International Journal of Research Radicals in Multidisciplinary Fields (IJRRMF), ISSN: 2960-043X
Volume 3, Issue 2, July-December, 2024, Available online at: www.researchradicals.com

Competency Mapping and Its Impact on Talent
Acquisition and Retention in OD intervention

Prof. Deepak Kulkarni
Director, MBA, Genba Sopanrao Moze College of Engineering, Balewadi, Pune- 411 045, Maharashtra, India
ABSTRACT

This research investigates the role of competency mapping in enhancing talent acquisition and retention within
the framework of Organizational Development (OD) interventions. Competency mapping, a strategic HR tool,
involves identifying and developing the skills and behaviours required for specific roles within an organization.
This study explores how effective competency mapping can align with organizational goals to improve
recruitment processes and employee retention rates. The research utilizes a mixed-methods approach,
combining quantitative surveys and qualitative interviews to gather comprehensive data from HR professionals
and employees across various industries. The key findings reveal that organizations implementing competency
mapping reported a significant reduction in time-to-hire and an improvement in the quality of candidates
selected. Additionally, competency mapping facilitated better matching of candidates’ skills and job
requirements, leading to higher job satisfaction and performance levels. Companies using competency mapping
experienced lower employee turnover rates, attributed to a better alignment between employees' competencies
and job roles. Moreover, competency mapping contributed to more effective OD interventions by providing
clear benchmarks for employee development and progression. The findings underscore the critical role of
competency mapping in modern HR practices. By enhancing talent acquisition and retention, competency
mapping not only improves organizational efficiency but also contributes to long-term strategic goals. For HR
practitioners, the study provides a compelling case for integrating competency mapping into their recruitment
and development processes. Additionally, the positive impact on employee satisfaction and retention highlights
its potential as a tool for fostering a more engaged and productive workforce. This research offers valuable
insights for organizations looking to refine their OD interventions and create a sustainable competitive
advantage through strategic human resource management.
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INTRODUCTION

Competency mapping has become an essential tool in modern human resource management. It involves identifying key
skills, behaviors, and competencies required for specific roles within an organization, thereby aligning individual
capabilities with organizational goals. With the rapid pace of change in the business environment, organizations are
increasingly recognizing the need to adopt competency mapping to enhance their talent acquisition and retention
strategies. Organizational Development (OD) interventions, aimed at improving organizational effectiveness, can
significantly benefit from competency mapping as it ensures that employees' skills are aligned with the company's
strategic objectives.

Despite the growing interest in competency mapping, there remains a gap in understanding its direct impact on talent
acquisition and retention. Many organizations struggle to effectively implement competency mapping, resulting in
inefficient recruitment processes and high employee turnover rates. This study aims to address this gap by examining
the effectiveness of competency mapping as part of OD interventions and its influence on recruitment efficiency and
employee retention.

The primary objectives of this research are:

To evaluate the effectiveness of competency mapping in improving talent acquisition processes.

To assess the impact of competency mapping on employee retention rates.

To explore how competency mapping contributes to the overall success of OD interventions.

To provide recommendations for HR practitioners on integrating competency mapping into their strategies.
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This study is significant for several reasons. It provides empirical evidence on the benefits of competency mapping in
HR practices, particularly in the areas of talent acquisition and retention. By highlighting the positive outcomes
associated with competency mapping, this research offers valuable insights for HR professionals and organizational
leaders seeking to enhance their recruitment and retention strategies. Furthermore, the study contributes to the body of
knowledge on OD interventions, demonstrating how competency mapping can serve as a critical component in
achieving organizational effectiveness.

The scope of this study includes an analysis of organizations across various industries that have implemented
competency mapping as part of their HR and OD strategies. The research utilizes a mixed-methods approach,
incorporating both quantitative and qualitative data. However, there are limitations to this study. The findings are based
on data from a specific set of organizations, which may not be generalizable to all contexts. Additionally, the study
focuses on the short- to medium-term impacts of competency mapping, and further research is needed to explore its
long-term effects. Despite these limitations, the study provides a comprehensive understanding of the role of
competency mapping in enhancing talent acquisition and retention within the framework of OD interventions.

LITERATURE REVIEW

Competency mapping is a strategic HR process that identifies and assesses the skills, knowledge, and behaviors
required for specific roles within an organization. It aligns individual competencies with organizational goals to ensure
that the right people are in the right positions. Boyatzis (2008) emphasizes the importance of competencies in achieving
superior performance in the 21st century, noting that competencies provide a common language for discussing and
developing talent. The process includes defining job roles, identifying required competencies, assessing current
competencies of employees, and bridging the gaps through training and development (Dubois & Rothwell, 2004). This
not only helps in creating a skilled workforce but also enhances overall organizational performance.

The theoretical foundation of competency mapping is grounded in human capital theory, which posits that investing in
employees' skills and knowledge leads to improved organizational outcomes (Becker, Huselid, & Ulrich, 2001).
Additionally, competency-based HRM frameworks emphasize the alignment of individual competencies with strategic
business objectives (Aguinis, 2019). The resource-based view (RBV) of the firm supports the idea that unique and
valuable competencies can provide a competitive advantage (Prahalad& Hamel, 1990). These theories collectively
underscore the importance of competency mapping in enhancing organizational effectiveness and achieving strategic
goals.

In the context of OD, competency mapping serves as a critical tool for facilitating change and improving organizational
effectiveness. Rothwell and Kazanas (2003) highlight how competency mapping provides a systematic approach to
developing and leveraging employee competencies to meet evolving business needs. By identifying the competencies
required for successful OD interventions, organizations can ensure that their workforce is prepared to support and
sustain change initiatives (Spencer & Spencer, 1993). Competency mapping also aids in succession planning,
leadership development, and performance management, which are vital components of OD (Ulrich et al., 2008).

Traditional talent acquisition strategies primarily focus on filling vacancies through job postings, resume screenings,
and interviews. These methods often rely on subjective assessments of candidates' qualifications and fit for the role
(Ployhart& Schneider, 2012). Retention strategies traditionally include offering competitive salaries, benefits, and job
security to retain employees (Jackson & Schuler, 2003). However, these approaches may not adequately address the
evolving needs of modern organizations and their dynamic workforce.

Modern talent acquisition strategies emphasize a more holistic and strategic approach. These include employer
branding, social media recruiting, and the use of advanced technologies such as artificial intelligence (Al) and data
analytics to identify and attract top talent (Cappelli, 2008). Retention strategies have also evolved to include a focus on
employee engagement, career development opportunities, work-life balance, and a positive organizational culture (Noe,
2020). Competency mapping plays a crucial role in these modern approaches by ensuring that recruitment and retention
efforts are aligned with organizational goals and the specific competencies required for success (Parry, 1998).

Competency mapping significantly enhances talent acquisition by providing a clear framework for identifying the skills
and behaviors needed for specific roles. This leads to more accurate job descriptions, better candidate screening, and
more effective selection processes (Lievens & Sackett, 2017).

Organizations that implement competency mapping report improvements in recruitment efficiency, including reduced
time-to-hire and higher quality of candidates (Cardy& Leonard, 2014). By ensuring a better fit between candidates'
competencies and job requirements, competency mapping contributes to more successful hiring outcomes and a more
capable workforce (Goldstein & Ford, 2002).
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The impact of competency mapping on talent retention is profound. By aligning employees' competencies with their
roles, organizations can improve job satisfaction and performance, which are key factors in employee retention
(Hollenbeck, MccCall, &Silzer, 2006). Competency mapping helps identify development needs and create targeted
training programs, enabling employees to grow and advance within the organization (Van der Heijden et al., 2009).
This not only enhances their skills but also increases their loyalty and commitment to the organization (Zenger
&Folkman, 2002). Additionally, by providing clear career paths and development opportunities, competency mapping
helps reduce turnover rates and retain top talent (McClelland, 1973).

This research provides a comprehensive overview of competency mapping, its theoretical underpinnings, and its role in
organizational development. It highlights the evolution of talent acquisition and retention strategies and demonstrates
the significant impact of competency mapping on these critical HR functions. By integrating competency mapping into
their HR practices, organizations can achieve greater alignment between individual capabilities and organizational
goals, leading to improved performance and sustained competitive advantage.

RESEARCH METHODOLOGY

Research Design

The research design involves a descriptive approach to study the impact of competency mapping on talent acquisition
and retention at Infosys Ltd.

Population and Sample

e Population: 10,000 IT professionals at Infosys Ltd.
e Sample: 500 IT professionals selected using stratified random sampling.

Data Collection Methods

Method Description Real-Time Example
Surveys Structured questionnaires Surveyed 500 IT professionals about their competencies.
Interviews Semi-structured interviews Conducted 50 interviews with department heads.
Focus Groups Group discussions Held 5 focus groups with 10 participants each.
Observations | Recording behaviors/events Observed team meetings and project collaborations.
Secondary Data Existing sources Reviewed Infosys's annual reports and industry databases.

Data Analysis Techniques

Technique Description Real-Time Example
Quantltat_lve Statistical methods Regression analysis on survey data for
Analysis performance metrics.
Qualitative Analysis Thematic and content analysis Thematic analysis of interview transcripts.
Mixed-Methods Combination of quantitative and Integrated analysis of survey and interview
Analysis qualitative data.
Ethical Considerations
Consideration Description Real-Time Example
Informed Consent Participants are fully informed Obtained consent f_rom all 500 survey
participants.
Confidentiality Protecting participants' identities Anonymized all interview and survey data.
l\ll;;rnggign Ensuring no harm to participants Ensured no adverse impact on participants' jobs.
Open and honest about research Provided detailed study information to all
Transparency L .
objectives participants.
Data Integrity Ensuring accuracy and reliability Double-checked dztﬁfrr;try and analysis for
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RESULTS
Surveys
Competency Average Rating (out of 5)
Technical Skills 4.4
Communication Skills | 4.1
Leadership Skills 3.9
Problem-Solving 4.3
Teamwork 4.5
Average Rating (out of 5)
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Theme Frequency (out of 50)
Importance of Training | 40
Need for Better Tools | 35
Career Development 45
Work-Life Balance 30
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Focus Groups

Discussion Topic Key Points/Findings

Competency Gaps Need for more training in advanced tech skills

Retention Strategies Importance of career development opportunities

Recruitment Challenges Difficulty in finding candidates with soft skills
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Demographic Profile of Respondents
The study surveyed 500 IT professionals at Infosys Ltd. The demographic profile includes a mix of gender, age,
education, and experience levels:

Gender: 60% male, 40% female

Age: 20% (20-30 years), 50% (31-40 years), 20% (41-50 years), 10% (51+ years)
Education: 40% bachelor's degree, 50% master's degree, 10% PhD

Experience: 30% (0-5 years), 40% (6-10 years), 20% (11-15 years), 10% (16+ years)

Findings on Competency Mapping Practices

Competency mapping practices at Infosys Ltd. were found to be robust, focusing on identifying key competencies
required for various roles. The average rating for the effectiveness of competency mapping practices was 4.2 out of 5.
The process involved regular updates to competency frameworks and alignment with organizational goals.

Impact on Talent Acquisition
Recruitment Efficiency

e Average Time to Hire: Reduced from 45 days to 30 days post-implementation of competency mapping.

e Number of Applicants per Position: Increased by 20% due to clearer job descriptions and requirements.
Quality of Hires

e New Hire Performance Ratings: Increased from an average of 3.5 to 4.0 out of 5 within the first six months.

e Probation Period Success Rate: Increased from 70% to 85%.
Impact on Talent Retention
Employee Satisfaction

e Employee Satisfaction Score: Increased from 3.8 to 4.3 out of 5.

o Engagement Levels: 85% of employees reported higher engagement due to better role alignment.
Turnover Rates

e Annual Turnover Rate: Decreased from 15% to 10% after implementing competency mapping.
Comparative Analysis

The study compared Infosys Ltd.'s competency mapping practices and their outcomes with industry benchmarks.
Infosys Ltd. outperformed industry averages in recruitment efficiency, quality of hires, employee satisfaction, and
turnover rates.

Discussion

Interpretation of Results

The results indicate that competency mapping significantly improves both talent acquisition and retention. The
alignment of competencies with job roles enhances recruitment efficiency and the quality of hires. Additionally, better
role alignment contributes to higher employee satisfaction and lower turnover rates.

Implications for Theory

The findings support the Competency-Based Human Resource Management (CBHRM) model, demonstrating that clear
competency frameworks can lead to improved organizational outcomes. The study also validates the Competency
Iceberg Model by showing the importance of both visible and hidden competencies.

IMPLICATIONS FOR PRACTICE

HR Practices

HR departments should invest in regular updates to competency frameworks and ensure they are aligned with
organizational goals. Clear communication of competencies in job descriptions can improve recruitment efficiency and
the quality of hires.

OD Interventions
Organizational Development (OD) interventions should focus on continuous professional development and training
aligned with identified competencies. This approach can enhance employee engagement and retention.

Comparison with Existing Literature

The study's findings are consistent with existing literature that emphasizes the importance of competency mapping in
improving recruitment and retention outcomes. Similar studies have shown that competency-based approaches lead to
better job performance and employee satisfaction.
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Limitations of the Study

The study is limited to Infosys Ltd. and may not be generalizable to all organizations. The sample size, while adequate,
could be expanded in future research to include multiple organizations and industries. Additionally, the study relies on
self-reported data, which may introduce bias.

CONCLUSION

The study found that competency mapping at Infosys Ltd. significantly improves recruitment efficiency, quality of
hires, employee satisfaction, and reduces turnover rates. The alignment of competencies with job roles is a critical
factor in these improvements.This research contributes to the understanding of competency mapping's impact on talent
acquisition and retention. It provides empirical evidence supporting the benefits of competency-based HR practices.
Organizations should implement and regularly update competency frameworks. Clear communication of competencies
in job descriptions can improve recruitment outcomes. Continuous professional development aligned with
competencies can enhance employee satisfaction and retention.

Future research should explore the impact of competency mapping across different industries and organizational sizes.
Longitudinal studies could provide deeper insights into the long-term effects of competency mapping on organizational
performance. Additionally, exploring the integration of advanced technologies, such as Al, in competency mapping
processes could be valuable.
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