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ABSTRACT 

Globalization is associated with movement of goods, manufacturing capabilities, money and 

technology. In order to succeed it becomes imperative to know how and what are the 

performance indicators and how these are being affected. Performance indicators include people 

competencies desirable in an employee to succeed in today‟s globalised world.  

Competency enhancement is undertaken for business needs, aligning behaviors with business 

strategies and for integration of HR systems based on competencies. Managers of organizations 

face the globalization of business, rapid technological change, continual reorganizing and 

competence-based competition. These developments challenge the skills, competencies and 

capabilities of managers in organizations, which are needed to improve the performance of these 

managers.  

A study which was conducted among information technology professionals in and around 

Kolkata, West Bengal, India has tried to analyse whether there is a high conformity between the 

rating patterns, in respect of performance, of individuals and their reporting heads based on 

competencies specified; it has also tried to find out whether: people competencies can 

significantly predict the performance level of the individual. 

 

Keywords: Competency mapping, strategic human resource management, emotional intelligence, 

team building skills, interpersonal skills 

 

INTRODUCTION 

As increasing global competitiveness has become imperative for US corporations, any 

process or function that enables corporations to gain a competitive advantage in the global arena 

is considered valuable to those at the helm. Past research suggests that an organization's 
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employees can be a source for sustained competitive advantage and can determine the ultimate 

success of their organizations (Pfeffer, 1994; Prahalad, 1983). Given the importance of people in 

organizations, most strategic human resource departments consider the management of the 

competencies and capabilities of these human assets the primary goal. Such forward-looking, 

strategic operations contrast sharply with more bureaucratic, traditional human resource  

departments, which tend to manage human costs as liabilities (e.g., as incurring wage bills and 

benefit expenses) (Hamel and Prahalad, 1994; Schuler and Jackson, 1987). 

Strategic HR departments are future-oriented and operate in a manner consistent with 

respect to the overall business plan in their organizations (Adler and Ghadar, 1990;Adler, 1997; 

Kobrin, 1988; Milliman et al., 1991; Tung and Punnett, 1993). Such departments tend to employ 

progressive human resource practices in which the emphasis is on assessing the knowledge, 

skills and abilities needed for the future and to institute staffing, appraisal and evaluation, 

incentive and compensation, and training and development programmes to meet those needs 

(Cascio, 1995; Schuler and Walker, 1990; Schuler and Jackson, 1987; Stroh and Reilly, 1994). 

Huselid (1995) refers to these strategic HR practices collectively as `high performance work 

practices'. Ideally, these functions should fit together to meet the greater goal of strategic human 

resources - to support, manage and maintain high-commitment and high-performance employees 

(Burack et al., 1994). MacDuffie (1995) found that the presence of integrated strategic HR 

practices was related to higher productivity and higher quality in automotive assembly plants. 

Terpstra and Rozell (1993), studying a variety of industries, found that the .presence of strategic 

staffing practices was positively related to an organization's annual profit and its profit growth. 

Finally, in a study of more than 1,000 organizations, Huselid (1995) found that a relationship 

existed between high-performance work practices and such positive employee outcomes as lower 

turnover and higher productivity, as well as better corporate financial performance. 

Whether corporations choose their HR practices from a `best practices' or a contingency 

or `fit' perspective has been debated extensively. Those who favour the `best practices' approach 

believe that there are a distinct set of practices that, when implemented, will result in greater 

organizational effectiveness. Those who favour the contingency perspective believe that HR 

practices should be designed in response to such organizational and environmental factors as the 

economic status of the industry, the maturity of the market and technological considerations 

(Dyer and Reeves, 1995; Kochan and Osterman, 1994; Lawler, 1992; Miles and Snow, 1984; 

Pfeffer, 1994). It is possible that the `best practices' approach may be more valuable in 

explaining guiding principles, while the specific policies and practices supporting a given 

guiding principle may be situation dependent (Becker and Gerhart, 1996), so that companies may 

follow both approaches.  

New organizing factors are emerging, as HR seeks performance breakthroughs with 

process and competence emerging as key factors in determining how the HR function is 

organized.  A growing number of organizations see competence as the key to enduring 

performance. Competency enhancement is undertaken for business needs, aligning behaviors 

with business strategies and for integration of HR systems based on competencies. Managers of 

organizations face the globalization of business, rapid technological change, continual 

reorganizing and competence-based competition. These developments challenge the skills, 

competencies and capabilities of managers in organizations. In the light of these dynamic 

changes, managers‟ competencies also need to be renewed on a regular basis.  

Competencies in organizations tend to fall into two broad categories: 

 Personal Functioning Competencies – these competencies include broad success factors 
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not tied to a specific work function or industry (often focusing on leadership or emotional 

intelligent behaviours). 

 Functional/Technical Competencies – these competencies include specific success factors 

in a given work function or industry. 

Among non-technical competencies emotional intelligence contains competencies and 

capabilities that are distinct from cognitive capabilities measured through IQ tests (Goleman, 

1998). Emotional Intelligence indicates a person‟s “potential” to learn basic practical skills. A 

certain level of emotional intelligence is necessary to learn the emotional competencies (Gowing, 

2001).  

Statement of the Problem 

Since globalization has broken geographical boundaries, the world has become a smaller, 

more connected place (Friedman, 2005). The Information Technology sector where jobs 

outsourced by the western countries are being performed comes into focus here. In order to 

succeed in the information technology sector it becomes imperative to know how and what are 

the performance indicators and how these are being affected. Performance indicators in the 

context of this study include the technical and people competencies which are required by the 

team leaders in the IT sector to perform their job and lead the team, keeping the specifications of 

the overseas clients in mind.  

           The specific technical competencies deduced through this study include the following: 

 business knowledge, project management and managing customers  

 and the specific people competencies include: 

 conflict management, flexibility, creative thinking, initiative, leadership, team-building, 

interpersonal skills, managing self and managing others. 

Significance of the Problem 

Since a lot of work of the multinational companies situated outside India was being given 

to India as outsourced work, there had to be a clear understanding in perceptions and 

interpretation of events between the two entities. Misunderstandings in issues like project 

deadlines, giving and seeking feedback, managing interpersonal relationships may have an 

adverse impact on performance, productivity, profitability and business relationships. Therein 

lies the scope of identifying competencies which are necessary for IT professionals to 

circumvent this problem.  

Objective of the study: 

 To identify the average profiles of technical competency and people competency of the 

team leaders in IT industry in the eastern part of India. 

 To identify whether there is conformity between the rating patterns of individuals, their 

reporting heads and their subordinates. 

 To identify whether people competencies are predictors of performance of team leaders 

of IT organizations in the eastern part of India. 

Benefits of This Study 

Findings of this study can help organizations identify the various technical and people 

competencies of IT professionals at the level of middle manager/ team leader and understand the 

correlation in rating patterns of competencies of the team leaders between them, their reporting 

heads and their subordinates. This study can also help in understanding the importance of people 
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competency in the prediction of performance level of IT team leaders.    

LITERATURE REVIEW 

Competency advocates like McClelland, Baldwin, Bronfenbrenner & Strodtbeck (1958) 

have argued that assessments of employees‟ competencies provide an effective method for 

predicting job performance. Whether this argument can be extended to managerial jobs is an 

open question, even though competency systems have been increasingly used for selecting, 

rewarding and promoting managers (Boyatzis, 1982; Goleman, Boyatzis & Mckee, 2002; Zenger 

& Folkman, 2002). In his ground breaking article “Testing for Competence rather than for 

Intelligence” (1973) McClelland asserts that IQ and personality tests were poor predictors of 

competency. He observed that although performance is influenced by a person‟s intelligence, 

other personal characteristics, such as motivation and self-image, operate within the individual to 

differentiate successful from unsuccessful performance in a job role.  

Competencies, according to Boyatzis (1982), examine the person in the job, not only the 

job. Competencies are made up of motive, trait, self-image, social role and skill. He argues that it 

is important to determine those characteristics of managers that are related to effective 

performance. He emphasized the interdependence of effective job performance with the 

individual‟s competences and the demands of the job and the organizational environment, and 

identified threshold and superior competencies.       

Lyle M. Spencer, Jr. President, Spencer Research and Technology in his book  

“Calculating Human Resource Costs and Benefits” (1986) has talked about every organization 

having a unique set of competencies like behavioural/skill expectations that are crucial to the 

success of the individual as well as the organization.  

Salovey and Mayer (1990) defined „Emotional Intelligence‟ as a form of social 

intelligence that involves the ability to monitor one‟s own and others‟ feelings and emotions, to 

discriminate among them, and to use this information to guide one‟s thinking and action.  

In the landmark book of Michael Hammer and James Champy “Reengineering the 

Corporation” (1993), the difficulty in improving established workplace practices is stated. 

Instead of production time, success is now measured on quality issues, such as cycle time, error 

rate and internal and external customer satisfaction. Hence according to Hammer and Champy, 

today‟s employees require a new set of competencies.   

 In the book by Gary Hamel and C.K. Prahalad (1994) “Competing for the future”, core 

competencies are described as those which transcend any particular product or service and may 

also transcend any single business unit within the organization. Hence organizations have to 

identify, develop and manage organizational core competencies. 

According to Barnett (1994) competence offers a view of the human being as operational 

in which links between thought and action, practice and reflection are absent.  

Various criticisms have been leveled at the competency framework; among them are that 

the framework is too static, not future focused, identifies a limited range of easily measurable 

competencies and makes assumptions about specifications of jobs that are increasingly untenable 

in flexible “ downsized” organizations ( Salaman, 1995).   

Richard S. Mansfield (1996) in his article titled “Building Competency Models: 

Approaches for HR Professionals” describes three approaches to the development of competency 

models – the „single-job approach‟, the „one-size-fits-all‟ approach and the „multiple-job‟ 

approach. The multiple-job approach is the only approach that facilitates comparison of 
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competency models with each other and comparison of employee profiles with multiple jobs. 

This model is also more cost effective. 

In his book “Working with Emotional Intelligence” (1998) Daniel Goleman shows that 

the characteristics which dominate great leaders are known as emotional intelligence and are tied 

to the brain and these characteristics can be learned and developed. According to Goleman 

(1998), emotional competencies are linked to emotional intelligence. 

There are different routes to managerial effectiveness, so managerial evaluation models 

based on a single set of competencies may be inadequate ( Drucker, 1966; Hollenbeck & 

McCall, 1997, 2003; McKenna, 2002); secondly, most set of competencies are static and thus 

susceptible to changing leadership requirements  (Hollenbeck & McCall, 1997); thirdly, 

competency identification efforts often produce similar competencies across organizations ( 

Hollenbeck & Mc Call, 1997; Zingheim, Ledford & Schuster, 1996), thus limiting competency 

systems‟ potential to be a source of competitive advantage ( Lawler, 2000). Despite the above 

concerns, there is evidence that competencies are positively related to individual performance 

(Goldstein et al., 2001; Russel, 2001; Spreitzer et al., 1997). According to these authors there is 

good reason to believe that higher competencies will be related to higher individual performance, 

which was corroborated and tested ( Levenson, Van der Stede and Cohen, 2006).  

According to Kenneth Carlton Cooper (2000) in his book “Effective competency 

modeling and reporting”, he has stated that organizations must be able to document job 

requirements, identify workers who meet those requirements and develop those who have gaps in 

knowledge or skills. 

According to Iversen (2000, p.12), “it is reasonable to conclude that there are some 

managerial competencies that are causally related to effective and/or superior performance in a 

job”. Cockerill (1989) found the need for competences increased with a faster rate of 

environmental change, more complex environments and higher managerial levels.  

In the book titled “Technology Everywhere A Campus Agenda for Educating and 

Managing Workers in the Digital Age” by Brian L. Hawkins, Julia A. Rudy, and William H. 

Wallace, Jr., Editors (2002), Chapter II deals with “Information technology Jobs and Skill 

Standards” by Neil Evans. Here the author has put forward a IT skills pyramid wherein Tier I 

deals with employability skills or foundation skills, Tier II deals with technical skills and 

knowledge and abilities and Tier III talks about industry-specific skills, abilities and knowledge. 

IT skill standards define the professional job-related knowledge, skills, and abilities required to 

succeed in the digital-age workplace. Most competitive industrialized nations have evolved a 

well-established professional skill standards system. It has been emphasized here that technical 

skills may get you the job, but foundation skills make you a valued employee and significantly 

increase career advancement. The employability skills defined by the authors are: 

communication skills, organizational skills, team contribution and leadership skills, 

professionalism, critical thinking and decision making, customer relations, self-directed and 

continuous learning. 

Muchinsky (2003) has summarized a recent research on the relation between personality 

factors and a range of organizational behaviours. Among other things, personality factors are 

related to team-work performance which is associated with emotional stability.  

When we look at „human capital‟ and try to distinguish characteristics that are innate and 

those that are learned, we categorise „human capital‟ into “personal attributes” such as 

intelligence which are non-modifiable and “skills” e.g. work related skills and competencies 

which are modifiable ( Carson, Ranzijn, Winefield and Marsden, 2004).    
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As McKenna (2004, p.668) has pointed out “managerial effectiveness and competence is 

particularistic, situated, contextual and socially constructed” ( Chia, 1995, 1996; Clegg and 

Palmer, 1996; McKenna, 1994, 1999a, b, c, 2001, 2001; McKinlay and Starkey, 1998; 

Mulholland, 1998; Putnam and Mumby, 1993; Watson and Harris, 1993). 

According to the article of Riitta Viitala (2005) titled “Perceived development needs of 

managers compared to an integrated management competency model”, six clusters of managerial 

competencies have been established after referring to additional literature on this subject 

(Garavan and McGuire, 2001): technical competencies, business competencies, knowledge 

management competencies, leadership competencies, social competencies and intrapersonal 

competencies. 

In the article titled “Measuring the relationship between managerial competencies and 

performance” by Alec R. Levenson, Wim A. Van der Stede and Susan G. Cohen (2006), the 

authors have come out with a number of results based on their research in a Fortune 500 

consumer products company. The result shows that the higher the competency level of managers, 

the higher are the individual performance ratings and competency level appears to be a stronger 

predictor of individual performance than traditional human capital.   

A basic assumption of all the authors in the book “Linking Emotional Intelligence and 

performance at work” by Druskat, Vanessa Urch, Sala Fabio & Mount, Gerald, (2006) is that 

individuals or groups who attend to emotion in the self, in others, and in the social situation and 

who can manage their own emotion appropriately have an advantage in life and at work. 

The study “Technical Competency Dictionary for the IT Community” by Organizational 

Readiness Office (2006) was carried out to identify technical competencies i.e. competencies 

required from incumbents occupying various jobs/roles in the IT community that reflect the 

unique knowledge and skill set expected from these IT employees. 

According to the report of Missouri Economic Research and Information Centre, 

Occupational Projections-Statewide (2006-2016), one of the key findings of this study was the 

shortage of the presence of “soft skills”, especially in the incumbent workforce. 

David D. Dubois and William J. Rothwell (2007) in their book “The Competency 

Toolkit” have developed a competency menu for persons in managerial capacity which deals at 

length on the various competencies required for managers working in an organization. 

The article “Discriminating emotional intelligence-based competencies of IT employees 

and salespeople” by Osman Yildirim (2007) concludes by saying that increasing importance of 

emotional intelligence and its direct relationship to superior performance lead organizations to 

enhance their current employees‟ emotional intelligence and to hire new ones with higher 

emotional intelligence. 

Hence, there is a growing awareness of the importance of Emotional Intelligence in 

organizations where work relies on collaboration, development of partnership, incorporating 

changes in the workplace and leveraging a diverse workforce (Fambrough & Hart, 2008). 

A variety of approaches have been used to identify the competencies associated with 

effective performance (Mumford, Marks, Connwlly, Zaccaro and Reiter-Palmon, 2000). These 

include observing managers at work, observing them performing simulated work activities, 

asking them about their response to critical incidents as well as about beliefs in the competencies 

that are necessary for them to perform their roles effectively (Hayes, 2000). 

Garavan and McGuire (2001) present two main perspectives concerning the notion of 

competencies. The first perspective is based on developmental humanism and views employees 

as possessing a high degree of self-control and self-regulation. The second  advocates that 
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rational management of employees leads to achieving the ultimate aim of increased competitive 

advantage. Thus identification of critical management competencies is often meant to serve as 

part of a company‟s strategic organizational planning.                       

Models to Identify Competencies 

The logic behind how competencies are identified and implemented in practice appears 

straightforward: a single set of competencies for a job or family of jobs (e.g. all managerial jobs 

at a certain level) is identified by examining the factors that differentiate the job performance of 

those who are more successful vis-à-vis those who are less successful and then used to identify, 

reward and promote others or future candidates (Briscoe & Hall, 1999; Spencer & Spencer, 

1993). Yet there are concerns with applying this logic, particularly for managers. Firstly, there 

are different routes to managerial effectiveness; hence managerial evaluation models based on a 

single set of competencies may be inadequate (Drucker, 1966; Hollenbeck & McCall, 1997, 

2003; McKenna, 2002). A second concern is that most sets of competencies are static and thus 

susceptible to changing leadership requirements (Hollenbeck & McCall, 1997). A third concern 

is that competency identification efforts often produce similar competencies across organizations  

(Hollenbeck & McCall, 1997; Zingheim, Ledford & Schuster, 1996) thus limiting competency 

systems‟ potential to be a source of competitive advantage (  Lawler, 2000).      

According to Lucia and Lepsinger (1999) a competency model is a descriptive tool that identifies 

the knowledge, skills, abilities and behavior needed to perform effectively in an organization.   

According to Vitala (2005) competency models have been organized in a variety of ways. They 

have been categorized in terms of two broad skill categories (Klagge, 1998), three types of skills 

(Mumford, 2000), four competency domains (Katz, 1974; Pavett and Lau, 1983; Hogan and 

Warrenfeltz, 2003), six competencies (Conger, 2011) and ten skill cstegories (Carrington, 1994).  

Employee competence as an important criterion of organizational development  

In the article by A.K. Paul and R.N. Anantharaman   titled “Impact of people 

management practices on organizational performance: analysis of a causal model” based on a 

study on Indian software companies, it was found that each and every HRM practice under study 

has an indirect influence on the operational and financial performance of the organization. This 

calls for an integrated approach to linking HRM practices with organizational performance.                   

The four intervening variables, viz. competence, teamwork, organizational commitment 

and customer orientation, individually and collectively, influence organizational performance 

parameters such as employee retention, employee productivity, product quality, speed of delivery 

and operating cost (Kaplan and Norton, 1992; Huselid, 1995; Becker and Gerhart, 1996: Alvares, 

1997; Kaplan and Atkinson, 2001).  

Although there are various stakeholders in an organization, the chief strategic goal of any 

business is higher financial performance or maximization of wealth for the shareholders (Becker 

and Huselid, 1998; Horngren et al., 2000). Financial performance of an organization depends to a 

large extent on effective operational performance. The operational performance of an 

organization is a function of people, process and technology (Curtis et al., 1995). For effective 

interaction of people with technology and process, the people in the organization have to be 

competent enough, with the required knowledge, skill and abilities (Huselid, 1995; Barney and 

Wright, 1997). Competence of the individual is an important factor that decides operational 

effectiveness in terms of providing quality products and services within a short time (Brooks, 

1987; Wynekoop and Walz, 2000). HRM practices such as selection, training, work environment 
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and performance appraisal may enhance the competence of employees for higher performance 

(Latham and Wexley, 1981; Snell and Dean, 1992; Lado and Wilson, 1993; Terpestra and 

Rozell, 1993; Koch and McGrath, 1996; Pfeffer, 1998). 

Apart from interaction with technology and process, interaction with people working 

within groups and the synergy of such effective teamwork decide the operational success 

(Barney and Wright, 1997). People no longer work in isolation as solitary individuals without 

interpersonal interaction. This is especially true in project-based assignments like software 

development (Humphrey, 1989). In order to bring lasting and better results, people within should 

extend beyond the individual and workgroup levels and identify with the organizational 

aspirations in order to make an effective contribution (Sheldon, 1971; Porter et al., 1974; 

Romzek, 1989). Individual performance and organizational effectiveness cannot be achieved 

without organizational commitment, i.e. readiness to exert considerable effort on behalf of the 

organization (Becker, 1960; Porter et al., 1974; Monday et al., 1979 Allen and Meyer, 1996; 

Monday, 1998; Beck and Wilson, 2000). Hence an employee‟s contribution to organizational 

operational performance may depend among other things, on employees‟ competence. Since the 

Indian software industry has a strategic advantage over other countries in terms of cost and 

quality, a group of software companies from India may provide a good sample.   

Role of Organizational Development in Global HR Management 

Organizational Development is an organizational improvement strategy. It is a planned 

change and done in conjunction with the support of the management and all employees. This 

change can be a first–order change or a transactional change which is a temporary change effort 

or it can be a second-order change or a transformational change which changes the entire 

structure, process and systems of an organization. Organizational Development interventions 

focus on aligning the individual and the organization, aligning organizational elements and 

aligning the organization with environmental demands. 

Organizational Development interventions commence when the leader of an organization 

identifies an undesirable situation and seeks to change it. The change effort includes designing 

and implementing a change program which includes a series of activities aimed at improving the 

functioning of individuals, teams and total organization and to teach organization members how 

to continuously improve their own functioning. In his article titled “Leadership success in IT 

industry- some dynamic CEOs” (2006), Mr. Rajnandan Patnaik, the author states that a leader‟s 

task is to get people to work either by being a transformational leader or a transactional leader. A 

transformational leader delegates a task and monitors the persons based on final outcomes 

whereas a transactional leader monitors performance regularly. In the IT industry which is a fast 

moving, high growth industry, there is always a trade-off between high growth through customer 

focus and high growth through high profits. A transformational leader would look at the 

organizations‟ bottom-line whereas a transactional leader would look at the process. 

Organizational development activities consist of three basic steps: diagnosis, action and 

process maintenance. The first step includes collection of data, the second step involves the 

interventions or activities which will result in initiation of change efforts and the last step is the 

feedback which, if correct will result in maintenance of the intervention affected.   

In this context a pilot study was carried out in some IT companies in and around Kolkata 

to determine what competencies drive the team leaders of such companies and whether these 

competencies follow the global pattern which governs global human resource management. This 

involves only the first step of the organizational development process i.e. the data collection 
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stage wherein data on competencies were collected. 

Hypothesis 

H1a: There is a high conformity between the rating patterns of individuals and their 

reporting heads based on competencies specified. 

H1b1: There is a high conformity between the rating patterns of individuals and their 

respective subordinates based on competencies specified.   

H1b2: There is a high conformity between the rating patterns of reporting heads and 

respective subordinates of individuals based on competencies specified.   

H2: People competencies can significantly predict the performance level of the 

individual. 

METHODOLOGY 

Participants  

The participants in this study consisted of team leaders/Assistant Managers of various IT 

companies with employee strength of 200 to 250. Team leaders comprised of employees who 

were leading a group of junior employees for delivering a product or service. Data were collected 

from 100 participants. The participants‟ age ranged from 21 years to 50 years and their 

experience in their current position ranged from less than 3 years to more than 10 years. 

Measures  

(i) People Competency Scale – A self-developed five-point scale was used to measure 

people competencies in terms of conflict management, flexibility, creative thinking, 

initiative, leadership, team-building, interpersonal skills, managing self and managing 

others. The scale consisted of 36 items.  Cronbach‟s alpha was reported 0.705 (M= 

102.2., SD= 15.9) which indicated that the scale was found quite reliable.  

(ii) Technical Competency Scale –A self-developed five-point scale, consisted of 26 items, 

was used to measure the technical competency of the individual. In the present study, 

technical competency was operationalised in terms of business knowledge, project 

management and managing customers. Cronbach‟s alpha reported 0.642 (M= 21.50, SD= 

4.09) which indicated that the scale was found quite reliable.  

(iii)Performance – A self-developed 1 item scale of performance measurement where HR 

manager of the respective team leader responded on 5 = excellent, 4 = very good, 3 = 

good, 2 = average, and 1 = poor.   

Procedure 

For data generation three questionnaires were designed; the first questionnaire was 

designed for the team leader, the second questionnaire was designed for the subordinates of the 

team leader and the third questionnaire was designed for the Reporting Officer/HR Head of the 

team leader. The first questionnaire had questions which incorporated the technical as well as the 

people competencies of team leaders to be filled up by the team leaders themselves; the second 

questionnaire administered to subordinates, had questions on people competencies of team 

leaders and the third questionnaire had questions on both technical and people competencies and 

as well as an overall assessment of the team leader based on the aforesaid competencies, to be 
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completed by the Reporting Officer. The competencies of the team leaders were determined by 

asking them about their beliefs regarding the competencies that are necessary for them to 

perform their roles effectively (Hayes, 2000), apart from inputs from research in similar fields.  

Initially the company‟s Managing Director/Director was approached with a request to 

help in the process of data gathering. After permission sought was granted verbally, the HR Head 

of each company was advised to interact between the employees and the researcher. The 

questionnaire was explained to the HR head who in turn asked permission of the concerned team 

leaders/Assistant Managers regarding administration of the questionnaire to them. When the 

permission was given by the concerned employees then the same was administered by the HR 

Heads. In some organizations data was personally gathered from the employees after consent 

from the HR head was received. Data were collected based on the simple random sampling 

method. 

Results 

Descriptive statistics (Appendix A, Table 1, Pg. 20) revealed the average profile of 

competencies – technical & people of the team leaders of IT industry based in the eastern part of 

India. 

It was observed that „project management‟ under technical competency and „managing 

self‟ under people competency were the most desired competencies for the position of team 

leader in the IT industry. Team leaders recognized that „business knowledge‟, a technical 

competency and „initiative‟, a people competency, were less used competencies for the said 

position. A graphical representation (Appendix B, Figure 1 and 2, Pg. 20 & 21) depicted the 

competency-profile of team leaders in IT industry. 

 

H1a: There is a high conformity between the rating patterns of individuals and their reporting 

heads based on competencies specified  

To test the hypothesis a Pearson‟s bi-variate correlation was carried out considering 3 

dimensions of technical competency, namely, business knowledge, project management and 

managing customers.  

Results revealed that correlations between rating patterns of individuals and their 

reporting heads were found significant in some cases in regard to the following competencies:  

1. In case of technical competencies – project management competencies ( r = -.536
** 

, p < 

.01) and  

2. In case of people competencies – managing conflict ( r = .236
* 

, p < .05), flexibility ( r = 

.396
** 

p < .01), initiative ( r = .329
** 

, p < .01) and team building skills ( r = .283
** 

, p < 

.01).  

Therefore the hypothesis was partially accepted. 

 

H1b1: There is a high conformity between the rating patterns of individuals and their respective 

subordinates based on competencies specified.   

To test the hypothesis a Pearson‟s bi-variate correlation was carried out considering 5 

dimensions of people competency, namely, conflict management, flexibility, leadership, team 

building skills and interpersonal skills.  

Results revealed that correlations between rating patterns of individuals and their 

reporting heads were found most significant in case of interpersonal skills as follows: 

1. Interpersonal skills – subordinate 1 ( r = ,303
** 

p < .01), subordinate 2 ( r = .264
** 

, p < 
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.01), subordinate 3 ( r = .321
** 

, p < .01), subordinate 4 ( r = .365
** 

, p < .01) and 

subordinate 5 ( r = 1.000
** 

, p < .01). 

In other cases correlations were found partially significant in regard to the following 

competencies:  

2. Flexibility- subordinate 4 ( r = .294
**  

, p < .01), subordinate 5 ( r = .207
* 
, p< .05),  

3. Team building skills – subordinate 3 ( r = .345
** 

, p < .01), subordinate 4 ( r = -.201
** 

, p < 

.01). 

Therefore the hypothesis was accepted. 

 

H1b2: There is a high conformity between the rating patterns of reporting heads and respective 

subordinates of individuals based on competencies specified.   

To test the hypothesis a Pearson‟s bi-variate correlation was carried out considering 5 

dimensions of people competency, namely, conflict management, flexibility, leadership, team 

building skills and interpersonal skills.  

Results revealed that correlations between rating patterns of reporting heads and 

subordinates of the individuals were found significant in some cases in regard to the following 

competencies:  

1. Managing conflict - subordinate 4 ( r = .296** , p < .01), 

2. Team building skills – subordinate 2 ( r = ,221* , p < .05), subordinate 5 ( r = .506** , p < 

.01). 

3. Interpersonal skills – subordinate 1 ( r = .358** , p < .01), subordinate 2 ( r = .221* , p < 

.05). 

Therefore the hypothesis was partially accepted. 

 

H2: People competencies can significantly predict the performance level of the individual. 

To test the hypothesis, multiple discriminant analysis (MDA) was computed considering 

9 dimensions of people competency, namely, conflict management, flexibility, creative thinking,  

initiative, leadership, team-building, interpersonal skills, managing self and managing others as 

predictors and performance level which was a categorical variable having 5 levels (5 = excellent, 

4 = very good, 3 = good, 2 = average, and 1 = poor), as criterion variable. It was observed from 

the data that the performance levels of the present sample were distributed only in the three 

categories, viz., 5 = excellent, 4 = very good, and 3 = good. Rest two categories (2 = average, 

and 1 = poor) did not have any respondent. Thus in MDA, three levels were taken for criterion 

variable and the number of discriminant functions was found 2.  

Findings revealed that amongst the nine people competencies, only „initiative‟ 

(F=58.882, β = .433, df1 = 2, df2 = 97, p<.05) had significant discriminatory power on the 

performance level of the individual. Table 2 stated the group differences (based on performance 

level) in terms of people competencies ( Appendix C, Page 22). 

 One among the two discriminant functions was found significant (Wilks‟ Lambda=.312, 

df=18, p<.05). From canonical correlation value, it was observed that 65.12 % of the variation in 

the grouping variable, i.e., the performance level was explained by the model.  

Table 2a and 2b revealed the details of the discriminant functions (Appendix C, Page 23). 

DISCUSSION 

Based on the team leaders‟ own assessment it is seen that the technical competency 
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„project management‟ has been found to be the most desired competency among IT professionals 

and „business knowledge‟ the least desirable . The former is so because as a team leader one has 

to be aware of how to plan, organize, direct, coordinate and control a project; knowledge 

requirements under project management include  enhanced management framework for the 

management of information technology/projects,  project management concepts, techniques, 

methods and tools and industry best practices in the management of projects in an IT 

environment ,  project estimating and planning techniques ,  project progress monitoring ,  

management of change, risk and problem and  human resources management. From this emerged 

the concept that „project management‟ was the most desired competency.  

Under people competency „managing self‟ has been found to be the most desired 

competency among IT professionals and „initiative‟ the least desirable. Since a true leader will 

lead from the front by putting forth the organization‟s vision and mission before the employees, 

being aware of one‟s own positives and negatives will lead to a balanced temperament while 

dealing with superiors and subordinates. Here taking initiatives is part of the job and does not 

qualify for separate identification. Hence it was stated to be the least desirable competency by 

the respondents. Self-management competencies include taking full responsibility for one‟s own 

work responsibilities, initiation of appropriate action without being directed to do so, assessing 

one‟s own strengths and weaknesses, using feedback to assess one‟s own improvement, 

persevering in the face of performance obstacles, constantly choosing ethical course of action, 

maintaining effective membership in work groups, constantly demonstrating a bias to follow 

through on completion of work objectives to a successful conclusion, independent thinking and 

successfully reducing work stress. For a team leader being aware of the details of handling a 

project, analyzing his subordinates, coordinating with them, handing them the right type of job 

requires the two important competencies of project management and managing self, as chosen by 

the respondents. 

Findings from Pearson‟s bi-variate correlation revealed that correlations between rating 

patterns of individuals and their reporting heads were found significant in some cases such as 

project management competencies in case of technical competencies and managing conflict, 

flexibility, initiative and team building skills in case of people competencies. 

 Correlations between rating patterns of individuals and their respective subordinates 

were found most significant in the case of interpersonal skills and partially significant in cases of 

flexibility and team building. 

 Correlations between rating patterns of reporting heads and respective subordinates of 

individuals were found significant in some cases such as managing conflict, team building and 

interpersonal skills. 

Findings of the Multiple Discriminant Analysis have revealed that „initiative‟ under 

people competency is the significant predictor of the performance of team leaders. Customer 

satisfaction is the focal point of the IT sector like any other service industry. The individual who 

is able to take initiative and unearth customer desires and wants and has the ability to understand 

the customer requirements before its competitors will perform better. Thus, „initiative‟ 

significantly predicts the performance level of the individual under the people competency 

parameters.  

CONCLUSION 

Although, according to McClelland (1998), there is not a specific characteristic that 
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makes a person successful, success depends on the combination of several competencies. 

However, the most predominant people competency of a team leader in an IT firm has been 

highlighted through this pilot study. It has also been found that there is significant correlation in 

rating patterns between the team leader and his subordinates and superiors. 

 

Limitations 

1. A larger sample size could have produced a more robust result. 

2. The study looks at the team leaders of eastern India‟s IT companies. If a larger 

geographical area was studied it would have produced better results. 

3. Respondents, that is, the team leaders as well as the HR heads and the subordinates were 

too busy sometimes to give proper time to the survey, hence some responses may have 

been irrelevant or inappropriate.  

4. We looked at IT firms which were mid-sized. Larger firms with global presence may 

have shown different competencies of team leaders. 

5. We have not looked at product based IT firms which produce software; we looked at 

firms which use the software for their clients, that is process based firms. Product based 

firms‟ team leaders may need different competencies. 

Future Scope of the Study 

1. Competencies may change over a period of time as the environment in the IT sector goes 

through various changes. Hence there remains a lot of scope to unearth newer 

competencies.  

2. Competencies may differ with workforce diversity. IT companies in the Tier II and Tier 

III towns as well as in rural areas may require a different set of competencies. Therein 

lies the scope to further delve into newer sets of competencies which are in an evolving 

state. 

3. Virtual organizations in the IT sector are a reality and for them team leaders require 

different competencies. Thus lies further scope of study. 

4. Competencies may have to be customized to suit the client; hence innovative training 

methods should be adopted to equip team leaders with the right skills. There lies ample 

scope of further research on the training needs of team leaders. 
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APPENDIX A          

Table 1. Descriptive Statistics of Technical Competencies and People Competencies 

Competencies Mean SD 

Technical Competency 

Business knowledge 10.22 3.12 

Project management 45.61 10.53 

Managing customers 14.70 2.99 

People Competency 

Conflict Management 9.54 2.27 

Flexibility 9.70 2.16 

Creative thinking 12.05 2.22 

Initiative 7.12 2.46 

Leadership 16.61 4.72 

Team building skills 13.94 4.28 

Interpersonal skills 9.34 2.91 

Managing self 16.86 3.10 

Managing others 15.23 3.59 
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APPENDIX B 

Figure 1. Technical Competency-Profile of Team Leaders in IT industry 

 

 
 

Figure 2. People Competency-Profile of Team Leaders in IT industry 
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APPENDIX C 

Table 2. Group Difference on People Competencies 

 

Performance level People competency M SD 

Good Conflict mgmt 8.09 1.88 

 Flexibility 8.06 2.31 

 Creative thinking 11.17 2.05 

 Initiative 4.80 2.08 

 Leadership 12.66 4.23 

 Teambuilding 10.51 4.18 

 Interpersonal skills 7.91 3.24 

 Self mgmt 16.71 3.21 

 Managing others 15.43 3.59 

Very Good Conflict mgmt 10.43 2.16 

 Flexibility 10.29 1.38 

 Creative thinking 12.21 1.98 

 Initiative 7.89 1.56 

 Leadership 17.91 3.39 

 Teambuilding 15.19 3.13 

 Interpersonal skills 9.55 2.14 

 Self mgmt 16.72 2.82 

 Managing others 15.19 3.71 

Excellent Conflict mgmt 10.06 1.83 

 Flexibility 11.33 1.41 

 Creative thinking 13.33 2.49 

 Initiative 9.61 .78 

 Leadership 20.89 2.49 

 Teambuilding 17.33 2.19 

 Interpersonal skills 11.56 2.55 

 Self mgmt 17.50 3.67 

 Managing others 14.94 3.47 

 

Table 2a. Details of Discriminant Functions 

 

 

 

Function Eigenvalue Wilks’ Lambda Chi-square df Canonical 

correlation 

1* 1.865 .312 108.201 18 .807 

2 .117 .895 10.317 8 .324 
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Table 2b. Standardised Discriminant Function Coefficients 

                  People competencies     Function 1     Function 2 

Conflict management .192 .981 

Flexibility .336 -.378 

Creative thinking .018 .095 

Initiative .723 -.118 

Leadership .113 -.059 

Teambuilding .056 .297 

Interpersonal skills .259 -.500 

Self-management -.030 -.573 

Managing others .802 .465 

                                                                                                                                                                                


