06) and defining key criteria (3id6an score reflects the same pattern
in their responses. All the other HR functions hayewer mean score and hence should
be focused by HR practitioners of the organizatiOn. the other hand, the pattern got
reinforced with a near homogenous perception of gtwip relating to defining key
criteria, identify behavior indicators, behavior sbd interviews, job descriptions,
selecting best candidates, providing feedback amul@®/ee engagement with a S.D value
of 0.827 and communicating the expectations cleaitih a S.D value of 0.826 as the
important HR functions that should be competencgethan the organization. This was
confirmed in the factors that emerged in factorlysia too in the HR functions using

competencies.

Figure 6.10: Functions using competencies.
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2. Role of Competency Management.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling .58]]

Adequacy.

Bartlett's Test of Approx. Chi-Square 616.70%

Sphericity Df 21
Sig. .00d

From the above data, KMO measure of 0.581 is aabéptas it is more than
0.5.Moreover; it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdbe, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered
appropriate.

Table — 6.2 highlights the factors, item loadinggen value and percentage of variance
explained by each factor. The factor analysis wéldhree factors accounting for
81.040% of the total variance.

The T Factor isprocess developmeanbnsisting of three items explains 42.638% ofltota
variance. Among the three factors, Factor — 1 expldne maximum variance and is most
important for competence management. In Factor cethpetition / confrontatiohelps
in developing individualsvith a loading of 0.962 is the most important itefiihe
organizations with a healthy, competitive environinend scope for confrontation lead

to individual's development.

The 2nd Factor is individualevelopment factandis next in the order of importance. It
has two items and explains 25.094% of the totalamae. In Factor — 2Competency
based performance appraisahdthe development of capabilitiasth a loading of 0.920

are the important items which improves the ovemiiployee development in the
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organizations. The'8Factor isOrganizational Developmemnsisting of two items and
explains 13.308% of the total variance and is naextrder. In factor 3 Openness to
change with a loading of 0.713 is the most impdrtiéem. An environment which
encourages continuous innovations, open to chandje nat only emerge in the
competition but will also encourage the employeesheir development. Thus, these
new categories in terms of the factors that ememrgguain the perceptions of senior
executives on the importance of competence basedgeaent practices to develop the
process and the individuals. The analysis shows 18#60% of the non-listed factors
also contribute towards the importance of compgtenanagement practices and hence
the practitioners should also aim at making theotactors also competency based. The

Scree Plot with the Eigen value and the Componemter is given in Figure 6.11.

Table 6.2: Role of Competency Management.

Loadings Eigen Value Variance (in %)
Factor - 1 Process
Development
1. | Competition / .962
Confrontation leads 3.411 42.638

to development

2. | Hiring competent .895
Staff

3. | Encouraging .857
Creativity &

Innovation

Factor — 2  Individua
Development

1. |PA improves| .920
employee
development
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Developing .920 2.008 25.094

Capabilities

Factor — 3 Organizationa
Development

1.

Openness to change 0.713

1.065 13.308
Policies 0.639

An attempt was made to calculate the mean scom@stamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 6.3A
provides the scores.

Table 6.2A : Mean and Standard deviations on the Re of Competency

Management.
Items Mean Std. Deviation
Hiring competent staff 3.26 794
Policies 3.13 .858
Competition / confrontation leads 3.69 463

to better practices

Developing capabilities 3.31 .800
PA improves Emp. development 2.89 .889
Encouraging creativity & 3.66 A74
innovation

Transparency 3.15 .833
Openness to change 2.89 .889
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As can be seen from the table 6.2A, competitiomorifrontation (3.69), encouraging
creativity & innovation (3.66), leads to better pess, competencies help in hiring
competent staff (3.26) and developing capabili{ge81) reflects the same pattern in their
responses. All the other competency practices lewmilar response rate and are
important factors that help in developing the ergpés and hence should be focused by
the practitioners. On the other hand, the pattetrginforced with a near homogenous
perception about competence based performance isgigraimprove employee
development with a S.D value of .889 and openreshdnge with .889 are the important
strategies for the organizations in talent managéeniéis was confirmed in the factors
that emerged in factor analysis too in their peiio@pon competency management

strategies.

Figure 6.11 — Role of Competency Management.
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3. Talent management practice in the organizations

Table 6.3 highlights the factors, item loadingsgdfi value and percentage of variance
explained by each factor. The factor analysis wéldhree factors accounting for
89.257% of the total variance.

The Factor — 1 iFalent Developmentonsisting of three items explained 45.941% of
total variance. Among the three factors, Factorexdlains the maximum variance and is
most important talent management practice for tmgarwzation. In Factor — 1
encouraging creativity & innovatiowith a loading of 0.980 is the most important item
Most of the organizations face high employee attriproblems due to lack of a culture
on encouraging creativity and innovation which fre tglobalized era is the utmost
important thing for any organization either to fabe competition or for developing and

retaining the highly skilled employees.

The 2" Factor isTalent Acquisitioris next in the order of importance. It has twarise
and explains 30.409% of the total variance. In éiaet2, Hiring competent Staff with a
loading of 0.917 is the important item. The orgatians because of globalizations are
facing tough competition from the global and mutional players thus it became
essential that capable and effective staffs bedlgethe organizations with all the talent

shortage and brain drain especially in the Indiasdctor.

The 39 Factor is TalenRetentionconsisting of two items and explains 12.907% e&f th
total variance. In Factor — 8hallenging work assignmentsth a loading of 0.870 is the

most important item in this factor. Thus, these mategories in terms of the factors that
emerged explain the important strategies for mantatie talent effectively. The Scree

Plot with the Eigen value and the Component nurnggiven in Figure 6.12.
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Table 6.3: Employee perception on Talent managemeptactice.

Loadings Eigen Value Variance (in %)
Factor — 1 Talent
Development
1. | Encouraging .980
Creativity 3.675 45.941

and innovation

2. | Job related training .961

Programs
3. | Flexibility .937
Factor - 2 Talent
Acquisition
1. | Hiring competent 917
staff
2. | Behavior based 871
2.433 30.409
Interviews
Factor - 3 Talent
Retention
1. | Challenging work 0.870
assignments
1.033 12.907

2. | Competitive pay 0.613
package

An attempt was made to calculate the mean scom@stamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 6.3A

provides the scores.
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Table 6.3A : Mean score values of Talent ManagemeRractices.

ltems Mean Std. Deviation
Encouraging creativity 3.76 428
&innovation
Competitive pay package 2.24 428
Encouraging freedom to 2.69 .818
work
Behavior based interviews 2.93 1.001
Flexibility 2.84 .943
Hiring competent Staff 2.21 1.051
Challenging workK 3.06 .827
assignments
Job related training programs  3.21 1.147

As can be seen from the table 6.3A, Encouragingtietey & innovation (3.76) and Job
related training programs (3.21) mean score refléot same pattern in their responses.
All the other capabilities have a lower mean s@ré hence should be focused by the hr
practitioners. On the other hand, the pattern gatforced with a near homogenous
perception on talent management practices of tiganation relating to Job related
training programs with a S.D value of 1.147 asdhsas of concern in managing talent.
This was confirmed in the factors that emergedactdr analysis too in their perception

on talent management practices of the organization.
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Figure 6.12: Competency based Talent Management Retces.
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In summary, employee perceptions on the competbasgd HR functions were as per
the organizational practice. Recruitment, trainfiogpwed by performance appraisal was
perceived to be the important HR functions are cetemcy based. The role of
Competency management was seen at the processopieegit, individual and

organizational development. The executives stresadtie importance of developing the

existing talent followed by talent acquisition aatent retention in the organizations.
Section -5

This section deals with the factors on which taisritlentified in the organizations, also
tried to find out the different enabling and disaglfactors for managing the talent in the

organizations.
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1. Identification of Talent

Employee’s high performance for the current pemogs not predict future leadership
potential. Hence ability, engagement and ambiéi@nessential in an individual to rise to
higher positions. Thus to promote employees to digpositions or for new hires

identification of talent is of high importance espdly with the IT sector. Majority of the

respondents felt that the organizations identify tiient based on the ability to achieve
the target (25%), a good number of the respondsits that the organizations identify
the talent on the basis of the performance appsa{24.05%), and some of them said
that they identify the talent on the basis of theutts achieved (13.81%). Figure 6.13
identification of talent The first step towardsmaging the talent is identification of the

talent and then nurturing and managing them.

Figure 6.13 : Identification of talent
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2. Enabling factors of Talent Management.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .58
Bartlett's Test of Sphericity Approx. Chi-Square 616.70
Df 2
Sig. .00

From the above data, KMO measure of 0.581 is aabéptas it is more than
0.5.Moreover; it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdke, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.

Table —6.4 highlights the factors, item loadinggjele value and percentage of variance
explained by each factor. The factor analysis wéltvo factors accounting for 95.884%

of the total variance.

The F' Factor isCulture factorswhich consists of two items and explains 70.994% o
total variance. Among the two factors, culture Begtexplains the maximum variance
and is most important enabling factor for talentnagement in the organization. In
Factor — 10Openness to change innovatiowith a loading of 0.998 is the most important
item. With the liberalization policies of 1990’sdian markets were opened up for the
world players with different cultural practices. éfvso with globalization employees
have to work under different cultural practicesstttie culture is an important factor in
the management of employees in organizations. @uélso plays a crucial role towards

organizational / employee performance.

The 2% Factor —Policiesis the next in order of importance. It has two iseand explains
24.891% of the total variance. In Factor — 2 Fléitypand transparency are with a

loading of 0.996 are the important items. The d$iroapacity to adjust to change or
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exploit opportunities due to environmental changekps in managing its talent. Thus,
these new categories in terms of the factors tm&rged explain the strategies important
for managing the talent effectively. The work eowiment of any organization thus plays
an important role in increasing the commitment, ahaf its employees for better
performance. The Scree Plot with the Eigen valuktha Component number is given in
Figure — 6.14.

Table 6.4: Enabling factors of talent management.

Loadings Eigen Value Variance (in %)

Factor — 1 Culture
1. | Openness t0.998

change

8.519 70.994

innovation
2. | Freedom 731

stimulation
Factor — 2 Policies
1. | Flexibility .996
2. | Transparency .996 2.987 24.891

An attempt was made to calculate the mean scom@stamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table — 6.4A

provides the scores.
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Table 6.4A: Enabling factors of talent management

Mean Std. Deviation
Cultural
Culture 2.94 .827
Openness to change|/ 2.94 .827
innovation
Task oriented 2.94 .827
Management Support 3.68 467
Freedom Stimulation 2.92 .826
Job Related
Peer relationships 2.94 .826
Nature of work 3.06 .827
Recognition 2.94 .827
Policies
Job security 2.94 .827
Work relations 2.94 .827
Flexibility 3.68 467
Innovation creativity 2.94 .827
Transparency 3.68 467
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As can be seen from the table, transparency (38 ¥lexibility (3.68) reflects the same
pattern in their responses. All the other enablerge a lower mean score and hence
should be focused by the hr practitioners. On tinerohand, the pattern got reinforced
with a near homogenous perception on enabling fectotalent management practices of
the organization relating to most of the cultujah related, policies with a S.D value of
0.827. This was confirmed in the factors that erérgn factor analysis too in their

perception on talent management practices of thanization.

Figure 6.14 : Enabling factors of talent management

Scree Plot
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3.Disabling factors of talent management.

KMO and Bartlett's Test

Kaiser-MeyerOlkin  Measure of Samplir].691

Adequacy.
Bartlett's Test cApprox. Chi-Square |417.086
Sphericity Df 15

Sig. .000

From the above data, KMO measure of 0.691 is a&abbp as it is more than
0.5.Moreover, it falls under the ‘good’ quality.dives confidence that factor analysis is
appropriate for the given sample. Also, BartletTest of Sphericity should have
significant value of less than 0.05. In this cdke, significance level in Bartlett’s test is
.000 and hence highly significant. The factor asiglyn this case is therefore considered

appropriate.

Table — 6.5 highlights the factors, item loadingsgyen value and percentage of variance
explained by each factor. The factor analysis @eltivo factors accounting 99.798 of

the total variance.

The T Factor isorganizational factorsonsists of four items and explains 58.058% of
total variance. Among the four factors, ManipulateldR policies and out of turn
increments with a loading of 0.999 are the twotdex that explains the maximum
variance and are most important disabling factofgalent management practice in the

organization.

The 2% Factor issupport factorsis the next in order of importance, has two iteans
explains 41.740% of the total variance. In Fact@; lack of management suppavith a
loading of 0.995 is the important item. The supgdadtors are highly essential for the
organizations to manage their talent especiallyhan contemporary era of competition
and globalisation. Alignment of talent managemeith strategic business goals is very
essential (chambers, 1998). Thus these new ca¢sgari terms of the factors that

emerged explain the important disabling factors managing the talent effectively. The
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management of the talent is essential and imposdmeh is not possible if the top

management is not supportive but in Indian scendte to lack of awareness top
management fears to loos control over their subatds thereby it is not supportive. The
Scree Plot with the Eigen value and the Componemther is given in Figure —6.15.

Table: 6.5: Disabling factors of talent management.

Loadings Eigen Value Variance (in %)

Factor - 1
Organizational Factors
1. | Manipulated HR .999

Policies

3.484 58.058

2. | Out of turn 999

Increments
3. | Non Transparent | .931

Procedures
4. | Favoritism .769
Factor — 2  Support
factors
1. | Lack of 995

Management 2.504 41.740

support
2. | Poor work .633

Relations
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An attempt was made to calculate the mean scomstamdard deviation to check the
consistency in their responses and examine therpatthat emerged. Table 6.5A: Mean

Score Of Disabling Factors.

Table 6.5A: Enabling factors of talent management.

Mean Std. Deviation
Non Transparent Procedurg

3.13 .342
Manipulated HR Policies 2.87 342
Favoritism 2.57 497
Poor Work Relations 2.27 .892
Lack of Management2.52 1.057
Support
Out of turn Increments 2.27 .892

As can be seen from the table 6.5A, Non transpamertedure(3.13), manipulated HR
policies (2.87) and favoritism (2.57) mean scordleots the same pattern of
organizational factors in their responses. All titleer factors have a lower mean score.
Hr practitioners should focus on these factors alértt management disablers and
overcome the pit falls in the strategy, procedused policies of HR for effectively
managing the talent. On the other hand, the pattan reinforced with a near
homogenous perception on disabling talent manageriaetors of the organization
relating tolack of management suppowith a S.D value of 1.057 and powrork
relationswith .892 are the areas of concern in managilegtaThis was also confirmed

in the factors that emerged in factor analysisitotheir perception on disabling factors
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of talent management in the organization. Figutb Ghows the disabling factors of

talent management.

Figure6.15: Disabling factors of talent management

Scree Plot

Eigenvalue

S S ©
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In summary, organizational success is dependeh@might mix of talent at the right
position. Thus identification/ defining the taleimt terms of the job nature, assumes
importance. The cultural factors such as openmessnovation, freedom / stimulation
and policies are the importargnabling factorsin managing the talent of the
organizations. The organizational and the supmtbfs were identified as the important
disabling factorsof talent management in the organizations. The ipodative HR
policies, out of turn increments, non transparemc@dures were therganizational
factorsand lack of management support and poor workiogelstare thesupport factors

that are major concerns in the area of managingatbat in the organizations.
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Thus, it could be concluded that a majority of themare attached to projects and
involved in development activity. A good number tbbem were post graduates and

majorly male in composition with about 6 to 10 \geaf experience.

Its encouraging to note that a majority of them eaveware of the competency
management as a concept and as a practice inrdspiective organizations. Employees
were aware of competencies as in use in recruitfiodotved by training and selection in

that order.

It could be said that the application of competesdn the organizations is at the tactical
level followed by the middle level. Moreover theng® executives said that the line
managers and the department heads identify the etfemges. This is in conformity with
the prevalent practices in IT organizations. Asythave a thorough knowledge of the
work and also know the employees capabilities tality. Management's support plays
an important role in the application of competegadiethe organizations.

Employee perceptions on the competency based HRtibms were as per the
organizational practice. Recruitment, training daled by performance appraisal was
perceived to be the important HR functions, whicbidd be competency based. The role
of Competency management was seen at the processtopiment, individual and
organizational development. The executives stressethe importance development of

the existing talent followed by talent acquisitimmd talent retention in the organizations.

Organizational success is dependent on the rightofialent at the right position. Thus,
identification/ defining the talent in terms of th@b nature assume importance. The
cultural factors such as openness to innovatieedom and stimulation and policies
emerged as the importaahabling factorsn managing the talent of the organizations.
The organizational and the support factors weratified as the importantlisabling
factors of talent management in the organizations. Theipodative HR policies, out of
turn increments, non transparent procedures wer®itanizational factors and lack of
management support and poor work relations arestipport factors that are major

concerns in the area of managing the talent imtbganizations.
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CHAPTER -VII

CONCLUSION

The study aimed at examining competence managessentool to manage the talent in
the IT organizations. Primary data relating to émployees and senior managers has
been collected to throw light on the employee angawizational perspective.
Demographic profile like the departments, desigmgteducational qualification, gender
and work experience of the sampled respondents plogges and senior managers —
along with the awareness on the competence mameggmmactices, the different HR
functions that are competence based, implementatiowompetencies at the different
levels in the organizations and the factors couthily talent management and the factors
not contributing to talent management practices. were collected using specifically
designed schedules. Data were treated statisticalhalyzed and presented in a
descriptive way using graphs/tables wherever fonedessary. Broad conclusions and

recommendations were arrived at based on the analyd inferences.
I. Demographic Profile of the Sampled Respondents

The Demographic profile of the sampled respondeatscollected to elicit the
information on the department, designation, edoocatjender distribution and work

experience from both the senior managers and tiptogees separately.

1. Department

Senior Managers — The study concludes that a majority of the maragvere
attached to differenprojects while a few of them were fromstrategicdepartment,

followed by theHR department

Employees- Similar participation is seen with the employ&dsjority of the
respondents were froprojectsdepartment, followed by respondents frprmacess
departments and very few from thmarketing and financdepartments. This reflects

that the IT organizations work in project structurk is common knowledge that
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organizational existence is basically on its capdaoi get the projects and deliver

them on time to the clients.

2. Designation

Senior Managers- The study indicates that majority of the respantd belong to
designations likesenior Manager, Senior Engineer, Deputy General &fgm etc.,

Very few of the respondents were program leadsvighd by team leads.

Employees- Nearly similar response is seen with the empsywhere majority of
the respondents wepgrogrammers / software enginegrguite a few of them were
business development executifeBowed by analyst and team leadsThis is a

reflection of the changing dimensions of businasd #he changing roles of the IT

organizations in the era of globalization.
3. Educational Qualifications

Senior Managers - The study indicates that a majority of the respotsievere

postgraduateand were from professional courses followedylgduates.

Employees - The same trend is seen with employees where jarityaof the
respondents werpostgraduatedollowed by graduates. This reflects the fact that
immediately after their education, they took up &yment in the IT sector because
of the vast number of opportunities in the posbglsed era. The IT organizations
provided a good scope for the employees with isteie pursue higher studies in the
IT organizations. The organizations have inculcatesl learning dimension among
the employees by facilitating them to advance tkducational degrees either in the
field of management or their specialized field sota keep them in the learning

mode, which is benefits, both the employees androrgtions as well.
4. Gender

Senior Managers- The study indicates that a majority of the resgons weranen

and very few werevomen
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Employees- Similar trend is seen with the respondents gblegees, where majority
of the respondents wemen and very few of the respondents wavemen The
percentage of women employed in the organizatipresents a small group, which is
highly skewed in favor of men. This reflects thee@ll employment scenario in the
organizations where the representation of womeless and for the promotions to
senior positions is all the more less. Anothereaabat can be attributed is that some
women are not interested to work in shifts becafsmiltural and social. This thus is

carried over in senior positions too.
5. Experience

Senior Managers— The study indicates that majority of the manaded experience
of 6 to 10 years. Very few were experienced witlrenthhan 10 years to 20 years of

experience.

Employees- It was observed that a majority of them had pmeeence of 1-5 years
(78.6%) followed by 6-10 years of experience (15.9%

In summary, the study revealed that the work igggtdoased both at the senior manager
and the employee level. Organizational successemsared in terms of the projects that
the organization is able to attract and executethEy the advantages of the project
structure also make every organization to resothéoproject mode. The study confirms
that the IT sector is engendered. The social aftdraliissues no doubt contribute to this
fact and hence organizational initiatives in temmhsaffirmative action and encouraging
women to apply should take care of the gender issune IT sector. A beginning
however is seen with more and more professionaftsesu/ colleges exclusively for
women are providing opportunities for their entmjoi the sector. Organizations have also
recognized the importance of improving the educai@ualifications of the employees
at all levels and hence have several initiativesatds the same. Sponsoring loyal
employees / managers in reputed institutions imaladd abroad is a common priority for
the sector both in terms of the professional andegd education. Other initiatives,
which supplement these formal programs, are theitigaand self-learning through the

E- learning facility. Thus, qualification wise akdowledge wise the Indian IT sector is
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making rapid strides in the direction, which wiltionately yield the result in the years to
come.

Il. Awareness

Senior Managers- It was encouraging to note that a majority @nthbeing fairly
senior managers, were aware of the competency reamayg as a concept and
practice in their respective organizations. Managetre aware of competencies as

in use inrecruitment followed by training and selectionthat order.

Employees— The same trend continued with the employee’sraness on the
concept and practice of competence managemeneiorganizations. Employees
were aware of competencies useddoruitment followed by training and selection
in that order. The study also revealed that engs#eywere aware of the
organizational practice of listing and selecting thires through competency
management practice.

Organizations have been producing and implemertitmgpetency like criterian the last
one decade. Recently, a whole industry has develepeund competencies and their
applications, as is evidenced from the scholartgrast, active consultants working on
frameworks, proliferation of articles in journalsdathe organizational experiments /
initiatives for the use of competencies. This iestrwas seen in the design of specific
applications — for example one set of criteria &fbllowed in recruitment, selection,
training needs etc separately. The study confitmss gractice in the organizations. This
necessitates the use of and the design and devetbmitompetency frameworks, which
provide an opportunity to have one set of critewhjch can be, applied across the full
range of HR processes. This common criterion wadlvéh a common language for
describing effectiveness in the organization bull wiso provide an opportunity to

achieve consistency while assessing performance.

It is also an organizational practice where orgaions include tasks, outputs and
behaviors in their description of competence / cetapcy and often blend them together
and use it interchangeably. However, in practide far more beneficial for descriptions

to be behavior based rather than just task or ¢odtased. Thus, organizations also need
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to keep this in view while designing competencyrfeavorks. Clarity within the actual
definition of a competency and competency framewsrihus essential. Competencies
can be applied to a range of people managemenitestiand they can enhance their

effectiveness, influence its ease of use and iitgdwity (Whiddett, 2005).
I11. Application of Competencies

Senior Managers— It could be said that the application of competes in the
organizations is at theactical level followed by the middle level Moreover,
according to the senior managers, thee managers and the department heads
identify the competencies. This is in conformitytiwihe prevalent practices in IT
organizations. As they have a thorough knowledgéhefwork and also know the
employee capabilities in totality, they are thehtigeople to deal with competencies.
All the same, management support plays an impontalet in the application of

competencies in the organizations.

Employees- Slightly different opinion was seen in the respesm of the employees.
With regard to the application of competencieshm drganizations, it is at tmeiddle
management levefollowed by the senior management leveMoreover, the
employees felt that thdéine managersidentified the competencies. This is in

conformity with the prevalent practices in IT orgaations.

Earlier the specialists devised and used the canpgtlike criteria but in the modern
organizational processes, which are highly competithe line manager is involved in
those processes. Thus, the need for designing petenty framework and involving the
line managers in the process is the need of the héfth the recent changes in the HR
functions and organizational practices this assuateled significance so that they are
not only aware but are involved in the process twinakes its application much easier in

the organization.

IV. Perceptions on the functions and practices ofanpetence management

a) Competency based HR function-
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Senior Managers- Managerial perceptions on the competency badedurctions
were as per the organizational practice. The faamatysis revealed thatcruitment,
training followed by performance appraisalas perceived to be the important HR

functions, which are competency based.

Employees— Similar trend was observed with the employeegion on the
competency based HR functions in the organizatidhs.factor analysis revealed
thatrecruitmentfollowed byHR Planningandperformance appraisalas perceived
to be the important HR functions, which are compegebased.
Competency based recruitmgodmpetency based selectiare terms which are heard in
the contemporary organizations more frequently thewer before. The contribution of
competencies in recruitment and selection is priogidset criteria in the selection
process. They make important contributions at nstesges of selection. Identifying the
competencies or competency level which are critfoalthe job, identifying desirable
competencies and identifying detailed exampleshefdgeneric behavioral indicators are
the three areas that can be focused upon to imgh&veontribution of competencies to

make selection more meaningful.

Similarly, identifying recruitment critical competeies for a job or a role also can be
done in organizations. Once these competencieslangified, the behavioral indicators

can be developed. Thus, competency based recruigmencompetency based selection
could be used by organizations. Contemporary orgéions can also go a step further
where competencies could also be used to attratriseiited applicants and screening

the unsuitable applicants.

Training is usually undertaken because of the latkechnical ability or behavioral
insufficiency in the organization. Thus, trainirggusually focused on competency based
work outputs and specific behaviors. Moreoversidone with a specific purpose and
thoroughly focused. A competency is a result of #hkdlful application of several
techniques in combination with particular attitudeslues, abilities and knowledge.
Thus, it can be used in identifying the trainingl alevelopment needs, in the design of
training and development activities, the selectafntraining and the evaluation of

training activities.
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Competencies can make significant contribution $taldish levels of performance,

identifying needs for performance improvement amdfggmance outcome. Once the
competencies have been identified, informationh@nratings, comments on performance
and examples of performance can be collected. Tbmspetencies provide a useful

focus for obtaining information on behavioral penfance.
b) Role of Competencies

Senior Managers -The factor analysis indicated that the role of cetapcies in the
organizations contributed iprocess development - competition/confrontation leads
to development, hiring competent staff, encouragongativity and innovation
individual development - performance appraisals improves employee developmen
development of capabilitiegndorganizational development - openness to change

and policiesas a whole.

Employees - Aslight difference of opinion is seen with regaa the role of
competencies by the respondents. Only two factarerged in the perception of
employees. The role of competencies contributedindividual — developing
competenciesand performance appraisalsand organizational development —

openness to change and policies

Since the study has provided insights into the afleompetencies into individual and
organizational development, it is clear that corapeies can be applied to all people
management activities. It is essential that orgdiumns invest time and effort in

designing a complete process — one that involvethalfactors that emerged from the
study. Because organizations continued to focusp@ople as key assets within an

organization, competencies are here to stay irfame or the other.
c) Talent management

Senior Managers -The role of competencies in talent management igigted talent
development — encouraging creativity and innovation, job relatedining programs

and flexibility —as the important factors for managing talent.
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Employees -The role of competencies in talent managemnalent acquisition -

behavior based interviews and hiring competenf stathe employee perspective.

It is but natural for the organizations to spemaetiand effort on developing the employee
competence for both the individual and organizatidrenefit. It is all the more so in the
contemporary context as training has emerged &gtcafunction with developmental

orientation. On the contrary, from an employee jpectve, talent acquisition assumes
significance as the individual employees would fou their skill sets / competencies to
get into an organization of their choice and thebBtween the requirement and their
competencies. From their perspective they wouldkwowards the best match where
individuals can show that they can produce the wiutpat are required in the job in the
way that the organization requires. Competencias,thave a role to play in achieving

this fit.

V. Talent Management

1. Enabling factors

The senior managers and the employees were askaditate the enabling factors
and the disabling factors for talent managemené 3énior managers indicated the
cultural factor - openness to innovation, freedom / stimulation aalicies as the

importantenabling factordor managing the talent of the organizations.

There was unanimity of opinion where the employaks® agreed with the senior
managers on the enabling factors. The employeeissfon the organizational culture
as an important determinant and an enabler foropeegnce indicates not only a
competitive environment but also a competitive walkiture with challenging
assignments. This not only leads to talent manageimé also competencies, which
need to be acquired by the individuals at theinviddial level with organizational

initiatives as enablers in the process.
2. Disabling factors

The senior managers revealed a number of orgammedtand the support factors as

the importantdisabling factorsof talent management in the organizations. The
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manipulative HR policies, out of turn incrementsnrransparent procedures were
the organizational factorsand lack of management support and poor workiogisit
are thesupport factorawvhich were major concerns in the area of manatfirgalent

in the organizations.

The same opinion was expressed by the employedseodisabling factors of talent
management. The factors and the issues raised thyttw® senior managers and the
employee’s reveals the need for an organizatiotuiifor talent management both

from the individual and management perspective.

Competency management can make a significant baotivh in managing talent.
Organizational focus on people management proc@&ssles contemporary organizations
demand well designed competency frameworks fomtakiare of organizational issues
like culture, change, values, organizational benclarks and providing equal
opportunities to the talented. It is also importdrdt organizations develop and employ
processes to ensure that competencies are embeéeddeappropriate applications and
that they work in organizations for individual aahanizational benefit. Competencies
can thus make a significant contribution to all kegople management processes.
However, a competency framework provides the doadb a set of criteria that helps in
managing talent, ensure that these could be apiplidte HR functions for better human

resource management.
Recommendations —

1) Competencies are now a feature of many people reamat policies and practices.
Organizations have been producing and implemermtimgpetencies or competency like
criteria in the last one decade, with the resulthmle industry has developed around
competencies in recent times. This as such hasezhthie awareness of competencies in
general in the organizations, but the applicativese limited to just two or three HR
functions which needs to be corrected. Thus, ie@mmended that competencies form

the central focus of all human resource managefoantions.

2) Organizational practice evidences specific appbeet for specific HR functions.

For example there is one set of criteria for seactanother set of criteria for
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training and so on for the other HR function. A g@atency framework could be
designed, which promises an opportunity to havesmtef criteria that could be
applied across the full range of human resourceagmment processes. The
framework provides a common language with a higlell®f consistency in its
application. Thus, a well-designed competency fraork helps in the key
managerial processes of information gathering, uaten, assessment and
decision making (Whiddett and Holyforde, 2005).

3) It is also true that usually the specialist — d@bec experts, job evaluation

specialist — devised and used competency crit€h. practice had the danger of
the criteria specifically used for their specifippéications. Contemporary
organizations have brought the line managers ih@® d¢entre stage of the
organizations and hence it is recommended thaliteenanagers be included in
the designing of competency framework as they heebest to deal with their

employees and their competencies.

4) Organizations and competency experts seem to ptieéar own definitions of

competencies. These definitions indicate that apstemcy is made up of many
things — traits, skills, motives etc., yet it iesaarely in the way people behave in
organizations. Thussompetencandcompetencyieeds to be distinguished while
preparing the competency framework. While abilipséd on work tasks or job
outputs could be referred to esmpetencean ability based on behavior could be
referred to as @ompetencyThe practice ofblending them together does not
evidence the importance of tHeehaviors which have assumed much more

importance in the contemporary organizational cante

5) Organizations evidence the use of competenciein few HR functions. The

most common function has been recruitment and tahectraining and
development and performance appraisal. Use of ¢ne ttompetency based

selection emphasizes the importance of competennieselection. Selection
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processes are drifting towards a primary focus @mpetencies. Many
sophisticated selection processes including assggscenters now assess only
competencies. Thus, in addition to selection eserciand selection processes,
competency-based selection should help organiztimassessing the individual
skills and competencies. Similarly the training aleelopment activity ensures
that the employees are trained to meet both cuemedtfuture needs. Training is
about the teaching of techniques. Development @uiakhe practice of those
techniques in a focused manner resulting in skidl @xpertise. Competency
frameworks can assist in many of the key stagesaafing and development —
from identifying the need of designing a event, suging the success of the event
and also progress of individuals through structyyemgrams. Thus, competency
based programs help the organizations in achiesuagess. Competency based
performance reviews provide a useful focus for ioirig information on
performance both at the task and behavior. Behaligerformance or
competency information has assumed significancthéncurrent organizational
context. Thus, competency-baspdrformancein the competency framework

provides the needed focus for the organization.

6) Talent management has assumed significance inahgeroporary organizations
in so much so that organizations have created fapstiuctures, a function and
resources to manage thar of talent The post-globalized era is characterized by
a global talent pool, which all the more complisatthe issue of talent
management. Competency frameworks can provide ¢bessary base for talent
acquisition, talent development and talent retent@ompetencies as a common
set of criteria along side the other factors cap lbeganizations managing talent
in the effective way. Technology and its applicaichould aid and assist in this
process which is likely to become more common @ytbars to come. Knowledge
workers in an IT setting should find this framewankich more beneficial in the

contemporary knowledge economy.
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Implications and Directions for Future Research

1.

This study is exploratory in nature and aimed atlemstanding competency
management as a tool to manage talent in selemtnhation Technology sector in
the cities of Hyderabad, Chennai, Bangalore andePlihe study has contributed
in arriving at a conceptual framework to guide #mapirical investigation by

incorporating the major constructs previously idfead in the literature.

The study has found some interesting dimensionth@fcompetence concept,
practice in the organizations, of the select Infation Technology sector
organizations. Although the study focused on aifdfarmation technology sector
organizations, the research has shown a broad ievenf the competence as
concept, practice, application, results and theesstowards the competence

management.

In addition to understanding the Competency ancrftamanagement concept,
the study has explored how competencies can aiGssidt talent management in
an IT setting. Theoretically, it contributed to King these two concepts to
highlight the outcomes achieved in the process.at@eness and application of
competencies in HR functions and brought to ligfat tthese applications have

been limited to a few HR functions.

However, some important questions are unanswet@d.study is in one cultural
context wherein the focus was exclusively on thesé€tor in India only, where
there are not many differences in the structureiarttie culture. Cross-cultural
studies and cross-organizational studies couldxpéred in future researches in

the area of competency management and talent maeage

Future researches can contribute to models of ctampg frameworks that could
be universally applicable to all functions and migations in general.
Researchers can address issues relating to competeanagement and its
applications in such a way that these frameworksi@oend up in passing fads

but key issues be researched on why a competeaoyework is needed, its
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usage, its contribution, the users etc. so thattmusion and ambiguity that is

prevailing as on now can be clarified.

6. Besides, different competence based methods andlsnfudt managing the talent
with varied levels of knowledge, skills can be expt by the researchers as each
method has its own set of advantages and disadyenteo find out which
functions need to be competence based for mandgemmg@mployees, imparting
skills to different sets of people etc. Such expentation on the issue of
application of competencies for managing the tadewt development of the talent
can throw new insights and information, which canah the theory and practice

of talent management and competency managemerglbis \the final analysis.

Thus, it can be stated that the competence managepregrams despite their
inadequacies and flaws have occupied primary plaicemportance, in the Indian

organizations.
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1. Name of the employee (optional):

2. Department : 3. Designation :
4. Gender 5. Qualification :
6. Total years of experience in the current organization
1) 0-1 yrs 2)1-3 3)3-5 4) 5 and above
Awareness

7. Have you ever heard of competence / competencies at the work place?

1. Yes 2. No

8. If yes in what context?

1) Recruitment 2) Selection 3) Training 4) Performance Appraisal
5) Succession Planning 6) Career Planning

9. Does your organization list out competencies for each job?
1. Always 2. Sometimes 3. Not Always

10. Are the candidates selected based on the listed competencies for the job?
1. Always 2. Sometimes 3. Not Always

Application

11. Who identifies the competencies
1. HR 2. Department Head 3. Supervisors 4. Employees
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12.

Which of the functions are using competencies. Please indicate by a tick (v ) mark

to show your level of disagreement and agreement.

S.No. | Function Strongly Agree Disagree Strongly
Disagree
Agree
1. For Identifying
vacancy
2 For advertising the
position
3 For defining the key
criteria
4 Identifying behavior
indicators
5 Behavior based
interviews
8 Job descriptions
9 Selecting best
candidates
10 Assessing training
outcomes
12 Giving feedback on
performance
13 Employee
engagement
14 For assessing the
training methodology
15 For assessing the

training outcomes

256




16 For evaluating the
training programs

17 Training for
performance

18 Expectations are
clearly communicated

19 Transparency in
appraisals

20 Competitive pay
package

21 Succession planning

13. What are the different levels where competencies are used for managing the talent.

1.Sr. Executive 2. Middle level Executive 3. Executives 4. Supervisor 5. All
the staff

14. What are the different HR functions where the competencies are used in the
organization.
1. Recruitment 2. Training 3. Performance Appraisal 4. Leadership

development 5. Compensation Management

15. What is the role of competency management practice? Indicate by a tick (V ) mark against
the level of your disagreement or agreement with each one of the statement.

S.No | Items Strongly | Agree Disagree | Strongly

Disagree
Agree

1 Encouraging
creativity and
innovation
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2 Developing the
competencies

3 Individual
development

4 Employee
friendly policies

5 Employee
development

6 Openness to
change
7 Hiring

competent staff

16. The following statements pertain to identify the competency practice of the organization.
Please indicate by a tick (V) mark against the level of your disagreement or agreement with
each one of the statements.

S.No. | Items Strongly | Agree Disagree | Strongly
Disagree
Agree
1 Importance of
skills and

competencies is
regularly
reminded

2 Critical skills of
employees are
upgraded
regularly

3 Skill up
gradation and
competency

development is
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effective

4 Upgraded skills
match the
market demand

5 Management
encourages
career
development

6 The progress |
made in my
competence
development
gives
satisfaction

7 Continuous
monitoring on
the
competencies is
done

8 Continuous
feedback is
given

17. Competency management practices help in which of the talent management aspects. Please
indicate by a tick (V ) mark against the level of your disagreement or agreement with each one
of the statements.

S.No. Items Strongly | Agree Disagree | Strongly
Disagree
Agree
1 Hiring
competent
staff
2 Encourage
freedom to
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work

3 Behavior based
interviews
4 Competitive

pay packages

5 Encourage
creativity and
innovation

6 Challenging
work

assignments

7 Flexibility

8 Job related
training
programs

18. Please indicate by a tick (V) mark against the different HR functions where competencies
should be used which will contribute to organization development.

S.No | HR Function Yes No
1 Recruitment

2 Selection

3 Interview

4 Training & development

5 Performance appraisal

6 Communication

7 Compensation management

8 Succession planning

19. Does your organization face talent shortage?
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1. Always 2. Sometimes 3. Never

20. What are the factors that determine talent according to your organization? Please
indicate by a tick (V ) mark against the level of your disagreement or agreement with

each one of the factors.

Factors Strongly Agree Disagree Strongly
Disagree
Agree
Openness to
change
innovation

Task oriented

Management
Support

Peer
relationships

Job security

Nature of
work

Work relations

Recognition

Job Security

Encouraging
Creativity

Flexibility

Transparency

Freedom
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Stimulation

21. What do you think are the disabling factors of talent management practice in the
organization. Please indicate by a tick (V ) mark against the level of your disagreement or
agreement with each one of the factors.

Factors Strongly Agree Disagree Strongly

Disagree
Agree

Favouritism

Manipulated Hr
policies

Non transparent
procedures

Lack of
managerial
support

Out of turn
increments

poor work
relations
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Appendices — B

Questionnaire

1. Name (optional )

2. Qualification : 3. Designation :

4. Gender : 5. Department :

6. Total years of experience in the current oizgion.

7. Do you think your employees are aware of hrametencies?
1. Yes 2. No

8. Does your organization list out competenciestuh job?

1. Always 2. Sometimes 3. Never
9. Are the candidates selected based on the kstegetencies for the job?

1. Always 2. Sometimes 3. Never
10. Who identifies the competencies

1.HR 2. Department Head 3.Line Managers Anyiothers
11. Do the organization consider competencies asiitant for recruitment?

1. Always 2. Sometimes 3. Never
12. Do the organization consider competencies psiitant for training the employees.

1. Always 2. Sometimes 3. Never

13. Do the organization consider competencies asitant for developing the
employees.
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1. Always 2. Sometimes 3. Never

14. Do the organization consider competencies psiitant for appraising the
employees.

1. Always 2. Sometimes 3. Never

15. Do the organization consider competencies itapbfor setting the compensation to
the employees.

1. Always 2. Sometimes 3. Never
16. Do the organization consider competencies itapbsuccession planning for the
employees.
1. Always 2. Sometimes 3. Never
17. Do the organization consider competencies itapbfor career planning of the
employees.

1. Always 2. Sometimes 3. Never

18. Which of the functions are using competend¥sase indicate by a tick( |

mark to show your level of disagreement agceement.

S.No.| Function Strongly| Agree Disagree Strongly
Disagree
Agree
1. For Identifying vacancy
2 For advertising the
position

3 For defining the key

criteria

4 Identifying behavior
indicators

5 Behavior based
interviews
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6 Job descriptions

7 Selecting best candidates
8 Assessing training
outcomes

9 Giving feedback on

performance
10 Employee engagement
11 For assessing the

training methodology

12 For assessing the
training outcomes

13 For evaluating the
training programs

14 Training for
performance

15 Expectations are clearly
communicated

16 Transparency in
appraisals

17 Competitive pay
package

18 Succession planning

19. What are the different levels where competenaie used for managing the talent?

1. Top Management 2. Middle management 3. Tadeval 4. Any
other
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20. What is the role of competency managementipetPlease indicate by a tick(
mark against the level of your disagreement orexgent with each one of the
competence management statements.

S.No. | Statement Strongly| Agree Disagree| Strongly

Disagree
Agree

1. Performance appraisal
improves employee
development

2. Policies develop
organizations

3. Encouraging creativity
and innovation

4. The competence based
training helped in
improving organizationa
development.

5. Hiring competent staff

6. Competition /
confrontations leads to
better policies

7. Openness to change

8. Developing
competencies.

9. Competence based
performance appraisals
develop organizations.
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21. How do you identify talent in your organizatfon
1.
2.
3.

22. Competency management practices help in wdfithe talent management aspects.
How is talent managed in your organization? Pléadieate by a ticky ) mark against
the level of your disagreement or agreement ?

S.No. | Statements Strongly | Agree Disagree Strongly
Disagree
Agree
1 Hiring competent
staff
2 Encourage freedom
to work
3 Behavior based
interviews
4 Competitive pay
packages
5 Encourage creativity
and innovation
6 Challenging work
assignments
7 Flexibility
8 Job related training
programs

23. What are the factors that determine talentraicg to your organization? Indicate by
a

267



tick (/) mark against the level of your disagreemertgreement ?

S.No. | Factors Strongly | Agree Disagree Strongly
Disagree
Agree
1 Organization
culture
2 Organization

Environment

3 Organization Policy

4 Innovation &
creativity

5 Recognition

6 Employee
engagement

7 Monetary
incentives

8 Brand image

9 Management
support

10 Flexibility

11 Transparency

12 Freedom &
stimulation

13 Recognition

24.What do you think are the disabling factors oftalmanagement practice in the
organization. Indicate by a tick' § mark against the level of your disagreement or
agreement with each one of the statements.
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S.No. Strongly Agree Disagree Strongly
Disagree
Agree
1 Favouritism
2 Manipulated Hr
policies
3 Non transparent
procedures
4 Lack of managerial
support
5 Out of turn increments
6 Bad work relations
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Appendices - C

List of Companies

S.No. Company Name

1. Cognizant

2. Tech Mahindra

3. Infosys

4, Wipro

5. International Business Management Corporation
6. KPIT Cummins Info Systems

7. Zensar Technologies

8. BMC Software India Private Limited
9. UBICS Technologies Private Limited
10. Zenta Private Limited

11. Polaris Software Lab

12. Ramco Systems
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13. Peri Software Solutions

14. HTC Global Services

15. Bahwan Cybertek Pvt Ltd

16. Tata Consultancy Services Ltd

17. Virtusa

18. Zentih Software

19. SPML Technologies Ltd

20. Robert Bosch Engineering and Business Solutions Limited (RBEI)
21 Mphasis

22. Mind River Information Technologies

23. KMG Infotech (or Key Management Group / KMG)
24, JSoft Solutions Ltd.

25. iGATE Global Solutions

26. Citec Information India Pvt. Ltd.

27. Value Labs

28. Karvy Global Services

29. IVY Comptech Pvt Ltd
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Appendices - A
Questionnaire (Employees)

1. Name of the employee (optional):

2. Department : 3. Designation :

4. Gender 5. Qualification :

6. Total years of experience in the current orzgion
1) 0-1yrs 2)1-3 3) 3-5 4) 5 and above

Awareness

7. Have you ever heard of competence / compedsm@tithe work place?
1. Yes 2. No

8. If yes in what context?
1) Recruitment 2) Selection 3) Training  4) Perfanoe Appraisal
5) Succession Planning 6) Career Planning

9. Does your organization list out competencies fahgab?

1. Always 2. Sometimes 3. Not Always

10. Are the candidates selected based on the listepe@mcies for the job?

1. Always 2. Sometimes 3. Not Always

Application

11.Who identifies the competencies

1. HR 2. Department Head 3. Supervisors 4. Empbyee

12.Which of the functions are using competencies.$eléadicate by a tickv() mark

to show your level of disagreement and agesd.

S.No.| Function Strongly Agree Disagree Strongly
Agree Disagree
1. For Identifying
vacancy
2 For advertising the
position
3 For defining the key
criteria
4 Identifying behavior

indicators




5 Behavior based
interviews

8 Job descriptions

9 Selecting best
candidates

10 Assessing training
outcomes

12 Giving feedback on
performance

13 Employee
engagement

14 For assessing the
training
methodology

15 For assessing the
training outcomes

16 For evaluating the

training programs

17 Training for
performance

18 Expectations are
clearly
communicated

19 Transparency in
appraisals

20 Competitive pay
package

21 Succession planning

13. What are the different levels where compet=nhare used for managing the talent.
1.Sr. Executive 2. Middle level Executive 3. Exéoes 4. Supervisor
5. All the staff
14. What are the different HR functions where tbmpetencies are used in the
organization.
1. Recruitment 2. Training 3. Performance Apmhais 4. Leadership
development 5. Compensation Managgm

15. What is the role of competency managementipegcindicate by a tickv() mark
against the level of your disagreement or agreemehteach one of the statement.

S.No | Items Strongly | Agree Disagree | Strongly
Agree Disagree

1 Encouraging
creativity and
innovation




2 Developing the
competencies

3 Individual
development

4 Employee
friendly
policies

5 Employee
development

6 Openness to
change

7 Hiring
competent
staff

16. The following statements pertain to identifg tompetency practice of the
organization. Please indicate by a tigk) (nark against the level of your disagreement or
agreement with each one of the statements.

S.No. | Items Strongly | Agree Disagree | Strongly
Agree Disagree

1 Importance of
skills and
competencies
is regularly
reminded

2 Critical skills
of employees
are upgraded
regularly

3 Skill up
gradation and
competency
development ig
effective

4 Upgraded
skills match
the market
demand

5 Management
encourages
career
development

6 The progress |
made in my
competence




development
gives
satisfaction

7 Continuous
monitoring on
the
competencies
is done

8 Continuous
feedback is
given

17. Competency management practices help in wdfite talent management aspects.
Please indicate by a tick § mark against the level of your disagreementgpe@ment
with each one of the statements.

S.No. Items Strongly | Agree Disagree | Strongly,
Agree Disagree

1 Hiring
competent
staff

2 Encourage
freedom to
work

3 Behavior
based
interviews

4 Competitive
pay packages

5 Encourage
creativity and
innovation

6 Challenging
work
assignments

\'

Flexibility

(o]

Job related
training
programs

18. Please indicate by a tick) (mark against the different HR functions where
competencies should be used which will contribaterganization development.

S.No | HR Function Yes No
1 Recruitment

2 Selection

3 Interview

4 Training & development




Performance appraisal

Communication

Compensation management

N ool

Succession planning

19. Does your organization face talent shortage?
1. Always 2. Sometimes 3. Never

20. What are the factors that determine talentralocg to your organization? Please
indicate by a tick/) mark against the level of your disagreementgpe@ment with
each one of the factors.

Factors Strongly Agree Disagree Strongly
Agree Disagree

Openness to
change
innovation

Task oriented

Management
Support

Peer
relationships

Job security

Nature of
work

Work
relations

Recognition

Job Security

Encouraging
Creativity

Flexibility

Transparency

Freedom
Stimulation

21. What do you think are the disabling factors ofmhlmanagement practice in the
organization. Please indicate by a tigK) (mark against the level of your disagreement or
agreement with each one of the factors.

Factors Strongly Agree Disagree Strongly
Agree Disagree

Favouritism

Manipulated

Hr policies




Non
transparent
procedures

Lack of
managerial
support

Out of turn
increments

poor work
relations




Appendices — B
Questionnaire (Senior Managers)

1. Name (optional )

2. Qualification : 3. Designation :

4. Gender : 5. Department :

6. Total years of experience in the current oizgion.

7. Do you think your employees are aware of thrapetencies?
1. Yes 2. No
8. Does your organization list out competenciestwh job?
1. Always 2. Sometimes 3. Never
9. Are the candidates selected based on the listeghetencies for the job?
1. Always 2. Sometimes 3. Never
10. Who identifies the competencies
1.HR 2. Department Head 3.Line Managers Anyiothers
11. Does the organization consider competencigs@srtant for recruitment?
1. Always 2. Sometimes 3. Never
12. Does the organization consider competencigs@stant for training the employees.
1. Always 2. Sometimes 3. Never
13. Does the organization consider competencigs@rtant for developing the
employees.
1. Always 2. Sometimes 3. Never
14. Does the organization consider competenci@s@stant for appraising the
employees.
1. Always 2. Sometimes 3. Never
15. Does the organization consider competenciesrit@pt for setting the compensation
to the employees.
1. Always 2. Sometimes 3. Never
16. Does the organization consider competenciesiitapt for succession planning of the
employees.

1. Always 2. Sometimes 3. Never

17. Does the organization consider competenciesri@pt for career planning of the
employees.
1. Always 2. Sometimes 3. Never

18. Which of the functions are using competend¥sase indicate by a tick |
mark to show your level of disagreement ageeement.

S.No.| Function Strongly| Agree Disagree Strongly
Agree Disagree

1. For Identifying vacancy




2 For advertising the

position

3 For defining the key
criteria

4 Identifying behavior
indicators

5 Behavior based
interviews

6 Job descriptions

7 Selecting best candidates

8 Assessing training
outcomes

9 Giving feedback on
performance

10 Employee engagement

11 For assessing the
training methodology

12 For assessing the
training outcomes

13 For evaluating the
training programs

14 Training for
performance

15 Expectations are clearly

communicated

16 Transparency in
appraisals

17 Competitive pay
package

18 Succession planning

19. What are the different levels where competenaie used for managing the talent?
1. Top Management 2. Middle management 3. Tadeval 4. Any
other

20. What is the role of competency managementipecPlease indicate by a tick
mark against the level of your disagreement orexgent with each one of the
competence management statements.

S.No. | Statement Strongly| Agree Disagree| Strongly
Agree Disagree
1. Performance appraisal
improves employee
development




2. Policies develop
organizations

3. Encouraging creativity
and innovation

4. The competence based
training helped in
improving organizationa
development.

5. Hiring competent staff

6. Competition /
confrontations leads to
better policies

7. Openness to change

8. Developing
competencies.

9. Competence based
performance appraisals
develop organizations.

21. How do you identify talent in your organizatfon

1.

2.

3.
22. Competency management practices help in wdfithe talent management aspects.
How is talent managed in your organization? Plémdieate by a ticky ) mark against
the level of your disagreement or agreement ?

S.No. | Statements Strongly | Agree Disagree Strongly
Agree Disagree
1 Hiring competent
staff
2 Encourage freedom




to work

3 Behavior based
interviews

4 Competitive pay
packages

5 Encourage creativity
and innovation

6 Challenging work
assignments

7 Flexibility

8 Job related training
programs

23. What are the factors that determine talentralocg to your organization? Indicate by
a
tick (/ ) mark against the level of your disagreemertgreement ?

S.No. | Factors Strongly | Agree Disagree Strongly
Agree Disagree

1 Organization
culture

2 Organization
Environment

3 Organization Policy

4 Innovation &
creativity

5 Recognition

6 Employee
engagement

7 Monetary
incentives

8 Brand image

9 Management
support

10 Flexibility

11 Transparency

12 Freedom &
stimulation

13 Recognition

24. What do you think are the disabling factorsadént management practice in the
organization. Indicate by a tick' § mark against the level of your disagreement or
agreement with each one of the statements.

S.No. Strongly Agree Disagree Strongly
Agree Disagree




1 Favoritism

2 Manipulated Hr
policies

3 Non transparent
procedures

4 Lack of managerial
support

5 Out of turn increments

6 Bad work relations

Appendices — C
List of Companies

.No. Company Name

Cognizant

Tech Mahindra

Infosys

Wipro

R wINEI®n

International Business Management Corporation




6. KPIT Cummins Info Systems

7. Zensar Technologies

8. BMC Software India Private Limited
9. UBICS Technologies Private Limited
10. Zenta Private Limited

11. Polaris Software Lab

12. Ramco Systems

13. Peri Software Solutions

14. HTC Global Services

15. Bahwan Cybertek Pvt Ltd

16. Tata Consultancy Services Ltd

17. Virtusa

18. Zentih Software

19. SPML Technologies Ltd

20. Robert Bosch Engineering and Business Solutionged (RBEI)
21 Mphasis

22. Mind River Information Technologies
23. KMG Infotech (or Key Management Group / KMG)
24. JSoft Solutions Ltd.

25. IGATE Global Solutions

26. Citec Information India Pvt. Ltd.

27. Value Labs

28. Karvy Global Services

29. IVY Comptech Pvt Ltd




