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ABSTRACT

The development of Human Resource (HR) competerayein is a field that has received a lot of attanti
over the years. While the importance of competanogeling has been recognized in the HR literataref least four
decades, the conceptual and empirical validatioa odbmpetency mapping model for HR professionatsriw been
addressed comprehensively. The competencies tadtlfth professionals once needed are no longer muffiin the
new world of HR challenges, hence, the need to aamappetencies. This paper offers an empirical et@naf how

competencies influence the effectiveness and paence of HR professionals.

KEYWORDS: Competency Mapping, HR Competency Model, Perforraaneprovement, Required Competence

Level, Existing Competence Level
INTRODUCTION

The HRM literature has provided ample evidence tHRM practice and policy design can impact on
organisational performance, but there remains laddconsensus on the HRM practices to be inclyiédght et al.
2005; Subramony 2009). Welbourne and Cyr (1999)efample, have highlighted the role of HR profesals as an
important determinant of organisational performanGeiest and King (2004), in their review of Leggé¢l®978)
analysis of the power of the HRM function, alsoentite importance of the HRM role in research ih®link between
HRM and performance. Studies of the HR functionehalso stressed the establishment and developmentnore
explicit role for the HR function as a ‘change agé8torey 1992; Ulrich 1997). Change agency hawgylbad a place
within HRM and personnel management (Legge 1978)ldi®ig on the work of Caldwell (2003), Wylie et §2014)
argue that change agency can cause further rolégaityband is better seen as replaying rather ttesmolving the
ambiguity of HRM'’s role and identity in organisaig Nevertheless, in the context of HR professmntdere is

greater acceptance of ambiguity and the abilifpléy multiple roles (Roche and Teague 2012).

As one of the main barriers for the ability of HRfessionals to play a more strategic role in aganisation
is their lack of certain competencies (Aitchisor020UlIrich et al. 2009) asserts that as businesfiesiges become
more complex, HRM must transform to contribute b@ tthanging demands. With global economic unceytain
technological change, and industry convergencesisdiies are more important to organisations now évar before
(Ulrich and Brockbank 2003). Within the organisaspthere is a need for (and opportunity for) tHe fdnction to
play a critical role in helping organisations natis through these transitions. In order to pléyrile, however, HR
will have to increase iteeal and perceived valu¢iR must therefore deliver a value proposition emdeliver such a
value proposition, HR team would have to undergtramsformation and delivevalue as perceived by all the

stakeholders of the company.

The majority of the well-known HR competency modedse been developed in the United States (US) and
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Europe. Pinto and Walker (1978); McLagan (1983,99Rothwell (1996) and Rothwell et al. (1999) haemducted
the most representative studies from the US. Itatgsl and invents the HR field by shifting the fodusm
long-standing development to instantaneous resulfeerformance (ASTD 1994; Bassi et al. 1997; Rsamavitoon
1999). A small number of HR competency researcle® lalso been carried out in Asia: Yang (1994); (394);
Peerapornvitoon (1999); Yoo (1999); Zhu et al. @0&uo (2002); Chen et al. (2005); Abdullah et(2D11).

Many organisations all over the world are shiftthg focus towards HR competency models with an @&vate
to realign the HR function and transform HR profesals intobusiness partneréUlrich et al. 1995; Ulrich 1997,
Losey 1999; Ramlall 2006; Ulrich et al. 2008).

In spite of the growth in HRuUsiness partnecompetency models and their extensive promotioeret has
been little empirical or survey-based researchhef ¢fficacy of these models in making HR professi®@mmore
strategic or business-oriented (Huselid, Jacksod,Schuler 1997; Boselie and Paauwe 2005; Ulricil.e2008). HR
business partnecompetency models are not as effective as gepersdiumed, and they are mostly weak in predicting
performance in HR business partnering roles (Cdld2@10). Undoubtedly, it is argued that much e research has
only focused on the transition in HR roles and oesjbilities (Tichy et al. 1984; Schuler and Madistil 1984; Ulrich
1986, 1994); much less discussion has transpiradecning what competencies are essential for HRepsmnals to

be effective in their jobs.

Competencies differ in the degree to which they ametext boundSome competencies, such as learning
competencies, are widely applicable and more ingmbrthan others, whereas others are more boungédoaifie
contexts. While there are evidently some univefsate HR competencies’, the specific competenciest HR
professionals need are vergntext depender@nd there are clearly enormous differences betweewledge-based

industries (like IT) and mass-production industiiiike motor vehicles and clothing).

Competencies promised a means of rediscoveringdi##®,rin addition to a substitute approach to gethe
effectiveness and performance impact of the HRtfanqUIlrich and Brockbank 2005; Ulrich et al. 2Q08lowever,
there is an increasing concern that context-indéget and role-specific competency models are iotféé and
professionals are more and more sensitive of thergent performance gaps (Pitcher 2008). Therefoiegessential to
increase responsiveness of the limitations of cdemmy models and their prospective efficacy as wicdefor

improving performance.

For the reasons described earlier, a role-speagiicpetency model may not be predictive of the éifeness
and the performance of HR professionals. Therefiie requirement is to develop a competency framewo as to
move beyond the call for a role for HR professisrtalactually describing specific competencies HRtprofessionals
must demonstrate. Despite the conceptual appeaksearch thus far offers an empirically suppoftachework for

understanding competency mapping models in a cdmepsive manner.

In light of these considerations, the current stpdyposes a model of HR competencies in the cormtext
information technology (IT) industry in India, asr@echanism for improving the effectiveness andguarédnce of HR
professionals, by taking into account a wide raoigjeompetencies namely - analytical, leadershighneal, business,
interpersonal and technological. The rationaleafdopting this approach is that the model must leigd enough to

be internalized by all HR professionals, irrespeciof their level in the organisation, or area pédalization. This
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study develops an empirically validated HR compegyemodel by measuring the two competence levetst, fthe
required competence level (RCljhich is the standard or desired level of compeitss for the job; and second, the
existing competence level (EClWhich is the jobholder’s current level of expseti The model is then tested with

information collected from the survey.
The main purposes of this study were to:
» To identify the most important competencies for ptRfessionals.
e To analyze perceptions of the RCL and ECL of HRiggsionals in Indian IT industry.
» To determine the ranking of competencies and amatgzsubsequent impact on HR practices.

This paper is structured as follows. It begins with introduction followed by the rationale for coatency
mapping in the Indian IT Industry. Then the conaapframework is presented. The proposed reseaocdehand the
major hypotheses are then outlined. Subsequehtlystudy develops the methodology. Next, the regflthis study
are presented. Then the authors discuss the maalaged theoretical implications of these resulsnally,

conclusions are drawn and limitations are presented
COMPETENCY MAPPING IN THE INDIAN IT INDUSTRY

The Indian information technology (IT) industry hplayed a key role in putting India on the globapn
The information technology industry in India hasngal a brand identity as a knowledge economy duésttlr and
ITeS sector. According to NASSCOM Strategic ReviléASSCOM 2012), the IT sector in India aggregatesDU
69.1 billion export revenues and USD 31.7 billiammkstic revenues, growing by over 9%. The shai@ dmainly
software) in total exports increased from 1 perie@001 to 18 percent in 2011. IT/ITeS sectordias led to massive
employment generation. The IT industry is providdigect employment to about 2.8 million, and indthg employing
8.9 million people. This growth is expected to &ase to more than 14 million (direct and indirdnt)2015 and to
around 30 million by 2030. Indian IT companies sastHCL, TCS, Wipro, and Infosys may become housemames

around the world.

HR professionals in IT industry are confronted withe worldwide economic crisis, globalization,
technological innovations and other changes. Thribwition of the IT sector in terms of India’s GDgeneration of
employment, and software exports is quite significdhus, it seems that there is a requirementhfercompetency
mapping and competency development of HR profeaom order to meet the challenges facing thenesé&h
assertions propelled the need to investigate IT paonies operating in India and what solutions camptmposed
towards the challenges that HR professionals imdilistry are confronted with. This consequentlypgited the need

to investigate competency mapping in the Indiasd¢tor.

Due to various challenges faced by HR professicimal$ industry in India, it seems necessary toestigate
if a difference exists in job competency expectatibeld for their HR professionals between the irequcompetency
levels and the existing level of working. Researahicates that the closer the employer job compmstexpectations,
i.e., the RCL to the ECL of the employees, bringge better chance for productivity improvement, mskill
development and the higher employees will rate all/gb satisfaction. Competent HR professionaés required to

achieve results efficiently and effectively. Orgeations depend on competency of HR to generatetuanren
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investment (ROI) on the use of physical and teabgiohl resources. Hence, IT organisations, beirapkedge based

organisations, need to systematically pursue coemggtmapping and development.

THEORETICAL FOUNDATIONS
Conceptual Framework of the Study

After a thorough and meticulous analysis of earlominent studies, six groups/domains of HR
competencies are proposed: leadership, interpdrsbnainess, technical, analytical, and technolalgi@he six
competency groups/domains and their correspondingpetency factors were derived mainly from ASTDr(Bleal et
al. 2004), IPMA (2005), and NAPA (1996) competenoydels.

Table 1shows six competency groups/domains with theiresmonding competency factors. The list of
competency factors (which are the measured vasglitem each of the competency groups/domains ayadband
cover a wide spectrum of knowledge, skills, andlaites. In total, 33 competencies (knowledge |skilr behaviours)

in six competency groups/domains were identified.

For business competency groups, the businesstagiar functions which are central to businessaipens
were identified. Items for business competency greare adapted from the ASTD competency model (Bafret al.
2004) and Abdullah et al. (2011). Items for intege@al competency group were adapted from Bermthal. (2004),
Chen et al. (2005), and Abdullah et al. (2011)mkefor technical competency groups were adapted fkbdullah et
al. (2011), Brockbank and Ulrich (2003) and Berhtiiaal. (2004). Items for the technological congmety groups
were adapted from Bernthal et al. (2004), and SuehYang (2012). Leadership competency group wassuned by
the items adapted from Bernthal et al. (2004), Géteal. (2005) and Brockbank and Ulrich (2003)miseto measure
analytical competency groups were adapted fromtBalmt al. (2004), Chen et al. (2005), and, Brachkband Ulrich
(2003).

Table 1: Conceptual Framework of the Study

Competency Groups/

Domains Competency Factors

« Decision making
o * Process management
» Knowledge of company’s vision and

Leadership competencigs_ .~ » Conflict management
mission . .
(LC) - I » Consensus and negotiation skills
* Inspiring and motivating others « Empowering and training oeople
» Assembling strong teams P 9 9 peop
* Pride at work » Networking and partnering
Interpersonal competencie® Personal credibility * Strong initiative
(1C) * Relationship building » Communication
* Building trust * Leveraging diversity

Business competencies Analyzing needs and proposir
(BC) solutions

* Driving results

« Career and succession planning
Technical competencigse Organisational development

9 Applying business acumen
« Strategic and customer orientation

« Performance management
» Resourcing and talent

(TC) * Human performance
. management
Improvement » Change management
« Compensation and benefits 9 9
Analytical competencies ¢ Analytic thinking * Creativity and innovation
(AC) » Problem-solving inquisitiveness * Flexibility
Technological » Technological literacy » Knowledglel T and adapting IT tg
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| competencies (TGC) | | HR management |

The main outcome of the study performance improvementAs for the constructs of performance
improvement, which is the extent to which possessibcompetencies improves the performance of divitual,
items were modified from Human Resource Compet&tagy (HRSC) (Brockbank and Ulrich 2003); Brewsteal.
(2000), and Ulrich et al. (2008). Items fifectivenesswhich is the extent to which possession of coempaes leads
to achievement of objectives, were drawn up wiflerence to the measuring items of Human Resourecep&tency
Study (HRSC) (Brockbank and Ulrich 2003); Brewsgtral. (2000), and Ulrich et al. (2008), further dified
according to the present topic. Altogether six cetapcy groups and 39 items were analyZadexample of an HR
professionalperformance improvemertem is: “The possession of the competencies kxsalme to increase my

efficiency” (accomplishment of more task assignsihgi less time).
Research Model and Hypotheses Development

This study describes a model for investigatingcsimpetency groups and it offers an empirical evadneof
how these competencies influence the outcomesobthdy: performance improvement and effectiveniess setting

up of the hypotheses in the research, this sefiimrses on the relevant literature support.

In 1978, Gilbert's influential Muman competence: Engineering worthy performaraggpeared, one of the
first contributions in which the concept of compete was linked to performance. Gilbert defined ‘petence’ as a
function of worthy performance (W), which is a ftioo of the ratio of valuable accomplishments (&) dostly
behaviour (B). He expressed this in the formida= A/B. He thereby established that the value of perfoceavas a
function of accomplishments (that which is achievied example, goals accomplished) and the coskebéviour (for

example, wage costs, time or energy).

Competency is aruhderlying characteristictausally related to superior job performance (Md&@hd 1971;
Boyatzis 1982). This approach is also known asrtpat approach to management competency (Tate X&Bmnann
1999), as it was used to define the inputs needl@kmonstrate a competent performance and to fihdvbat makes
managers competent. Boyatzis’ model investigatesclwicharacteristics of managers are related to effective
performance and it can be considered as an adaptatithe classical psychological model of behavidcClelland
1971).

Competencies can articulate both the expected m#sdrom an individual’'s effort and the manner inici
these activities are carried out (Rankin 2002). @etencies are often intended to distinguish exopptiperformers
from average performers (e.g., Parry 1996; Oledérite, and Lemmer 2007). Spencer and Spencer (1&8phasize

the point that competencies must be related topeence in the workplace and not what would berdbk to have.

Since the pioneering work of Stogdill (1948), K&t®55), and Mann (1965) on competencies, a burggoni
literature in the 1980s and 1990s has gone ondntify an array of competencies linked to manag¢isti@cess and
effective performance (e.g., Boyatzis 1982; du G&glaman, and Rees 1996; Lawler 1994; Mansfield 18 Call
and Lombardo 1983; McLagan 1996; Mirabile 1997;rfeosand Kouzes 1988; Spencer and Spencer 1993).

Linking competencies with employee performancehisotutely fundamental to the rationale of compegenc
models. Burke (1989), Fletcher (1991) and Dubo298) emphasized competence-based performance isypent in
organisations and Gilbert (1978) linked competesmgylicitly to performance.
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Gilbert (1978) puts the ‘competence’ concept inidewframework of performance improvement, at sadje
organisational and individual levels. The measureanpetence used by Gilbert is therformance improvement

potential This states that actual behaviour is inversebpprtional to theotential for improving performance (PIP).

Since the emergence of theoretical approaches enfigld of work, the question of how employee
performance can be improved has intrigued botherad and professionals for many years. Some reserar like
Romiszowski (1981, 1986) and Dubois (1993) devedopestrategic systems model based on the compesefui
improving performance in organisations, providimgigus answers to this question.

Individual performancedependson many internal and external factors. The commstemapping, as a
measurement tool, identifies those internal fact@@empetencies), which are responsible for imprgvitne
performance of employees. The performance impromemecess becomes stronger when employees araisggbon
both objectives (what) and behavioural performafiwen), referred to as the “mixed model”. This “mikenodel”
provides a shared understanding of what will be itnoed and measured, and ensures an understanfiimgaothe
work gets done in addition to what gets done (Okeald Ferman 2006: 77). The study group (Lemaal.et994: 2-3)
also concluded that it should be quite easy to éxaimmprovements in individual performance, irregpe of the use
of the standards. The possible benefits ranged freroeived improvements in personal effectiven@sksmaotivation
to the acquisition of specific managerial skillading to demonstrable improvements in performaki¢aterton et al.
1999). In other words, the possession of competsrisiassumed to lead performance improvemerithis suggests

the first set of hypothesis linking all six comp®atg groups with performance improvement:

Hla: Perceived possession of leadership competenclebavie a positive effect on perceived performance

improvement.

H2a: Perceived possession of interpersonal competendidsave a positive effect on perceived perforcan

improvement.

H3a: Perceived possession of business competenciehani# a positive effect on perceived performance
improvement.

H4a: Perceived possession of technical competencidshawle a positive effect on perceived performance

improvement.

H5a: Perceived possession of analytical competencidshawe a positive effect on perceived performance

improvement.

H6a: Perceived possession of technological competenaidls have a positive effect on perceived

performance improvement.

A competency provides “means” and an “end” in thierf of knowledge, skills and abilities requiredb® an
effectiveemployee functioning and performing at expecteddsaads (Youn, Stepich, and Cox 2006). Competeney i
combination of tacit and explicit knowledge, belwari and skills that give someone the potentialefidectivenesm
task performanceEffectivenesasks, “How much do competencies affect the capanid actions of employees?”
Boyatzis (1982) defines theffective performancef a job as “the attainment of specific resultstomes) required by

the job through specific actions while being cotesis with policies, procedures, and conditionshaf brganisational
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environment”. Boyatzis’s model foeffective performance includes three elements: individuasmpetencies;
functions and demands of the job; and organisatienagronment. McClelland (1973) advocated the oferiterion
referenced assessment (CRA) for analyzing key #sp&cbehaviour that distinguish betweeffective and less

effectiveperformance.

The second approach identifies the outcome expdaieda job when it is performed adequately. Itgersis
not only skills and knowledge, but also the ranfeqaalities of personagffectivenessequired to get a job done
(Ashworth and Saxton 1990; Silver 1991; Boam anar@pv 1992; Burgoyne 1989).

Thus, previous studies have implied that competenagiels not only help in providing a “blue printirfthe
entire gamut of competencies that produce exceflerformance, but can also provide an importantussdul tool to
bring effectiveness. Research also indicates tloaer therequired level of competence (RQb)theexisting level of

competence (ECLYf the employees, brings a better chance of negifectivenesm their jobs.

Summarizing the above arguments, this study prapassecond set of hypothesis linking all six corapey

groups with effectiveness:
H1b: Perceived possession of leadership competencielsave a positive effect on perceived effectivenes

H2b: Perceived possession of interpersonal competensiis have a positive effect on perceived

effectiveness.
H3b: Perceived possession of business competencieBavill a positive effect on perceived effectiveness.
H4b: Perceived possession of technical competenciésiavik a positive effect on perceived effectiveness
H5b: Perceived possession of analytical competencikfiavie a positive effect on perceived effectivenes

H6b: Perceived possession of technological competenwgitls have a positive effect on perceived

effectiveness.

However, the question also arises whether those hdn@ been perceived as effective can be further
developed and whether this in turn leads to perfmme improvement. Within the research model itssuened that
there is a positive correlation between performaimsprovement and effectiveness, as effectivenesg nave a

positive impact on the performance improvement Bf ptofessionals. Accordingly, we hypothesize that:
H7: Effectiveness will be positively related to perfance improvement.
Research Model

Anchored in the necessity of HR professionals wvigle value to their organisations, HR professisnaho
demonstrate competence will be perceived as méeetefe (Ulrich et al. 1995). The classic rationfde competency
models is the belief that formalized and tested metencies are the most effective way of predictiegiormance
(Delamare Le Deist and Winterton 2005).

Workforce performance is assessed with respeatticcpmpetency constraints in addition to the objest
(Draganidis and Mentzas 2006: 56). However, todayopmance is not only seen as “what” (objectivas)employee

achieves, but also viewed as “how” (competenciesafestrated) the results are derived. One of thaufring features’
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in the notion of competencies is that the compéésncan be described in terms of observable speoghaviours
(Hirsh and Strebler 1994: 83). In practice, nonlets&e organisations increasingly adopt hybrid sgst¢hat include
behavioural as well as functional competences (#vioh and Winterton 2002; Alderson 1993). The caenpey, as a
measurement tool, identifies behavioural factomsr(getencies) relevant to performance in the joke gérformance
improvement procesBecomes stronger when employees are appraisedtbnobjectives (what) and behavioural

performance (how), referred to as tmeiXed model”

Figure 1shows the research model with hypothesis indicatidlh the six competency groups are directly
and indirectly related to performance improvemevith the indirect path occurring through effectiess. The six
competency groups lead to the effectiveness of KHifepsionals as perceived by HR professionals tekms. This

linkage, in turn, affects the main outcome variafléhe study'performance improvement”.

Leadership et >
fompetencies |

Performance

improvement

Interpersonal

competencies

Bu
competencies

Technical
competencies

Effectiveness

Analytical

competencies

Fachmolomeal /

competencies Héb

Figure 1:The Research Model with Hypothesis Indicabns

The proposed framework consists of two parts. Titst part measures the HR professionals’ RCL on six
competency groups and the second part measurdstheon these six competency groups. Competency mgpg
the process of identifying the key competenciesdadefor the job. On these identified competencibs,
desired/expected level of competence for the ja&b, the RCL is measured. Further, against this R@Ljobholder’'s

actual/current/demonstrated level of expertiseéssared, which is the ECL.

The study seeks to examine HR professionals’ olveeateptions and evaluations of the RCL and EClthen
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competencies identified and their linkages to teefggmance improvement for the most part. The ratie for this
approach was that HR professionals’ evaluationseoformance and effectiveness matter because tkeip a unique

position to judge how competency models work ircpica (Rynes et al. 2002; Caldwell 2010). Hencerdspondents

for this study and the units of analysis are HRgssionals.

Before exploring the hypotheses, the scope of tineey and the main characteristics of the orgaioisatand

respondents surveyed are outlinedaible 2and table Bespectively.

Table 2: Organisation Profiles

Category Profile of Organisations
Item Frequency Percent
Size - Numberof | | ooq than 1000 3 27.3
Employees
1001-2500 3 27.3
2501-5000 2 18.1
Over 5000 3 27.3
Number of HR Staff 0-50 3 27.3
51-100 3 27.3
Over 100 5 454
Table 3: Respondent Profiles
Category Profile of Respondents
Item Frequency Percent
Gender Male 62 51.6
Female 58 48.4
Age 25-34 39 32.5
35-44 37 30.8
45-54 30 25.0
55-65 14 11.7
Education Level Secondary Education 0 0.0
Diploma Degree 0 0.0
Bachelor Degree 34 28.3
Master Degree 75 62.5
PhD Degree 5 4.2
Professional/Others 6 5.0
C.urrent ‘].Ob . Executive/Administrator 23 19.2
Title/Designation
Senior Executive/Administratof 23 19.2
Manager 31 25.8
Senior Manager 26 21.7
General Manager 10 8.3
Director 7 5.8
Years in Current HR Role 1-2 years 35 29.1
3-5 years 32 26.7
6-9 years 33 27.5
Over 10 years 20 16.7

METHOD

The survey was conducted in 11 leading IT compainidadia, namely: Wipro Technologies, Infosys Ltd.
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Tata Consultancy Services Ltd., HCL Technologies LiHewlett-Packard India Software Operation Pwtl. LLarsen
and Toubro Infotech, Oracle India Pvt. Ltd., Zerfdbftware Ltd., 3i Infotech Ltd., Cognizant Techogy Solutions
Corporation, and Impetus Software Ltd. The targgiypation for this study was limited only to the HhRofessionals
who are working in the IT sector in India. Thedstucarried out was limited to the development &f HR professional

competency model for the management level of HReggionals.

A total of 473 approaches were made to obtain 1@@pteted surveys, representing a response rate of
25.36%. Reasons for nonparticipation were eithez thu the unwillingness of HR professionals to révbeir
perceptions or lack of time to complete the survey.

To test the research framework and hypotheses, wata gathered through a structured questionnaire
consisting of 39 items. To ensure content validityhe scales, items for the constructs were maidppted from prior
studies, as discussed in earlier sections. Allt8ths were measured on a five-point Likert-type esq@here 1 =
strongly disagree, 2 = disagree, 3 = uncertain, &@gree, and 5 = strongly agree) by covering theceixpetency
groups.

The questionnaire is divided into three sectionse Tirst section is on the background informatiom a
respondent’s profile. The second section of thestioenaire consists of measurement of the RCL.tlind section of
the questionnaire consists of measurement of tHe EXDe test also required that the perceptionth@fcompetencies
and effectiveness of HR professionals should cammem fHR professionals themselves. Data was collelstedsking
HR professionals to rate their perceptions of ti@_Rind ECL for their jobs in each of the six congpety groups.

Before the questionnaires were formally administetieey were validated, pilot tested, and modified.

RESULTS

This section examines the proposed research mgdetdans of reliability, factor and regression asily
using Statistical Package for Social Science (SBS®)are.

Descriptive Statistics
Table 4: Depicts the Descriptive Statistics of #@L Data Obtained from the Questionnaires

Table 4: Descriptive Results

Competency Group | Mean | Std. Deviation N

LC 3.1774 .72504 120
IC 3.5023 .64270 120
BC 3.3772 .64012 12(
TC 3.4062 .64202 120
AC 2.8178 .63895 120
TGC 3.4413 .69885 12(
EFF 3.5690 .61833 12(
Performance 3.5711 .61767 120

Reliability Analysis

Reliability of the ECL data obtained from the qimshaires was evaluated by assessing the internal
consistency of the items representing each coriaigieg Cronbach’s alpha.

Table 5andtable 6depict the reliability analysis of the dataset uk®dhe factor analysis. Cronbach’s alpha
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value for all the constructs exceeds the valuesmatended by Nunnally (1978), revealing an acceptihlel of the

reliability of the five-point scale and therebyoalling further analysis.

Table 5: Reliability Statistics

872 .850 39

Table 6: Reliability of the Constructs

LC Leadership competencies .956
IC Interpersonal competencies 971
BC Business competencies .889
TC Technical competencies .909
AC Analytical competencies .800
TGC Technological competencies .944
EFF Effectiveness .701
Performance| Performance improvement .878

Factor Analysis

To ensure theontent validityof the scales, the selected items for the coristrrere mainly adapted from
previous studies. Confirmatory factor analysis (s conducted to assess the properties of measuterms of

testingconvergent and discriminant validity
Table 7explains rotated component matrix of the factorysis.

Table 7: Rotated Component Matrix

LC1 .813
LC2 .826
LC3 .901
LC4 .841
LC5 .866
LC6 .764
LC7 .805
LC8 .813
IC1 .829
IC2 .915
IC3 .811
IC4 .891
IC5 .868
IC6 .903
IC7 .800
IC8 .916
BC1 921
BC2 .812
BC3 .924
BC4 757
TC1 .785
TC2 .804
TC3 .788
TC4 .861
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TC5 .868
TC6 752
TC7 716
AC1 .690
AC2 752
AC3 .780
AC4 .850
TGC1 .956
TGC2 .967
EFF1 .832
EFF2 .865
Performancel .849
Performance2 .819
Performance3 .800
Performance4 .918
Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 6 iterations.

As shown intable 7 eight factors emerged with no cross-constructlilugs, indicating good discriminant
validity. The instrument also demonstrated convetrgalidity with factor loadings exceeding 0.5 fach construct.
The magnitude of the factor loading should be edoabr greater than 0.5 for adequate individuahitesliability,
providing support for convergent validity (Bagozzid Yi 1989). Accordingly, these results confirmattieach of the
eight constructs is unidimensional and factoridilstinct and that all items used to operationadizearticular construct

is loaded onto a single factor.

Therefore, the measurement model in this reseanokvs satisfactory reliability, convergent validitgnd

discriminant validity.
Regression Analysis

The multiple regression analysis was performedheECL data.Table 8depicts the comprehensive result of

the model summary of the multiple regressions.

Table 8: Model Summary of the Multiple Regression
Model Summary”

Std. Change Statistics Durbin
R Adjusted | Error of : -

bienEl |- R Square | R Square the Rcﬁgﬁa(rae Chgn e dfl | df2 CShlgﬁFe Watso
Estimate 9 9 9 n

1 .786 | .617 .597 .39218 .617 30.364 6 | 113 .000 1.863

a. Predictors: (Constant), TGC, AC, TC, LC, BC, IC
b. Dependent Variable: Performance

R?is a measure of how much of the variability in thetcome (in this casperformance improvemenis
accounted for by the predictors (i.e., six compeyegroups:TGC, AC, TC, LC, BC, and )CAs shown intable 8§ its
value is 0.617, which means that six competencymgoaccount for 61.7 % of the variation performance
improvementThis suggests that the model is quite signifi¢amxplaining the variances. The significance reatj <

0.001 provides support for the relationship.

Table 9depicts the analysis of the variance (ANOVA).

Impact Factor (JCC): 2.2589 Index Copernicus Value (ICV): 3.0
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Table 9: Analysis of Variance (ANOVAY

Model Sum of Squares df Mean Square F Sig.
Regression 28.021 6 4.670 30.364 000
1 Residual 17.380 113 154
Total 45.401 119
a. Dependent Variable: Performance
b. Predictors: (Constant), TGC, AC, TC, LC, BC, IC

ANOVA was conducted to compare the effect of simpetency groups on performance improvement. There
was a significant effect of six competency groupsperformance improvement at tipg.001 level (F (6, 119) =
30.364,p < .001).

For the initial model the F-ratio is 30.3@t&ble 9),which is very unlikely to have happened by chafzxe
<0.000). This result shows that the final modeh#igantly improves our ability to predict the oatoe variable.

Hypothesis Testing

In hypotheses Hla, H2a, H3a, H4a, H5a, and H6ainpact of six competency groups TGC, LC, BC, TC,
AC, and IC omperformance improvememtas investigated. As showntable 1Q hypotheses Hla, H2a, H4a, H5a, and
H6a were supported.

However, business competencies had no significafiieince onperformance improvemerdt the 0.05
significance level. Thus, hypothedit3a was rejectedThe proposed model explained a significant peeggn of

variance in performance improvemgRt= 61.7%).

Table 10: Hypothesis Testing Results for Performarelmprovement

Hypothesis Competencies B t-value p Description
Hla Leadership Competencies (LC) .27)7 4.658 .000 cepied
H2a Interpersonal Competencies (IC) .320 4.680 .000 Accepted
H3a Business Competencies (BC) 110 1.792 .076 cRele
H4a Technical Competencies (TC) 317 4.557 .000 eprd
H5a Analytical Competencies (AC) .237) 3.956 .00D cdated
H6a Technological Competencies (TGC) 318 5.330 0.00 Accepted

Hypotheses H1b, H2b, H3b, H4b, H5b, and H6b exartiieepaths from TGC, LC, BC, TC, AC, and IC to
effectiveness (table 11About 60.5% of the variance in effectiveness aoted for by TGC, LC, BC, TC, AC, and IC,
thus providing a considerable degree of confideéndeterpreting the results.

Table 11: Hypothesis Testing Results for Effectivesss

Hypothesis Competencies B t-value p Description
H1lb Leadership Competencies (LC) 251 4.1%6 .000 cepted
H2b Interpersonal Competencies (IC) .301 4.208 .000Accepted
H3b Business Competencies (BC) .090 1.448 151 ciRagle
H4b Technical Competencies (TC) .348 4,931 .000 eptsd
H5b Analytical Competencies (AC) .27b 4,528 .000 cdmed
H6b Technological Competencies (TGQ) 276 4555 0.00 Accepted

Effectivenes$iad a significant positive influence performance improvemeiftable 12).Hence hypothesis

H7 was supported.
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Table 12: Hypothesis Testing Results for H7

Hypothesis Variable B t-value p Description
H7 Effectiveness| .950 32.9883 .0Q0 Accepted

When explaining the model, it is necessary to camstandardized direct, indirect, and total effexftshe
model. As summarized imable 13 technical competencies exhibited the strongettl teffect on performance

improvement.

Table 13: Summary of Direct, Indirect and Total Effect on Performance Improvement

Competencies Direct effect | Indirect Effect | Total Effect
Leadership Competencies (LC) 277 26050 .515
Interpersonal Competencies (IC) .329 0950 .615
Business Competencies (BC) 110 00050 .195
Technical Competencies (TC) 317 .30850 .648
Analytical Competencies (AC) .237 275950 .498
Technological Competencies (TGC .318 206850 .580

The mediation analysis has partitioned the totEdotfof competencies on performance improvemermt ént
direct effect and a mediated effect (both of thase given in terms of standardized coefficientsthé mediational
model is correctly specified, the direct and indingaths can be estimated by multiple regressibns.procedure used
in this study is Baron and Kenny's (1986) causepstapproach. In order to conclude that mediatiag be present,
several conditions are required (Baron and Kenr86):9a significant total relationship between thitial cause and
the final outcome variable (i.e., a significant tpatthe significant path between the initial caws®l mediating
variable; and the significant path between the atédj variable and final outcome variable. Barad &enny (1986),
Judd and Kenny (1981), and James and Brett (1984usked these four steps in establishing medialibos, the
mediational analysis suggests that the relationth@fcompetencies with the performance improveraempartially

mediated by effectiveness.
DISCUSSIONS

Table 14shows the ranking of the impact of competency gsoan the main outcome of the study, i.e.,
performance improvement for ECL.

Table 14

Hierarchy for Performance
ECL
Improvement. Rank
Technical Competencies (TC)
Interpersonal Competencies (IC)
Technological Competencies (TGC)
Leadership Competencies (LC)
Analytical Competencies (TC)

Business Competencies (BC)

OO |WIN|F

The most important group was found to be tdsghnical competency grouparticipants not only perceived
the technical competency group as the most impogianup (as it is ranked highest in RCL), but aisported highest
expertise in the ECL. This finding is consistenthwiesearch conducted in Malaysia by Abdullah et26111) and Choi
et al. (2008). In the 2007 HR competency modeli¢dlet al. 2008); the “technical HR” competencyecatry was

represented by the competency area “OperationattEse In all theHuman Resource Competency Modidseloped

Impact Factor (JCC): 2.2589 Index Copernicus Value (ICV): 3.0
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in 1987, 1992, 1997, and 2002, the “technical HRMmpetency category was also represented by HR edgliv
(Brockbank and Ulrich 2003; Ulrich et al. 2008).eT$ignificance of the above statements is justifiét the findings

of the research.

Indian HR professionals regardederpersonal competency groag the second most important group. Indian
HR professionals also possessed advanced levelgeftise in interpersonal competencies. This figds in line with
research conducted in Taiwan by Chen et al. (2086} in Hong Kong by Selmer and Chiu (2004) sinoe t
organisational culture of India, Taiwan and Hongngqand broadly, Asia) conventionally puts the hugportance

on peace, healthy relations and cooperation.

In the technological competency group, the majarityiR professionals regarded their competencedeee
be between the basic to intermediate level of gigeerThis is in line with research conducted iwka by Chen et al.
(2005). This apparently shows that Indian HR preifasals are to some extent equipped with the tdogital
competencies, but they are aware that they arecesgbéo further enhance the possession of compgetenelated to

prevailing technology.

The study indicates that the majority of particigsamlo not observe the importance of tleadership
competency groupl he majority of participants perceived their etige in the leadership competency group to be at
the basic level. The majority of Indian HR professils who participated in this study were not adégjy equipped to
lead their companies. This could possibly be duthéocommon scenario whereby HR issues are alwests ® be
placed “on the table” rather than having its repnéation “at the strategic table” (Ulrich et al.020).

The leadership competency growyas found to be significant and this is in linghaihe research conducted
by McDaniel (1998), Selmer and Chiu (2004), Chu@0®, Charan et al. (2001), and IPMA (2005).

The findings suggest thatalytical competency grouwas perceived as the second least important group.
Indian HR professionals also reported lesser amofiakpertise and regarded themselves as insuifice analytical
competencied he analytical competency group was found to beifsigint. This finding is consistent with the resga
conducted in Taiwan by Chen et al. (2005).

Business competency growas not found to be important and significant ie study. From the study, it can
be concluded that the participants perceived thatiness competencies are the least important. Tistndss
competency group was also ranked the lowest in ERIs finding is consistent with the research candd in
Malaysia by Abdullah et al. (2011), but contrarythe findings of similar research conducted by dhiret al. (2008).
This finding is important as the business compstemoup is prominent in the majority of the HR caetgncy models
world-wide. The competency domain “business allgs included in the 2007 HR competency model dpesldy
the RBL Group and the University of Michigan’s Busss School. The ASTD competency model
(Rothwell et al. 2004) maps out business as onthefthree clusters of competencies necessary lfarakplace

learning and performance (WLP) professionals thsatt lmclude the HR professionals.

HR managers should be equal partners in the bisssiestegy formulation, with representation of HRtbe
board of directors of the organisation, which i€ happening in India (Bhatnagar et al. 2005). Theption of
professionalized HR practices in India is a reqamtnomenon that has gained momentum in the pasitytwears
(Krishna and Monappa 1994; Rao et al. 2001). Wébards to this, the HR profession in India lagsitmhhe
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practices in the West. Probably, the concept “@ssrpartnership” is either in its infancy stagensunderstood in the
HR competency frameworks in India. Possibly duthis, “business competencies” were not found tarortant and

significant in the study.
THEORETICAL AND PRACTICAL IMPLICATIONS

The findings of this investigation have implicatiofor theory, research, and practice. HR profesdsonan
identify the most important competencies, and thes this information to design, develop and evaltiagir jobs and
work outputs. The results of the study offer a rf@pHR professionals to outline a self-developmaan, specifying

suitable development priorities and necessary ctenpe levels.

The competency framework developed in the study vél useful for the HR professionals in profilinget
acquisition of the actual competencies, desired patemce levels, and the positive and negative gdpbiR
professionals. Organisations may relate the finglin§ this study to outline job descriptions, empgeyselection,
training and development, and performance evaloatod this will help in making decisions about eare

development, career and succession planning, fidsign, counselling and coaching.

HR professionals may manage their future careehwst, or apply the information to examine new
opportunities while considering the utilization tedinsferable competencies. Based on results of etanpy analysis,
HR professional’s future within an organisation ¢ensuitably determined. HR professionals mighatyebenefit in

the long run by identifying opportunities likely tdfer a better career fit.

When selecting and developing leaders, it shouldcbesidered that the competencies that the HR
professionals possesses and compare those to eéketltat need further development for success @adership role.
By looking at individual's current competencies atwmparing those with the skills necessary to dilleadership

position, organisations can make better decisiofdring, developing and promoting leaders.

The finding thatbusiness competenciegre not found to be significant in the study bagain implications
for HR professionals. For HR professionals to bee@rsuccessfllusiness partneHR professionals must premise
the development of the HR system based on its iboritn to effective strategy implementation. Th&w perspective

is the most fundamental of the necessary changdRioapabilities (Becker et al. 1997).

The results of this study may help the organisatiioidentify competent employees as well as emmsyeho
lack specific competencies, and thereby encouragh@gorganisation to include measures of tieahn analytical,
leadership, interpersonal, and technological petencies along with the effectiveness interfggmance
management techniques. This study will aid in aintj a unified performance management system wigfh h
performance standards, compilation and suitablenexation of accurate data against the fixed statgjaaccomplish

focused feedback meetings and a path regardingspraeas of improvement.

This research will also assist organisations toettgyv the competency of the employees by appropriate
matching of the ECL with the RCL. Thereby this msh will facilitate identification and developmeat specific

competencies needed by the individuals, to recheie deficiencies.

The present study will help HR professionals toedmine the gap between RCL and ECL, to assess the

training needs, thus making the training and deukent programmes more efficient. The purpose ofiaihg needs
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assessment is to identify performance requiremantsthe competencies needed by a firm’'s workfoocadhieve

these requirements.

The study resulting in empirically tested HR conepely model will benefit the IT organisations in imd
These findings also provide numerous implicatimrsperformance management in the context of ITase@there is a
strong and positive relationship between possessiarompetencies and successful job performancempdied by
the research model, the performance and effectsgeiseenhanced, if the acquisition and developmEabmpetencies

are appropriately managed.

This study can be used to structure developmeatiiities, like competency-based management devedop
(CBMD). There is some evidence that CBMD can geeepasitive benefits for organisations (Wintertarake 1997).
Drawing on the work of Winterton et al. (1997), thesults provide support for attributing businesndfits to
management development, particularly in relation itdividual and business performance. The perfonaan
improvements are more significant where managemewtlopment is linked to organisational strategynférton et
al. 1997).

CONCLUSIONS

This article provides a theoretical and structdramework for future research in competency modgliy
establishing two notions: First, there are diffeen between ECL and RCL, currently in organisatid®scond,
competencies do predict performance consistently.e®amined and confirmed these notions by takingrapirical
approach with a comprehensive list of competendestified in the literature. By doing so, the amt study
demonstrates the utility of competence-centeredaguh as an efficient way of understanding thesobtdifferences

in performances of individuals.

The study brought to light the significance of tterhnical competency group and the interpersonal
competency group in the competency model. Moshefavailable HR competency models are generallgldped
through qualitative studies. This research, rasglth an empirically tested and validated modeh i®sponse to the
call for the development of a competency modelH& professionals. Chen et al. (2005) and Abdultahl.e(2011)
recommended to carry out competency mapping stuiearious Asian nations, since the number of lihpetency
mapping studies in these nations is extremely sr@dlén et al. (2005) and Abdullah et al. (2011p @dvocated that

further research on the link between competencidsparformance is crucial.

By considering these perspectives, utilizing a tr@anceptual framework of the proposed competency
model, and mapping out the area of competencieklfoprofessionals, the study investigated the dimapact of six
competency groups on performance improvement asived by HR professionals, and examined the intigéects
of six competency groups on performance improvemeiih the indirect path occurring through effeetiess. It
demonstrated the reliability and validity of the asares and also provided some useful measures afattstructs.
Integrating and empirically examining the factdmattbuild an HR competency model advance our utatedsg of

these constructs and their linkages to the perfocama

There are several noteworthy findings in this stuglgst of all, the results suggest that six corapey groups
are separate constructs that combine to determepdrformance improvement. While five of the cotapey groups

were each directly related to performance improvarthey were also indirectly related to performaimprovement
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through effectiveness. The results specify thatnvH& professionals display competencies in analltieadership,
technical, interpersonal and technological grodpsn HR professionals are perceived to be moretdfie As HR
professionals master these competencies; theyiilbnly be distinguished as more effective HR @ssionals, they

will also contribute explicit value to their orgaation.

There is a strong and positive relationship betwgmssession of competencies and performance
improvement. Thus, it can be concluded that thesggsion of competencies enables the superior pafare of HR

professionals in the IT organisations.

The technical competency group was found to bentlost important group. Interpersonal competencies,
technological competencies, leadership competeneied analytical competencies are ranked no. 24 and 5
respectively. Business competencies appear todée#tst important competency group. The findinghi$ research

shows that the participants generally lack straaglérship in the organisations.

Effectiveness plays a crucial intervening role Hme trelationship of competencies and performance.
Effectiveness was found to be positively relatechénformance improvement for both RCL and ECL. Tésults
indicate that the competencies have a positive éinpa the perceived effectiveness, and this, in,tig predictive of
the performance improvement. The identificatiorefiéctiveness as a key variable within the oveedbarch model is

vital.

It is evident that HR professionals meet the remliicompetency level in the interpersonal, techpiaat
technological competencies, since the ECL of Indi& professionals was generally congruent withrtherceptions
on the RCL in these three competency groups. Ibeaconcluded that HR professionals possess tlwspatencies in

the required degree to perform their jobs effedyive

The competency gaps were observed between the RGLEEL in leadership, business and analytical
competencies. It can be concluded that HR profeatsodo not possess these competencies in thaedqlegree to
perform their jobs effectively. Although some oétparticipants possessed advanced or expert lefpl®ficiency in
the ECL, a large number of the participants wetmbto be fairly competent to perform their jobs tlee gap between

the RCL and ECL was not very large in any of thmpetency groups.

The original contribution of the study is that thessults can be generalized to IT sector in aarmsbdntext.
This research may also be generalized to othemAiantries, such as China, Japan, Singapore,arhillaiwan, and

Malaysia since these countries have cultural enwirents similar to India (Abdullah et al. 2011).

By using the competency model to predict the peréorce, we believe this research offers an important
foundation for the scientific study and competedeyelopment of HR professionals. By means of eistaibly the HR
competency model, it is expected that the restlthis study will present several significant asseents and illustrate

various innovative pathways for the HR professismgbbally.
LIMITATIONS AND FUTURE SCOPE

Despite its valuable findings and implicationsstbtudy has several limitations that can be adddessthe
future research. First, the extent to which thessailts can be generalized to other industries endp debate and

further investigation with different populationsdifferent contexts. Second, the modest sampleusied in this study
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is another limitation. Number of samples and samgpinethods were selected with consideration of thme budget
constraints. The findings require further in-depiploration and systematic retesting using a lasgenple. Third, no
interviewing was carried out. The feedback was iokth strictly using the survey questionnaire in fimen of “hard”
copy. Fourth, the proposed model developed in #higly is limited to include performance improvementd

effectiveness as the major outcomes.
Based on the limitations of the present studypfelhg recommendations are made for future research:

e The study may be extended widely to include the §HQrectors, General Managers, Line Managers,speer
of HR professionals, academia, and all custometlkeofHR professionals.

e Future studies may examine how culture influenagsgptions of HR competencies, especially wheniestud
compare countries with different cultural backgrdsin

»  Further research on the “business competenciesiggested. This is hecessary as the “business” etempy

category was non-significant in the present study.
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