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Abstract: Competency mapping has emerged as a strategic Human Resource Management tool that helps organizations 

identify, assess, and develop employee competencies required for effective performance and career growth. The present 

study focuses on understanding the impact of competency mapping on employee career development in the banking 

sector with special reference to Yes Bank. The study examines employee awareness, training opportunities, skill 

development initiatives, career progression, job satisfaction, and organizational support. Primary data were collected 

from 50 employees through a structured questionnaire. The findings reveal that competency mapping positively 

influences employee performance, career planning, leadership development, promotion opportunities, and overall job 

satisfaction. The study concludes that a well-structured competency mapping framework significantly contributes to 

organizational effectiveness and employee career advancement. 

Key words: Competency Mapping, Career Development, Banking Sector, Employee Performance, Skill Development, 

Yes Bank. 

 

INTRODUCTION 

In today's dynamic and competitive business environment, companies are increasingly recognizing the critical role 

employees play in driving organizational success. One of the most effective ways to maintain high levels of employee 

motivation and productivity is through recognition and rewards programs. These programs acknowledge employees' 

efforts and contributions, helping to foster a culture of appreciation, loyalty, and high performance. Employee recognition 

and rewards go beyond just financial incentives; they encompass a wide range of strategies aimed at acknowledging the 

work of individuals or teams, which in turn boosts morale, enhances motivation, and drives productivity. 

The significance of this topic becomes even more pronounced in industries like automotive manufacturing, where 

high levels of operational efficiency and workforce dedication are required. Kia JSP Autocore Pvt Ltd, a subsidiary of 
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Hyundai Motor Group, is a notable player in this sector. The company operates in an industry characterized by intense 

competition, evolving consumer demands, and the need for continuous innovation. 

   REVIEW OF LITERATURE  

1 Sinha, P., & Sharma, M. (2019). Competency Mapping and Career Development in Indian Banking. Journal of 

Business Management, 12(2), 45-58: This study focuses on the critical role of competency mapping in career 

development within the Indian banking sector. Sinha and Sharma (2019) identify how competency frameworks help 

organizations align employee skills with business goals. They argue that competency mapping is essential for fostering 

employee growth and improving service quality in banks. The research highlights that career progression based on 

competencies ensures more effective talent management. However, it does not delve into the specific impact of digital 

transformation on competency mapping in banking, presenting an opportunity for further research. 

Gaps: The study overlooks the effects of technology on competency mapping in modern banking. 

Agarwal, R. (2020). Career Development and Employee Motivation in Banks. International Journal of Human 

Resource Development, 16(3), 118-130: Agarwal (2020) examines the relationship between career development 

programs and employee motivation in the banking sector. The author finds a strong connection between effective career 

development initiatives and increased job satisfaction, which enhances motivation. The paper also emphasizes the 

importance of aligning career paths with organizational goals to retain top talent. However, the study does not consider 

the specific challenges faced by banks in rural versus urban regions in terms of competency mapping and career growth. 

Gaps: The study lacks focus on the geographical disparities in the implementation of career development programs 

within the banking sector. 

Gupta, A., & Desai, M. (2021). The Impact of Competency Mapping on Employee Retention in Banks. Journal 

of Banking and Finance, 20(1), 77-91: Gupta and Desai (2021) highlight how competency mapping can be a strategic 

tool for improving employee retention in the banking sector. Their research shows that when employees feel their skills 

are effectively utilized and developed, they are more likely to remain with the organization. This study specifically 

emphasizes that banks with a well-defined competency mapping process have higher retention rates. However, it does 

not explore the longitudinal impact of competency mapping on career growth over a period of years. 

Gaps: The study does not assess the long-term effects of competency mapping on career progression and employee 

loyalty. 

Kaur, S., & Kapoor, D. (2018). Competency Frameworks in Indian Banks: A Case Study. Global Journal of Human 

Resource Management, 7(4), 20-35: Kaur and Kapoor (2018) examine the implementation of competency frameworks 

in Indian banks through a case study approach. The study finds that banks that have adopted structured competency models 

report better performance outcomes. Competency mapping aids in identifying skill gaps and enables tailored training 

programs for employees. The study focuses more on how banks develop competency frameworks but does not explore 

the broader organizational impact of these frameworks on employee career progression. 

Gaps: The research fails to link competency mapping with long-term career development goals and its direct impact on 

employee job satisfaction. 

Verma, A., & Rathi, N. (2022). The Role of Leadership Development in Career Growth in Banking Sector. Indian 

Journal of Management Studies, 15(2), 56-71: Verma and Rathi (2022) investigate the role of leadership development 

in the career progression of banking employees. The study finds that effective leadership training contributes 

significantly to employees' career growth and overall satisfaction. While competency mapping is a key component of 

leadership development programs, the study overlooks how broader competency models influence leadership readiness 

and growth at various organizational levels in banking. 
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Gaps: The study does not fully address how competency mapping integrates into leadership development programs in 

banking institutions. 

Kumar, R., & Singh, J. (2023). Challenges of Competency Mapping in the Digital Age for Indian Banks. Journal 

of Banking Technology and Innovation, 19(1), 84-99: Kumar and Singh (2023) address the emerging challenges of 

competency mapping in the context of digital banking. Their research finds that digital transformations have altered the 

competencies required in banking, including the growing importance of data analytics, cyber security skills, and digital 

customer service expertise. The study underscores that banks need to update their competency models to reflect these 

changing demands. However, the paper lacks an in-depth exploration of how banks can tailor career development plans 

to address these evolving competencies. 

Gaps: The study doesn’t provide solutions on integrating new digital competencies into career development frameworks 

effectively. 

Gaps in the Literature: The existing literature provides valuable insights into the relationship between competency 

mapping and career development within the banking sector. However, several gaps remain, particularly in understanding 

the impact of digital transformation on competency mapping, the long-term effects on employee career growth, and 

geographical disparities in implementation. Further research is needed to explore how these factors influence the career 

development of employees in the banking sector, providing a more holistic view of competency mapping’s role in 

employee retention and organizational performance. 

 

NEED AND IMPORTANCE OF THE TOPIC 

 

In the current dynamic and rapidly evolving banking sector, the development of a skilled workforce has become 

essential for sustaining competitive advantage, driving innovation, and ensuring organizational success. A well-defined 

process of competency mapping—the identification and assessment of skills, knowledge, and behaviors required for 

specific roles—has gained significant traction as a strategy for aligning employee capabilities with organizational 

objectives. My project topic, “A Study on Competency Mapping and Its Impact on Career Development of Employees in 

the Banking Sector,” is highly relevant, given the growing need for talent development and career progression 

frameworks to enhance both employee satisfaction and organizational performance. By analyzing the influence of 

competency mapping on career development, this research contributes valuable insights into workforce development 

within the banking sector, where skill alignment and structured career paths have become integral. 

 

SCOPE OF THE STUDY 

 

The scope of this study focuses on evaluating competency mapping within the context of Yes Bank, a private sector 

bank in India. It aims to understand how competency mapping influences career development, skill alignment, and job 

satisfaction among employees. By assessing the competency framework used by the bank, the study will explore how 

specific competencies are mapped for different roles and how this mapping is utilized to guide career advancement and 

professional development. 

The study includes quantitative and qualitative analysis based on feedback from Yes Bank employees to measure their 

perspectives on competency mapping and its impact on their career progression. Additionally, it examines the 

effectiveness of the bank's current competency framework in supporting organizational goals. This study aims to 

contribute valuable insights for enhancing competency-based development strategies, which can be applied not only within 
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Yes Bank but also serve as a model for other banks seeking to improve employee development, engagement, and retention 

through competency-driven approaches. 

 

OBJECTIVE OF THE STUDY 

1. To examine the role of competency mapping in identifying the key skills and competencies required for 

employee career growth in the banking sector. 

2. To analyze the effectiveness of competency mapping in aligning employee skills with job requirements and 

organizational objectives. 

3. To study the challenges faced by Yes Bank in implementing competency mapping and competency-based 

frameworks. 

4. To evaluate the impact of competency mapping on employee performance, productivity, and overall 

organizational efficiency. 

5. To assess how competency mapping supports employee training, skill development, and career advancement 

opportunities within Yes Bank. 

6. To examine the contribution of competency mapping towards employee motivation, job satisfaction, and 

retention in the banking sector. 

 

SOURCES OF DATA 

Primary Data: 

Primary data for the study was collected directly from 50 employees of Yes Bank through a structured questionnaire, 

personal interactions, and online survey forms (Google Forms) to gather information on competency mapping, skill 

development, career growth, training, job performance, and promotion opportunities. 

Secondary Data: 

Secondary data for the study was collected from company reports and records, research journals, articles, books related 

to Human Resource Management, websites, online publications, and previous research studies on competency mapping 

and career development. 

SAMPLING FRAMEWORK 

Sampling Framework: The study population comprised employees of Yes Bank in Hyderabad City. Convenience 

sampling was used to select 50 respondents based on ease of access and willingness to participate. The selected 

employees provided information regarding competency mapping, career development, training, and performance within 

the organization. 

SAMPLING TOOL & TECHNIQUE: 

 The study adopted the Convenience Sampling Technique, in which respondents were selected based on their 

accessibility, availability, and willingness to participate in the survey.  

 The study uses Convenience Sampling Technique, where respondents were selected based on their accessibility 

and willingness to participate in the survey. 

SAMPLE SIZE 

The sample size for the study consists of 50 employees of Yes Bank. This sample was selected to gather opinions 

regarding competency mapping and its impact on career development. 

 

http://www.jetnr.org/


                                                                                   © 2026 JETNR | Volume 4, Issue 6 June 2026 | ISSN: 2984-9276 | JETNR.ORG 

 

JETNR2606248 Journal of Emerging Trends and Novel Research (www.jetnr.org) 
 

 

c189 
 

LIMITATIONS OF THE STUDY 

 The study is limited to Guntur City only. 

 The study is limited to Yes Bank employees. 

 The sample size is restricted to 50 respondents. 

 Responses may contain personal bias and subjective opinions. 

 RESEARCH METHODOLOGY  

Sampling Method: Convenience sampling  

Sampling Size: 50   

        Data collection: Primary data and Secondary data  

DATA ANALYSIS  

TABLE No. 1: Showing classification of respondents regarding “Age”. 

Sources: Primary Data 

 

 

 

 

 

 

 

 

CHART No. 1: Showing classification of respondents regarding “Age”. 

 

Sources: Primary Data 

Interpretation: From the above chart, it's evident that the majority of respondents (44% each) belong to the age 

groups of Under 25 and 25-35. This suggests that the company's target audience likely skews younger. The age group 

of 35-45 constitutes 12% of the respondents, while no respondents fall into the 45 and above category. This indicates that 

the company may not be attracting an older demographic. 

SI. No. Response No. of Respondents % of Respondents 

1 Under 25 22 44% 

2 25-35 22 44% 

3 35-45 6 12% 

4 45 and above 0 0% 

Total 50 100% 

Age 

12% 

Under 25 

44% 25-35 

44% 
35-45 
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TABLE No. 2: Showing classification of respondents regarding “Gender”. 

 

Sources: Primary Data 

CHART No. 2: Showing classification of respondents regarding “Gender”. 

 

Sources: Primary Data 

 

Interpretation: From the above chart, reveals that 62% of the respondents are male, while 38% are female. This 

indicates that the company's customer base is predominantly male. It's possible that the company's products or services 

are more appealing to men, or that their marketing efforts are more targeted towards a male audience. 

TABLE No. 3: Showing classification of respondents regarding “Qualification”. 

 

SI. No. Response No. of Respondents % of Respondents 

1 S.S.L.C. 0 0% 

2 P.U.C 4 8% 

3 Degree 42 84% 

4 Post Graduate 4 8% 

Total 50 100% 

Sources: Primary Data 

 

 

 

 

SI. No. Response No. of Respondents % of Respondents 

1 Male 31 62% 

2 Female 19 38% 

Total 50 100% 

Gender 
 
 
 
 

 
38% 
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CHART No. 3: Showing classification of respondents regarding “Qualification”. 

 

Sources: Primary Data 

 

Interpretation: From the above chart, reveals that a significant majority of the respondents (84%) hold a degree 

qualification. This suggests that the company's target audience is likely well-educated. The remaining 16% of respondents 

have completed their education at the PUC, postgraduate level. This indicates that the company may cater to a diverse 

range of customers with varying educational backgrounds. 

TABLE No. 4: Classification of the responses of the respondents regarding the statement “Number of years of service 

in the banking sector?” 

 

SI. No. Response No. of Respondents % of Respondents 

1 Less than 5 years 28 56% 

2 5-10 years 18 36% 

3 11-20 years 4 8% 

4 21 years and above 0 0% 

Total 50 100% 

Sources: Primary Data 

CHART No. 4: Classification of the responses of the respondents regarding the statement “Number of years of service 

in the banking sector?” 
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Sources: Primary Data 

 

Interpretation: From the above chart, reveals that 56% of the respondents have less than 5 years of experience in the 

banking sector, indicating a relatively young workforce. Additionally, 36% have 5-10 years of experience, suggesting a 

significant portion of the workforce has a moderate level of experience. Only a small percentage (8%) have 11-20 years 

of experience. 

TABLE No. 5: Classification of the responses of the respondents regarding the statement “Are you aware of the 

competency mapping process in YES BANK?” 

SI. No. Response 

 

No. of Respondents % of Respondents 

1 Yes 50 100% 

2 No 0 0% 

Total 50 100% 

Sources: Primary Data 

CHART No. 5: Classification of the responses of the respondents regarding the statement “Are you aware of the 

competency mapping process in YES BANK?” 
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Interpretation: From the above chart, reveals that 100% of the respondents are aware of the competency mapping 

process in YES BANK. This indicates that the company has effectively communicated its competency mapping process 

to its employees. 

FINDINGS 

 It is found that most respondents, 44%, are within the age group Under 25 to 25-35, indicating a youthful 

workforce. 

 It is found that a majority, 62% of respondents, are male, indicating that the company’s workforce is 

predominantly male. 

 It is found that 84% of respondents hold a degree qualification, suggesting that the workforce is well-

educated. 

 It is found that 56% of respondents have less than 5 years of experience, indicating a relatively young 

workforce. 

 It is found that all respondents, 100%, are aware of YES BANK's competency mapping process, showing strong 

communication efforts by the company. 

SUGGESTIONS 

 Enhance Competency Mapping for Older Age Groups To attract and retain a diverse workforce, consider 

developing strategies that make competency mapping relevant and appealing to older age demographics. 

 Increase Engagement with Female Employees Encourage initiatives that enhance female participation by 

tailoring competency mapping tools and resources to be inclusive and equally appealing to all gender 

demographics. 

 Focus on Skill Development Programs for Less Experienced Employees Given that many respondents have 

under five years of experience, implement training programs that accelerate their development and strengthen 

foundational skills for career growth. 

 Maintain High Awareness through Effective Communication Continue using HR channels and training sessions 

to maintain the strong 100% awareness level about competency mapping, ensuring consistent updates on 

process changes or enhancements. 

 Expand Competency Mapping Awareness via Peer Learning Encourage peer discussions and mentorship 

programs to broaden competency mapping awareness, as informal learning complements formal HR and training 

communications. 

 

CONCLUSION 

The study concludes that competency mapping plays a significant role in enhancing employee performance, skill 

development, and career growth in Yes Bank. The findings indicate that employees have a positive perception of 

competency mapping, as it helps align their skills with job requirements, supports training and development initiatives, 

and facilitates clear career planning. The study also reveals that effective competency mapping contributes to 

organizational efficiency and employee satisfaction, making it an important strategic tool for human resource 

development in the banking sector. 
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