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Abstract: Human resources are regarded as one of the key assets for any kind of organization.
From, the organization’s point of view employee development holds the key. The competences
(Knowledge, Skills, and Abilities) that employees possess have a major role in how they
develop. In order to be successful, firms must identify and foster certain competencies among
their workforces to make them more competitive and adaptable. However, from an
organisational standpoint, the major problem here is figuring out which talents need to be
identified and cultivated. According to research, there aren't any predetermined lists of skills
needed for any job; rather, each person's skills vary depending on the demands of their position.
Therefore, doing an accurate job analysis is required to identify the competencies, and creating
strong job descriptions and staff specifications as a result is essential. Once the necessary skills
are known, several training and development programmes can be used to incorporate those skills.
A 360-degree appraisal is an effective strategy for developing a person's multidimensional
competency that taps into the expertise of those in the person's immediate circle of influence,
including peers, supervisors, and direct reports. As we transition from the Industrial Age/Cold
War to the Globalization and Information Age, the case for multi-dimensional performance
feedback is presented in the context of these issues. According to a research of prosperous firms,
many employ 360-degree feedback for the development of contemporary competence, which is
supported by comparable systems for administrative performance evaluation. The efficacy
criteria, design and implementation considerations, and some areas of potential advantages are
revealed by research on 360-degree appraisals. In the article's concluding section, it is strongly
advised that 360-degree feedback be used for both administrative and competency development.
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1. Introduction

“360 - degree appraisal is the systematic collection and feedback of performance data on an
individual or group, derived from a number of the stakeholders in their performance
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which in turn helps the organization to build the required competencies amongst individuals
and groups”.

The most important and rare resource available to any firm on the planet is considered to be
human resources. These days, how well an organization's human resources are recruited,
managed, used, and kept is how we gauge its performance, not how well its physical resources
perform. It is common knowledge that modern multinational corporations and other businesses
need experts with the appropriate competences to enable their staff to perform their duties in a
business climate that is always changing and competitive. Because competencies vary from job
to job, it is impossible to say with certainty that this is a list of those that are required. It should
be emphasised that there are many different ways to define competencies and how they are
acquired. Competency is defined by the traditional author (White, 1959) as one's capacity or
ability to engage successfully with its surroundings and efficacy in achieving goals. When we
ask HR managers what competences are necessary for someone to be competent, they frequently
give us a variety of lists of abilities and traits. However, front-line managers believed that
employees' perspectives and job performance were shaped by their competencies (Jorgen
Sandberg).

Companies might choose between two solutions to address the skills shortages: 1. aiming
for the outside labour market, 2. concentrating on expanding the domestic market. Employees are
under enormous pressure to be more adaptable and multi-talented as the workplace is changing at
a faster rate as a result of the introduction of new technology and innovations (P.Nagesh). From
the viewpoint of the organisation, it must determine which staff competencies are crucial, and
how these competencies are combined is a difficulty.

2. Competency Mapping

The process of finding the core competencies that have the capacity to carry out a task
effectively, meet organisational objectives, and contribute to an organization's success is known
as competency mapping. Competency is characterised as a trait or skill that aids an organisation
in hiring, training, and job appraisal.
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COMPETENCY:MAPPING

Competency Mapping is defined as the process of identifying the key
competencies, which have the ability to do something efficiently & achieve
the goals of the organization & make the organization successful.

TYPES OF
OMPETENCY

MAPPING

INTELLECTUAL
MOTIVATIONAL
EMOTIONAL

SOCIAL

ASSESSMENT CENTRE
CRITICAL INCIDENTS
TECHNIQUE
INTERVIEW TECHNIQUES
COMPETENCY MAPPING

QUESTIONNAIRE

—

PSYCHOMETRIC TESTS

METHODS OF
COMPETENCY
MAPPING

Figure: Competency Mapping
3. Sources of 360 Degree

The term “360-degree feedback,” also known as “multi-rater” or “multisource” feedback, refers
to a tool used to gather feedback and performance ratings from peers, subordinates, customers,
suppliers, and/or supervisors. It is most frequently used as a tool to give managers and leaders
feedback.

For a number of important people in the organisation, a 360 feedback instrument is
frequently used on an annual basis. The objective is to gather opinions regarding performance
and potential improvement areas from various sources. The advantage is that 360-degree
feedback can create behaviour changes (cf. Goldsmith and Underhill 2001; Goldsmith and
Morgan 2004; Smither et al. 2005).
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Figure: Sources of 360 Degree Feedback
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4. Methodology

The study, which is entirely secondary, aims to define competency and explain how it is crucial
for the growth of both individual employees and the business as a whole. The study's objectives
are to: Review the body of literature; investigate competence mapping; and examine the
difficulties organisations have in identifying distinct competencies. To determine how
organisations perceive competency mapping as a useful tool for staff development. Highly cited
research studies on competency mapping, specifically the mapping of competencies that is done
across businesses, were among the criteria used to choose the current research on the subject.

5. The application of Competencies in Human Resource Management Practices:

In this study, the many ways that competences can be incorporated with current HR-management
processes in a firm were examined. Competencies can be used in nearly every aspect of human
resources, but my research review is limited to recruitment and selection, performance
management, training and development, career and succession planning, and reward systems.

6. Conclusion

Based on the results of this study, competency mapping effectively enables employees to have a
deeper understanding of who they are and what competencies set them apart. After completing
several developmental programmes to acquire the necessary competences, employees are able to
multitask and are more competitive. And it must be acknowledged that, although having the
same educational background, two people are different in terms of their competencies. It has
been demonstrated via numerous research studies that competences are more valuable than 1Q; in
this context, a competency is defined as the behaviour and method of successfully completing
the prescribed task.
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