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ABSTRACT 
How important the universities are to the nation has been described by Shri Jawaharlal Nehru, our first prime Minister in the 
following words: “University stands for humanism, tolerance, and truth. It stands for the onward march for the human race 
towards even higher objectives. If our universities discharge their duties adequately, then it will do well for the nation and the 
people”. The efficiency of higher education depends upon the efficiency and performance of universities. At the same time the 
efficiency of a university is closely related to with its quality of administration and management. 
This study aims to observe the performance of Non teaching staff in Birla Institute of Technology, Patna Campus.  It proposes 
to enhance performance through Competency Mapping.  
KEY WORDS: Competency Mapping, Performance, Efficiency 

1. INTRODUCTION 
It has now been established beyond doubt that education is the most essential input for socio economic development. 
Education provides strength to the people for social development. Development of human resources is the main 
function of education. “In particular higher education is the main instrument for development and change. It has the 
important task of preparing leaders for efficient walks of life. Universities/Deemed Universities function as the focal 
centers of the higher education.” 
The personnel forming the team of officials dealing with non academic functions in higher education have very 
important role in the whole system of university administration. But the fact is that this sector of administration is not 
generally considered as the part of university system. Even if it is considered as the part for the purposes of budgeting, 
disciplinary and service rules, it is not given its due importance.  
Without a proper planning and management of these services no academic programme can probably be implemented 
with any significant amount of success. When an academic programme is launched by the university, administrative 
control has necessarily to be divided between the academic administrators and non- academic administrators like 
Finance Officers, Public Relation Officers, Purchase Officers, Personal Officers, etc. The academic head of the 
concerned departments may have the ultimate responsibility in certain matters but the help of supportive administrative 
division it’s necessary to discharge this responsibility.  

2. SIGNIFICANCE OF THE STUDY 
It is well known that there are several variations in the organization of the universities. But two elements which must 
be found together before a university can be considered to exist are: Teachers and Students. It is only when these two 
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elements come together that a community of scholars is born and what distinguishes a university from various other 
similar institutions is the coming together of teachers and students in pursuit of common endeavor. Once this concept 
of a university is accepted all other elements became subsidiary to the overriding needs of the community of scholars. 
Thus when a community comes into being all kinds of services have to be provided, such as physical amenities, 
secretarial services etc. In all this, “MANAGEMNET” becomes an important part of an organisation because the 
problem of supplies, budgetary details, conducting meetings, recording of minutes, implementing the decision taken 
etc. have to be dealt with. In short, the community of scholars cannot exist and function unless it is serviced by a band 
of capable professional administrators, especially because few people can be more confused as administrators than those 
who belong to the community of scholars.  

3. HISTORICAL PERSPECTIVE  
At the time of independence our strength in higher education was very less. In the beginning we have only limited 
number of bureaucrats or administrators. At that time we organized the university administrative set up on the basis of 
the principles of public administration. Now we have millions of students in higher education. Along with the increase 
of students, courses, colleges and universities, the number of bureaucrats also increased.  
There are about 220 U.G.C. recognized universities and other higher educational institutions in India. An efficient 
administrative set up is essential for the institutional growth and development of a university. Really, the area of 
academic administration is very vast, and an in depth study is essential for its development in an educational 
perspective. In many foreign universities serious studies had been conducted in the area of academic administration. 
However, in India, this area of administration is not seriously discussed till today. “It is clear that there is not a body of 
research which relates directly to the academic administration of higher education. Studies, however of the degree to 
which organizational structure, various forms of decision making arrangements or style of management influence the 
impact of higher education are virtually non-existent.” 
Arrangements for systematic in-service training for the university’s non-teaching officers might prove of great benefit 
and result in a more competent functioning of the university administration. This idea has been mooted occasionally in 
the past but does not seem to have been taken seriously. The time has come for us to give this idea our urgent attention.  

4. AREA OF STUDY 
Birla Institute of Technology Mesra, Ranchi was established by the Philanthropist Industrialist Late B. M. Birla in 
1955. The Institute attained the status of Autonomous College in 1972 and the status of Deemed University under 
Section – 3 of UGC Act in 1986 and continues to rank among the top 20 technology Institutes of country. It has seven 
Off Campuses located at Lalpur (Ranchi), Deoghar, Patna, Kolkata, Allahabad, Noida, and Jaipur. There are two 
Offshore Campuses at Muscat (Oman) and Ras-Al-Khaimah (UAE).  
As a part of drive for decentralization in education for better performance and efficiency BIT Patna Campus came into 
existence in the year 2006 along with the initiative of Government of Bihar with a vision to provide quality education 
in the students of Bihar who wishes to pursue their career in technical education. By far, BIT Patna is one of the best 
equipped, technically sound professional colleges in the state of Bihar. At its establishment year, Institute was offering 
Bachelor of Engineering Degree in 3 branches namely Computer Science, Electrical & Electronics and Electronics & 
Communications Engineering. From the year 2007, Civil, Mechanical, Production and Information Technology are 
being offered. However BIT Patna has successfully marked its presence in the field of Architecture and Management by 
commencing the courses like Bachelor of Architecture, Masters of Business Administration, Bachelor of Business 
Administration, and Bachelor of Computer Applications. Italso offers Ph.D. Programme in Science, Engineering and 
Management. 

5. OBJECTIVE OF THE STUDY 
i. To make an in-depth study on how efficiently the various administrative section of the university are functioning. 

ii. To study the socio-economic and job profile of the non academic staff of BIT Patna. 
iii. To analyse how far competency gets importance in the present set-up of the Institute. 
iv. To measure the behavioral competencies of the Institute. 
v. To identify the gap between desired and the actual level of employee’s competency for effective competency 

management. 
vi. To look into the leadership qualities of Non- academic staff and to identify the deficiency, if any (by mapping their 

competency). 
vii. To make suitable and feasible suggestions for improving the overall competency of the Non- academic staff. 

 
6. METHODOLOGY 

i. Universe  : The administrative department of Birla Institute of Technology, Patna Campus constitutes the 
universe of the study. 
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ii. Source of data  :  Data has been gathered from both Primary and Secondary sources. 
iii. Tools of data collection :  Questionnaire have been prepared and administered to all the sections, officers etc. of 

the Birla Institute of Technology Patna Campus. Thus census method to use data from above mentioned 
personnel of the Institute. 
 

6.1 Secondary Data 
The source of secondary data are studies conducted in other parts of the country, in reputed centres and institutions 
with higher education and numerous published reports, books, journals particular the university act and statutes other 
related documents. Data has also collected through observation, personnel interviews and discussion with all the Non- 
academic staffs of the Institute. A questionnaire has also been circulated. 

6.2 Detail 
It is possible to run the Machine with simple operation and to run a computer with a limited command or directions. It 
is also possible to design and implement good management system systems and procedures. However, what is not 
possible to buy or transplant is the competency, dedication and commitment of people. This has to be carefully nurtured 
and developed. How to develop such people is the philosophy of Human Resource Management. The concerns cited 
above can be redressed to a great extent throw the process of Competency Mapping. It would not be misplace to say that 
the cornerstone of any effective HR management process is a meaningful competency profile that defines the skills, 
abilities, attributes and qualifications necessary for effective performance. In this Paper, an attempt has been made to 
identify the perception of employees of BIT Patna towards Competency Mapping Process. 
The level of perception by the employees towards competency mapping is taken as dependent variable. The independent 
variables which affected the dependent variable were studied with reference to various factors like Age, Sex, Marital 
status, Educational Qualification, Size of the Family, Type of Family, Monthly Family Income, Employment Status, 
Experience of the employees of BIT Patna and the level of perception of the respondents towards competency mapping 
was taken for the study.  
 The distribution of sample respondents with regards to their perception towards the competency mapping in the Birla 
Institute of Technology, Patna Campus are tabulated and presented below: 

6.3 Sample Size  
Population Size  50 
Confidence Level 90 
Margin of Error  5 
Sample Size 
The Sample Size is calculated using Normal Distribution (50 % ) to get optimum sample size 

43 
 

 
Table- 6.4: Demographic Variables 

SI. No. Variable Frequency  Percentage 

1 Sex 
 

Male 
Female 

37 
06 

86.04 
13.95 

2 Age 
 

Young Aged (18 – 35 yrs) 03 6.98 

Middle Aged (36 – 45 yrs) 28 65.12 

Old Aged ( 46 yrs- 60) 12 27.90 

3 Marital Status Married 38 88.37 

 Unmarried 5 11.63 

 4 Educational 
Qualification 

Matric & Intermediate 12 27.90 

UG 21 48.10 

PG 10 24.00 
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5 Size of Family Small 25 58.13 

Medium 12 27.90 

Large 6 13.97 

 6 Type of Family Joint Family 5 11.62 

Nuclear Family 38 88.38 

7 Monthly Family 
Income 

Low ( below 25000 Rs) 19 45 

Medium (26000 – 35000) 14 32.55 

High (35000 and above)  10 23.25 

8 Employment Particular 
Designation and Responsibility 
 
 
 

Non-Executive (UDC) 21 48.83 

Supervisory Cadre 14 32.55 

Executive 8 18.62 

9 Employment Status 
 

Permanent 38 88.37 

Probationary 5 11.63 
10 Experience (in years)  

 
Below 5 years 17 39.53 

6 to 10 years 11 25.58 

11 to 20 years 6 13.95 

Above 21 years 9 20.94 

 
6.4.1 It is clear from the above table that majorities 86.64 % of the respondents are male and 13.95 %of the 

respondents are female.  
 

6.4.2 27.90 % of the respondents belong to the age group of above 55 years (old aged), whereas 65.12% of the 
respondents belong to the age between 36 and 50 years (middle aged) and the remaining 6.98% of the 
respondents belong to 18 to 35 years of age (young aged). 
 

6.4.3 Most 88.37 % of the respondents are married and 11.63 % of the respondents are unmarried.  
 

6.4.4 27.99 % of the respondents are Matric & inter pass, whereas 48.84 of the respondents are under graduates,  
24.25% of the respondents are post graduates. 

 

6.4.5 More than half (58.13%) of the respondents’ family size is small, whereas 27.90 % of the respondents’ family 
size is medium and the remaining 13.97% of the respondents’ family size is large. 

 

6.4.6 Most (88.38%) of the respondents are in nuclear family and 11.62% of the respondents are in. joint family. 
 

6.4.7 Less than half (45%) of the respondents monthly family income is found to be low i.e. below Rs.25, 000/-, 
whereas 32.55% of the respondents monthly family income is found to be medium (Rs.26, 000/- to 35,000/-) 
and the remaining 23.25% of the respondents monthly family income is found to be high (above Rs.35000/-). 

 

6.4.8 Nearly half (44.83%) of the respondents are working as Upper divisional Clerk , whereas 32.55% of the 
respondents are working as Supervisor and the remaining 18.62% of the respondents are working as 
Executive. 
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6.4.9 Majority (88.37%) of the respondents is permanent employees and only 11.63% of the respondents are in 
probationary period. 
 

6.4.10 39.53% of the respondents have below 5 years experience, whereas 18.61% of the respondents have above 20 
years experience, 13.95% of the respondents have 15 to 20 years experience, 12.30% of the respondents have 
10 to 20 years experience and 25.58% of the respondents have between 5and 10 years Experience in the 
present job. 

 
7. MEAN SCORE ANALYSIS & CRONBACH’S ALPHA 
The employees working in BIT Patna were asked to express their opinion which was coded and the mean score of their 
opinion is depicted in the tables given below. The response was collected from staffs, who were asked to express their 
opinion towards the perception of competency mapping in BIT Patna. It was structured according to the study under 8 
dimensions namely,  

1. Adaptability,     2. Initiative,   
3. Judgment, Planning and Organization,  4. Problem Solving,  
5. Leadership Quality,    6. Productivity and Use of Technology. 

 
Mean Factors on Perception of Employees Working in BIT Patna towards Competency Mapping 
 
Sl. 
No. 

Statements Mean SD Cronbach’s 
Alpha 

1. ADAPTABILITY 
1 Responds  to  requests for service and assistance 3.90 1.19  

 
 
0.814 

2 Follows instructions, responds to management direction 3.83 1.23 
3 Takes responsibility for own actions  3.92 1.11 

4 Commits to doing best job possible 3.89 1.19 
5 Keeps commitments 3.79 1.29 
6 Meets attendance and punctuality guidelines 3.80 1.19 
 Average Adaptability Score 3.86 1.20  

2. INITIATIVE 
1 Are you proactive 2.87 1.33  

 
0.611 
 

2 Are you self starter/ self motivator  2.57 1.36 

3 Seeks job enrichment  2.75 1.26 
4 Analyze the situation and takes calculated  risks 2.70 1.34 

5 Seek Cooperation from colleagues / Subordinates 2.88 1.33 
 Average Initiative Score 2.76 1.32  

3. JUDGMENT  

1 I always take informed decision  3.85 1.17 0.773 
2 Exhibits sound and accurate judgment 2.91 1.03 
3 Involve all the stakeholders in decision making  3.70 1.42 

4 Take decision on time  3.96 1.23 
 Average Judgment Score 3.60 1.22  

4. PLANNING AND ORGANISING 

1 Plan your task/ work well in advance  3.77 1.29 0.807 
2 Allocate time judiciously to all task  3.73 1.32 
3 Incorporate change with ease 3.80 1.25 
4 Discuss target/ goal with subordinate colleagues and boss and plan 

accordingly  
3.73 1.25 

5 Prioritize the task/ work and do it in organized way  3.88 1.24 
6 Always maintain a planner (to do list) 3.87 1.15  
 Average Planning and organizing Score 3.79 1.25  

5. PROBLEM SOLVING 
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1 Generate alternatives before arriving at final solution   3.06 .95  
0.711 2 Try to arrest problem in first instance  4.31 .91 

3 Ask lot of question before arriving at final solution  4.08 1.00 
4 Make sure that the solution given is implemented  4.00 1.06 
 Average Problem solving  Score 3.90 0.98  

6. LEADERSHIP QUALITY 
1 Are you enthusiastic about your work or task  2.69 1.33 0.611 
2 Are you optimistic in situation of uncertainty  2.89 1.34 
3 Always apply two way communication  2.56 1.35 
4 Periodic review of task and try to find out reason if   there is delay  2.76 1.27 
 Average Leadership quality  Score 2.73 1.33  

7. PRODUCTIVITY 
1 I am fully aware of my task/ work  3.93 1.23 .706 

2 Time sensitive  2.83 1.21 
3 Work according to predefined schedule 2.88 1.02 
4 Achieve the desired target   3.75 1.39  
 Average Productivity  Score 3.35 1.22  

8. USE OF INFORMATION TECHNOLOGY /OFFICE AUTOMATION 
1  Formally Trained in the use of IT and office automation  3.09 087 0.711 
2  Able to handle Internet ,Emails  and Office automation tools/ gadgets   3.87 1.21 

3 Indentify problem and able to solve tem most of the time if not always  3.76 1.21 
4 Uses IT and Office Automation to augment  productivity  4.05 1.179 
5  Eager to use new technology and keep updated  3.68 1.39 
 Average Information Technology /Office Automation Score 3.69 1.145  

 

7.1 ADAPTABILITY: From the above table it is inferred that, the highest mean was found among perception of 
employees towards Taking responsibility for own actions (3.92), followed by respond to request for service and 
assistance (3.90), Commits to doing best job possible (3.89), follows instructions responds to management 
direction (3.83), meets attendance and punctuality guidelines (3.80), keeps commitments(3.79)The average 
mean score of the factor of Adaptability towards Competency mapping is (3.86)  and is 1.20. 
 

7.2 INITIATIVE: As far as the respondents opinion towards initiative, it is clear that, the mean score found to be 
highest towards seek cooperation from colleagues /subordinate (2.88), followed by are you proactive (2.87), 
seeks job enrichment  (2.75), Analyze the situation and takes calculated risks (2.70), The least mean score 
(2.57) was found towards are you self starter. The overall mean score for initiative was found to be 2.76 and 
the SD is 1.32. 
 

7.3 JUDGMENT: With regards to Judgment, the employees expressed their high opinion towards Judgment in 
making timely decisions (3.96), followed by exhibit sound and accurate judgment for decisions (2.91), Taking 
informed decision (3.85). The least mean score (3.70) was found towards involving all the stakeholders in 
decision making .The overall mean score of the judgment factor was found to be 3.60 and the SD is 1.22. 
 

7.4 PLANNING AND ORGANISING: The employees expressed their high opinion towards prioritize the task 
and do it in organized manner (3.88) followed by always maintain a planner (to do list) (3.87), incorporate 
change with ease (3.80), plan work well in advance (3.77) , allocate time judicially to tasks  (3.73). The least 
mean score (3.73) was found towards discuss target/goal with subordinate colleagues and boss. The overall 
mean score of the factor planning and organization was found to be 3.79 and the SD is 1.25.  
 

7.5 PROBLEM SOLVING: When considering the problem solving skills, it is inferred that, the employees 
expressed their high opinion towards arresting problem in first instance (4.31) based on the problem solving to 
achieve high competency in the Organization, followed by asking lot of question before arriving at final 
solution (4.08), make sure that the solution is implemented (4.00) The least mean score (3.06) was found 
towards generating alternative before arriving at final solution. The overall mean score of problem solving was 
found to be 3.90 and the SD is 0.98. 
 

7.6  LEADERSHIP QUALITY: With regards to Leadership Quality, it is clear that, the perception of the 
employees was found to be high towards optimistic at the time of uncertainty (2.89) based on the Leadership 
Quality to achieve high competency in the Organization, followed by periodic review of task and try to find out 
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reason if there is delay (2.76), enthusiastic about work or task (2.69), always apply two way communication 
(2.56). The overall mean score on perception of employees towards Leadership Quality to achieve competency 
was found to be 2073 and the SD was 1.33. 
 

7.7 PRODUCTIVITY: In connection with the opinion about the Productivity, it is evident that the perception of 
the employees was found to be high towards awareness about their task (3.93) based on the Productivity to 
achieve high competency in the BIT Patna, followed by work according to predefined schedule (2.88) and time 
sensitive (2.83).The least mean score (3.75) was found towards achieve desired goal. The overall mean score 
based on the perception of employees towards Productivity to achieve competency was found to be 3.55and the 
SD was 1.22. 
 

7.8 USE OF INFORMATION TECHNOLOGY/ OFFICE AUTOMATION: Finally, it is inferred from the 
table that the respondents opinion towards the  use of Information Technology /office automation as found to 
be high towards Use of  IT and office automation to augment productivity (4.05) based on the Use of 
Technology to achieve high competency in the BIT Patna, followed by  able to handle internet, Emails and 
office automation tools/gadgets  (3.87 ),  identifying problem and able to solve them most of the time if not 
always (3.68), and  the least mean score (3.09) was found  regarding formal training in use of IT and office 
Automation . The overall mean score based on the perception of employees towards Use of Technology to 
achieve competency was found to be 3.69 and the SD was 1.145. 

 
8. SCORE VALUE ANALYSIS, CROSS TABULATIONS 
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8.1 SEX: It is found from the above table that the percentage of high level of perception by the respondents 
towards competency mapping was highest (39.8%) among the female respondents and the lowest (28.7%) 
among the male respondents. The percentage of medium level of perception towards competency mapping was 
the highest (37.1%) among the male respondents and the lowest (36.5%) among the female respondents. On 
the other hand, the percentage of low level of perception by the respondents towards competency mapping was 
the highest (34.3%) among the male respondents and the lowest (23.8%) among the female respondents. 
 

8.2 AGE: It is found from the above table that the percentage of high level of perception towards competency 
mapping was at the highest (39%) among the middle aged respondents and it was the lowest (36.1%) among 
the old aged respondents. The percentage of medium level of perception towards competency mapping was the 
highest (38.7%) among the young aged respondents and the same was the lowest (35.6%) among the middle 
aged respondents. On the other hand, the percentage of low level of perception towards competency mapping 
was highest (36.1%) among the old aged respondents and the same was the lowest (25.4%) among the middle 
aged respondents. 
 

8.3 MARITAL STATUS: It is divulged from the above table that the percentage high level of perception towards 
competency mapping was the highest (34.4%) among the married respondents and the lowest (27.6%) among 
the unmarried respondents. The percentage of medium level of perception towards competency mapping was 
the highest (38.8%) among the married respondents and the lowest (33.5%) among the unmarried 
respondents. On the other hand, the percentage of low level of perception towards competency mapping was 
the highest (38.8%) among the unmarried respondents and the lowest (26.7%) among the married 
respondents. 
 

8.4 EDUCATIONAL QUALIFICATION: It is understood from the above table that the percentage of high-level 
of perception towards competency mapping was the highest (50%) among the Matric and Inter pass level 
educated respondents and the lowest (23.5%) among the UG respondents. The percentage of medium level of 
perception was at its highest (34.7%) among the Matric and Inter pass level respondents and the lowest (32.4 
%) among the UG level educated respondents. On the other hand, the percentage of low level of perception by 
the respondents towards competency mapping was the highest (44.1%) among the UG level educated 
respondents and it was at its lowest (15.3%) among the Matric and Inter pass level educated respondents. 
 

8.5 SIZE OF FAMILY: It could be identified from the above table that the percentage of high level of perception 
towards competency mapping was the highest (39.8%) among the respondents family size was medium 
(between 5 and 6 members) whereas the same was the lowest (24.1%) among the respondents of large sized 
family. The percentage of medium level of perception towards competency was the highest (48.3%) among the 
respondent’s of large size of family and the same was the lowest (34%) among those of medium sized family. 
On the other hand, the percentage of low level of perception by the respondents towards competency mapping 
was the highest (34.3%) among the respondents of the small sized family and the lowest (26.2%) among the 
respondents of medium sized families. 
 

8.6 TYPE OF FAMILY: It could be identified from the above table that the percentage of high level of 
perception towards competency mapping was the highest (39.8%) among the respondents in Joint family and 
the same was the lowest (24.1%) among the respondents in Joint family. The percentage of medium level of 
perception towards competency was the highest (48.3%) among the respondent’s of Nuclear family and the 
same was the lowest (34.00%) among those of Joint family. On the other hand, the percentage of low level of 
perception by the respondents towards competency mapping was the highest (27.6%) among the respondents 
of the nuclear family and the lowest (26.20%) among the respondents of joint type of family. 
 

8.7 MONTHLY FAMILY INCOME: It is understood from the above table that the percentage of high level of 
perception by the respondents towards competency mapping was at its highest (36.9%) among the respondents 
earning high income (above Rs.35000/& above-) per month and the same was lowest (24%) among the 
respondents earning average income (Rs. 26000 to 35000/-per month. The percentage of medium level of 
perception by the respondents towards competency mapping was at its highest (37%) among the respondents 
earning low income (below Rs.25, 000/- per month) and the same was lowest (36.6%) among the respondents 
earning average income (from Rs.26000/- to Rs.35, 000/-per month). On the other hand, the percentage of low 
level of perception by the respondents towards competency mapping was the highest (39.3%) among the 
respondents of average income of Rs.26, 000/- and 35,000/- and the same was the lowest (26.1%) among the 
respondents earning high income (above Rs.35, 000/- per month). 
 

8.8 DESIGNATION: It is found from the above table that the percentage of respondent’s designation and 
responsibility was at its highest (34.7%) among the respondents in Supervisory category and it was at the 
lowest (30%) among the respondents of Non -Executive category. The percentage of medium level of 
perception towards competency mapping was the highest (41%) among respondents of Non Executive category 
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and the same was the lowest (31.3%) among the respondents of Executive category. On the other hand, the 
percentage of low-level of perception towards competency mapping was the highest (36%) among the 
respondents of Executive category and the same was lowest (29%) among the respondents of Non-executive 
category. 
 

8.9 EMPLOYMENT STATUS: It could be identified from the above table that the percentage of respondents 
towards competency mapping was the highest (46.2%) among the respondents employed probationary and the 
same was the lowest (31.3%) among the respondents who are working as permanent employees. The 
percentage of medium level of perception towards competency was the highest (37%) among the respondent’s 
working as permanent employees and the same was the lowest (34.6%) among the respondents working on 
probation. On the other hand, the percentage of low level of perception by the respondents towards competency 
mapping was the highest (31.7%) among the respondents of the permanent employment and the lowest 
(19.2%) among the respondents of probationary employment. 
 

8.10 EXPERIENCE: It is understood from the above table that the percentage of high level of perception by the 
respondents towards competency mapping was the highest (36.1%) among the respondents having experience 
below 5 years  and it was the lowest (13.3%) among the respondents who having experience 5 to 10 years. The 
percentage of medium level of perception towards competency mapping was the highest (41.2%) among the 
respondents having experience above 21 years the lowest (30.7%) among the respondents having experience 
from 5 to 10 years. On the other hand, the percentage of low level of perception towards competency mapping 
was the highest (56%) among the respondents having experience from 5 to 10 years and it was at it’s the 
lowest (26.7%) among the respondents having experience above 20 years. The above table reveals that out of 
43 (Forty Three) respondents taken for analysis Fourteen (31.97%) opinion on perception towards competency 
mapping was found to be ‘high’ whereas, Sixteen respondents (36.89%) of the respondents opinion on 
perception towards competency mapping was found to be ‘medium’ and the Thirteen respondents (31.15%) 
opinion on perception towards competency mapping was found to be ‘low’. 

 
9. FINDINGS OF THE STUDY 

The major findings of the study are summarized in this sub-section. 
1) The socio-economic and job profile of the Institute’s Non academic employees. The first objective of the study is 

to draw first-hand information on the socio-economic and job profile of the Institute.  
The findings of this respective objective are as follows: 

 A total of 43 employees participated in the survey. Out of 43 Employees, 86.64 percent of the employees 
surveyed were male and the remaining 13.95% percent of the respondents were female. 

 Regarding the age factor, 6.98 percent of employees belonged to the age group of 18-35 years, 65.12 percent are 
aged 36 to 50 years old, and 27.0 percent, aged above 55 years. 

 With respect to educational qualification of the said employees, 24.25 percent of the respondents are Post 
Graduate (PG), 48.84 percent graduates, 27.90 percent, have completed SSLC/HSLC. 

 Of the 43 respondents, 18.62 percent are Executives/ officers, 32.55 percent, Supervisor, 44.83 percent, 
Administrative Clerks. 

 39.53 percent of the officers have less than 5 years work experience, 25.58 percent, 6-10 years and 13.95 
percent, 10-20 years and remaining 18.61, above 20 years of service. 

 More than 19 (45.00%) of the employee earn below Rs.25, 000 per month, 32.55 % percent, between Rs.26000- 
Rs.35, 000, and 23.25 percent, above Rs.35000. 

 
2) Importance of Competency in HR practices: The findings with respect to the second objective are as follows: 
 Above 70% of the respondents said that the current job helped to develop their talents and competency. 
 Above 60% of senior officers and clerical staffs are satisfied with their work environment. 
 More than 59% percent of the administrative officers felt that they have required competency viz; behavioral 

competency and Technical competency. 
 

3) The fourth objective is to measure the behavioral competencies of Institute‘s staff. From the data, it is found that 
out of the employees of the Birla Institute of Technology, Patna Campus is highly competent in problem 
Solving, adaptability, Planning and organizing, use of Information technology/Office Automation, Judgment, 
Productivity ,Initiative and the least score was for leadership Quality. 
 

4) The fifth objective is to identify the gap between desired and the actual level of employee’s competency for 
effective competency management. Skill mapping helped to identify the gap between the desired level and 
actual level of competency of employees in terms of the major operations handled by them such as handling 
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variety of tasks, ranging from general duties to specific ones, among this tasks are assisting in recruitment, 
working in academic board and task group, coordinating examination and assessment process, providing 
administrative support faculties, researchers and contributing to policy making and planning drafting and 
interpreting regulation, dealing with grievance. Apart from the responsibilities to safeguard and promote the 
welfare of students and teachers. 

 
10. CONCLUSION 

The study was conducted with the objective of analyzing the behvioural competency of the Employee of Birla Institute 
of Technology, Patna Campus. The researcher has gone through the available literature with respect to employee 
competency, job satisfaction and employee performance evaluation to formulate the problem and conceptualize the 
framework of the study. The study concluded that the competency of the employees differs from one another but 
strengthening the employees’ competency is the only possible solution by which the Institute can determine their future 
growth prospects. Only through competency, Institute can achieve high level of performance especially under the 
globalised situation when foreign Universities are most likely to open their branch in India. 
 

11. SUGGESTION 
An organization is made up of a number of people who strive to achieve the organization’s goals; this concept aptly 
applies to BIT Patna. Human Resources have a significant bearing on the profitability, efficiency and overall 
organizational effectiveness. Productivity is a vital indicator of measuring competency or performance. In simple 
words, it is input - output ratio. It is a relationship between given means used to produce the output. Labour 
productivity in education sector determines its employees’ competitiveness. From the detailed empirical data analysis, it 
is understood that the employees’ competency is assessed and it differs from individual to individual considerably. With 
the advent of economic reforms in 1991, the deregulation and opening of the Indian economy to the global market, 
brings opportunities over a vast and unlimited market to business and industry in India, which directly brings added 
opportunities to the Educational Institutes and demand effective competency both in term of operational efficiency and 
employee productivity. With due concerns to the discussed issues, the following suggestions are proposed: 

 Various categories of higher educational institute in India are facing lot of competition due to increased 
globalization, technological enhancement and consumer awareness through internet. This phenomenon has 
put the Academic Institute to act and revise their service quality. 

 The empirical findings of the study revealed that competency of the employee differ a lot from individual to 
individual. The Institute must initiate to minimize the competency gap among their staff. In this respect, 
Develop job description and avoid role conflicts. Educate employees about their roles in the organisation so 
that the role conflict is minimized. 

 Identify issues affecting individual performances and sort out the issues at the right time, for enhancing 
employee’s competency. 

 Organize regular meetings of seniors and juniors where they can discuss and resolve individual challenges, 
difficulties faced so that the seniors and junior employees can work together for organisational growth and 
development. 

 Organise training and development programmes to improve the competency level.� Conduct continuous 
evaluation of competency to keep the level of competency high. 

 Provide good working environment for enhancing their competency level. � Implement the concept of 
matching man and the job in the Institute. 

 
12. SCOPE FOR FUTURE RESEARCH WORK 

The present study is confined to the analysis of the competency level of the BIT Patna. There is scope for extending the 
study to cover the entire Institute operating in Patna. 
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