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Annexure-01 Structured non disguised questionnaire 
 

WELCOME TO QUESTIONNAIRE 

Sir/Madam, 

I am, Ms. PurviAvantilalChavla, an Assistant Professor have been working at the Faculty of Commerce ,The M.S 

University of Baroda. I am pursuing the Doctoral Programme and as a part of my research study, I need to conduct 

an employee survey for my research on the topic entitled "Competency Management as a tool of Talent 

Management –A case study of selected companies in the Gujarat State". I request you to spare your valuable 

time and fill up this questionnaire. I assure you that it is purely an academic exercise and the information provided 
by you would be kept strictly confidential. 

     Thanking you, I remain. 

(Ms. PurviAvantilalChavla) 

1) Name of the employee (optional):   

2) Department :_____________________ 

3) Designation :  _______________________                

4) Gender   : Male   Female  

5) Age: 18-24   25to 34     35 to 54  54 & above 

6) Qualification :Under Graduate  Graduate              Post Graduate 

7) Total years of experience in the current organization:    

0-1 Year 1-3 years3-5 years    5 years and above  

8) Have you ever heard of competence / competencies at the work place:   Yes No 

9) If yes in what context:     Recruitment  Selection  Training   

Performance Appraisal  Succession Planning  Career Planning  

10) Does your organization list out competencies for each job: 

Always  Sometimes  Not Always     

11) Who identifies the competencies: 

HR Manager Department Head Supervisors  Employees  

12) Does your organization face talent shortage: 

Always                          Sometimes                                  Not Always 

13)   Please put a (√) tick towards the awareness of following: 

Sr. 

No. 

Selected Criteria I know 

about it. 

My company has 

adopted it. 

I Don’t know 

1 Competency    

2 Competencies based Human  Resource 

Management 

   

3 Competency management    

4 Managerial Competency    

5 Behavioural Competency     

6 Technical Competency    
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14) Which type of competency you have? 

Selected Criteria Please put (√) on 

following. 

A. Managerial Competency  

B. Behavioral Competency  

C. Technical Competency  

D. Both (A) and (B)  

E. Both (B) and (C)  

F. Both (A) and (C)  

G. All of the Above  

15) Please indicate your level of disagreement and agreement by a tick (√ ) mark, for various competencies 

followed by you in organisation:   

Srno Competency 
Name  

Description SA A CS DA SD 

1 Communication 

Skill  

I always listen effectively and seek clarification while 

communicating. 

     

I can plan and present my thoughts to larger groups.      

I can Communicate to convince others.      

2 Relationship 

building  

I can easily create rapport and trust with others      

I can resolve conflicts in win win manner.      

3 Empathy I am having an ability to understand and appreciate others 

point of view. 

     

4 Influence & 

persuasive  

I understand the expectations of Others.      

I can negotiate and convince Others for organization 

benefits. 

     

5 Flexibility I can work under the rapidly changing business Environment.      

6 Learning I always look out for new knowledge, latest development in 

my field and I put my efforts to  learn for enhance my 

efficiency. 

     

7 Organization 

Awareness 

I can easily explain organization’s vision, mission, business 

goal and objectives to others. 

     

8 Create own 

measures of 

Excellence 

I always like to see what I have done during the year for the 

portfolio I manage. 

     

I would like to make specific changes in own work methods 

to improve performance 

     

9 Concern for 

quality 

I always monitor my work and available information.      

I always concern for maintaining standards of accuracy and 

quality. 

     

10 Initiative I like to do extra work in my organization which may not 

expected by organization but it is beneficial for organization. 

     

11 Information 
seeker  

I usually make my strong efforts to get more and more 
information about organization, process and people. 

     

12 Interpersonal  I can understand others attitude, interest, needs and 

perspectives. 

 

     

I can understand others behavior through listening and 

observation. 
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16) Please indicate your level of disagreement and agreement by a tick (√ ) mark, for adoption of following 

Practices in your Organisation:   

Sr.No. Practices adopted in Your Organisation Strongly 

Agree 

Agree Can’t 

say 

Disagree Strongly 

Disagree 

1.  Identification & Advertisement of 

Vacancy is done with the help of 

competency analysis. 

     

2.  Defining Key criteria for recruitment 

needs Competency Analysis. 

     

3.  Competency play an important role while 

Identifying Behaviour Indicators 

     

4.  Job descriptions is decided on the base of 

Competency. 

     

5.  The organization analyses the Behavioral 

competency of the employees during the 

Selection Procedure 

     

6.  Training program helps to improve your 

behavioral competency  

     

7.  Competency play an important component 

in performance Appraisal System 

     

8.  There is a good relationship between the 

supervisors and the subordinates and 

between co-workers just because of 

transparency in appraisal.  

     

9.  Promotion of Employee is based on 

Competency level. 

     

10.  Pay structure of your company is based on 

competency level. 

     

11.  Succession planning is based on 

Competency level. 

     

12.  The gap between talent in place and talent 

required is 

Identified by competency in organization. 

     

13.  Priority is given at the time of interview to 

potential Competent candidate when a 

vacancy arise 

     

14.  Possessing a good knowledge of HR 

recruitment 

Process and policies and link it with 

required competencies. 

     

15.  Appointment of consistently depends 

upon the competency level of employee. 

     

16.  Does competency level of employee have 

the goal congruence with organization’s 

goals and strengths? 

     

17.  All liable sources of attracting and 

recruiting employees are used. 
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18.  Both short term and long term workforce 

requirement are given equal importance 

     

19.  ContinuousCompetency improvement for      

developing and sustaining talented people 

in the organization. 

     

20.  Majority of the people remain for a longer 

time in the Organization. 

     

21.  Competency based HR policies and 

practices are being followed in the 

organization. 

     

22.  Due to competency management system 

Behaviour of superiors is fair and just with 

the juniors. 

     

23.  Discrimination and partiality are avoided 

due to competency based evaluation. 

     

24.  Technical training is provided to improve 

Technical Competency. 

     

25.  Latest methods of training are used for 

developing competency 

     

26.  For behavioural competency  If needed 

one to one training is given. 

     

27.  Everyone possess Interest for training and 

Development for their own competency 

improvement. 

     

28.  Opportunities are created for developing 

competency 

     

29.  Needed support is provided from everyone 

for individual development. 

     

30.  Compensation is given fairly according to 

the individual performance which is based 

on competency level 

     

31.  Salaries are market related and 

competency level 

     

32.  Nominations of employees for various 

awards is one through competency 

analysis 

     

33.  Reward and compensate employees for 

excellence in competency 

     

34.  Verbal or written recognition is given for 

individual competency where appropriate 

     

35.  Individual performance is recognized 

through competency level. 

     

36.  There is proper performance management 

system with the help of competency 

management 

     

37.  High performers are recognized and 

affiliated with the help of competency. 

     

38.  Equal chances are given to each employee      
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to improve their competency. 

39.  There is always difficulty in 

retainingtalented 

employees 

     

40.  Most appropriate tools likecompensation, 

succession planning are used forretaining 

     

41.  Competency based system is used for 

retaining 

     

42.  Priority is given in retaining all types of 

employees who have reasonable 

competency 

     

43.  Competency analyses are made from 

starting right from induction so that 

employees don’t think of leaving the job 

     

 

17) Put a Tick Mark[√] on your level of disagreement and agreement towards  managing  talent  through  

competency management: 

S.No Items Strongly 

Agree 

Agree Can’t 

say 

Disagree Strongly 

Disagree 

1 Encouraging creativity and innovation in organization for developing 

creativity. 

     

2 Developing the Competencies for Individual Development      

3 Developing the Competencies for Organizational Development      

4 Developing theCompetencies for Process Development      

5 Employee friendly policies leads to better competency management      

6 The linkage between competency and talent management result into 

Openness tochange 

     

7 Competency based talent attraction leads to Hiring competentstaff      

8 Competency based Talent management Encourage freedom towork      

9 Challenging work Assignments as per competency develop talent in 

the organisation 

     

10 Flexibility  helps organization to retain talent      

11 Competency based training retain and develop talent      
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18) Please Put a tick (√ ) mark against the level of your disagreement or agreement against the  statements to 

identify the competency practices of the organization. 

S.No Items Strongly Agree Agree Can’t 

say 

Disagree 

01 Importance of skills and competencies is regularly 

reminded  

Strongly 

Agree 

Agree Can’t 

say 

Disagree Strongly 

Disagree 

02 Critical skills of employees are upgraded regularly      

03 Skill up gradation and competency development is 

effective 

     

04 Upgraded skills match the market demand      

05 Management encourages  career development      

06 The progress I made in my competence    

development gives satisfaction 

     

07 Continuous monitoring on the competencies is done         

08 Continuous feedback is given         

 

THANK YOU FOR YOU VALUABLE TIME AND FEEDBACK 
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Annexure-02 

For the Selection of the Sample, the Researcher followed the following steps: 

 
STEP:01Identify The industry: The Researcher identified the Manufacturing Industry of the state of 

Gujarat as till now, no one had conducted this type of study in Gujarat’s Manufacturing Industries; 

Along with it, the “Make in India” Campaigning took place in Gujarat with entire fledge and young 

industries as well as Big Industries need some authentic practices which can make their Human 

resource more efficient. Manufacturing accounts for largest share (41 per cent) of employment across 

industries in Gujarat.This industry contributes around 16 % of the Industrial production of India. 

(Gujarat, 2010) 
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Source: (Gujarat, 2010) 

 

Step: 02: Identify Key Sectors of the Manufacturing Industry: The Researcher followed the Gujarat 

Government’s report on the Annual Survey of Industries-2019-2020. Among eight Key sectors 

Researcher identified Four Key sectors- the Agro& Food processing industries, The Oil & Gas Industries, 

The Pharmaceutical & Biotechnical Industry & the Chemical & Petro Chemical Industries as per Gujarat 

Economic Activity Report 2021.(Www.ibef.org), 2021) 
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Step :03Identify the Population: As the Researcher had already identified key Sectors, the Annual Survey 

of Industries -2019-2020 has the list of Gujarat’s manufacturing Industry’s Manpower numbers, which 

are further divided into workers & Employees. The Researcher took the data, which includes only 

employees who are working at the supervisory or Managerial level. As per the sampling Frame researcher 

has selected the employees from only those companies which have existed since 2010 & have more than 

100 employees.(GOVERNMENT OF INDIA et al., 2019) 
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Step:04:  Identify Companies: The major problem was found in collecting data as many companies 

refused to give information for the study. At last, Researcher could get the data from 19 companies from 

the selected sectors of Manufacturing Industries of Gujarat State. These companies were selected from the 
NIC-2008. 
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Annexure-3 

SELECTED COMPANY PROFILE 

 

Table Number: 3.1 

Industry Wise Distribution and Computation of Sample Size for Calculating Total Sample Size 

Sr. 

No. 

Name of the selected four key sectors of the 

manufacturing industry of Gujarat State as per 

3 digit Industry (NIC-2008) ,GujaratAnnexure-

V- Description & codes for 3-Digit 

industry.(GOVERNMENT OF INDIA et al., 

2019) 

*Total number of Employees other than 

Worker in Selected manufacturing 

industry of Gujarat State as per 3 digit 

Industry (NIC-2008) ,Gujarat-table 4, 

page 50-54.(GOVERNMENT OF 

INDIA et al., 2019) 

Calculated 

Sample 

Size 

01 Agro & Food Processing Industry(industry 

come under code-105-108 &110) 

24212 161 

02 Oil & Gas Industry(industry come under code-

192,201,352) 

9505 147 

03 Pharmaceuticals & biotechnology 

Industry(industry come under code-210) 

50617 144 

04 Chemical & Petrochemical industry (industry 

come under code-202) 

21950 96 

Total Estimated Sample Size 106284 548 

Note: * For determination of population researcher has used Summary Results for Factory Sector: ASI 

2019-20, table 14B- "Percentage Distribution of Factories in Operation by Size of Employment for each 

State/UT- (Only for Selected Manufacturing Sector) absolute and percentage  for total person engaged in 

Gujarat for selected  manufacturing sector is 12.52%(INDIA, 2019) 

*For estimation of sample size researcher had reviewed "Estimate of  Employee other than worker( 

Supervisory & managerial & other Employee) , in the factory sector by their type for each 3-digit 

Industry group(NIC-2008) for Gujarat State (GOVERNMENT OF INDIA et al., 2019)  

 

 

Company-wise distribution of Employee  

Industry  Name of Companies Number of  Selected 

Employees  

Total Number as 

per Industry 

Agro & Food Processing Rasna  10 161 
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Industry(industry come 

under code-105-108 

&110) 

Vadilal Industries Ltd  29 

Global Gourmet Private 

Limited 

18 

Parle 27 

Amul Pvt.Ltd 

 

45 

Ramdev Food Products Pvt 32 

Oil & Gas 

Industry(industry come 

under code-192,201,352) 

Reliance India Pvt. 

Ltd(RIL) 

54 147 

Oil and Natural Gas 

Corporation Limited 

43 

IOCL 50 

Pharmaceuticals & 

biotechnology 

Industry(industry come 

under code-210) 

Alembic Pharmaceuticals 

Ltd 

 

30 144 

Zydus 11 

Cadila Pharmaceuticals 14 

IPCA LABORATERIES 32 

Sun Pharmaceutical 

Industries Ltd. 

44 

Allchem lifescience pvt. 

Ltd 

13 

Chemical & 

Petrochemical industry 

(industry come under 

code-202) 

Gujarat State Fertilizers & 

Chemicals Limited 

23 96 

GACL 35 

Asian Paints 

 

30 

Deepak Nitrite Ltd.  08 

Total  548 548 
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Sector-1 Agro & Food Processing Industry(industry come under code-105-108 &110) 

1. AMUL 

Anand Milk Union Limited (AMUL) is a cooperative society in the Indian dairy sector, operating under 

the governance of the state government. It is headquartered in Anand, Gujarat. Established in 1946, the 

aforementioned entity operates as a cooperative brand under the management of Gujarat Cooperative 

Milk Marketing Federation Ltd. (GCMMF). Currently, GCMMF is jointly governed by a significant 

number of milk producers, totalling 3.6 million, in the state of Gujarat. Additionally, it is overseen by the 

apex body of 13 district milk unions, which are distributed across more than 13,500 villages within 

Gujarat. Amul played a pivotal role in driving India's White Revolution, resulting in the nation's 

ascension as the foremost global producer of milk and milk products. Tribhuvandas Kishibhai Patel 

assumed the role of the inaugural chairman of the organisation with the mentorship of Sardar Vallabhbhai 

Patel, and he continued to serve in this capacity until his retirement in the 1970s. In 1949, the individual 

in question employed Verghese Kurien and successfully persuaded him to remain and contribute to the 

stated objective. Tribhuvandas served as the chairman, while Kurien assumed the position of general 

manager, providing valuable guidance in both the technical and marketing aspects of Amul. Kurien 

assumed the position of chairman at Amul following the demise of Tribhuvandas Kishibhai Patel in 1994, 

albeit for a short duration. Kurien, the founder-chairman of the Gujarat Cooperative Milk Marketing 

Federation (GCMMF) for a span of over three decades from 1973 to 2006, is widely acknowledged for 

his instrumental role in the marketing achievements of Amul. This information can be found on the 

official website of Amul (www.Amul.com) as well as on Wikipedia (www.wikipedia.com). 

2. PARLE 

Since the year 1929, our Company has experienced significant growth and has emerged as the foremost 

manufacturer of biscuits and confectionery in India. Parle is renowned for being the manufacturer of 

Parle-G, the biscuit with the highest sales globally, as well as several other highly sought-after brands. 

The Parle brand is widely recognised as a symbol of excellence, nutritional value, and exceptional 

flavour. The establishment of Parle Products Company took place in 1929 in India, under the ownership 

of the Chauhan family residing in Vile Parle, Mumbai. The individual responsible for the establishment of 

the organisation was Mohanlal Chauhan, originally from Pardi, a locality in close proximity to Valsad in 

the state of Gujarat. The individual relocated to Mumbai with the intention of securing a means of 

livelihood, initially engaging in the occupation of tailoring. Nevertheless, due to its lack of profitability, 

he transitioned his career into the food industry by engaging in the sale of snacks. Mohanlal ventured into 
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the bakery snack industry, a sector known for its profitability among English individuals, with the 

assistance of his Parsi connections. The individual operated a bakery where various baked goods such as 

bread, buns, rusks, scones, Nankhatai, turnovers, and other similar items were produced. For nearly eight 

decades, India's dominant position in the market for biscuits, confectionery, and fruit juices has been 

solidified, making it the country's largest manufacturer in these sectors. The revenue generated during the 

fiscal year 2009-2010 amounted to US$ 0.9 million. The aforementioned brands encompass Parle-G, 

Krackjack, Monaco, Hide and Seek, Poppins, Melody, and Mango Bite. The Company possesses a 

confectionary factory located in Surendranagar and a franchisee factory, known as Bailey, situated in 

Ahmedabad. At present, the Company has a workforce of 50,500 employees. 

3. The Global Gourmet 

Global Gourmet Private Limited. The establishment of Ltd. occurred in 2008, with the primary aim of 

offering genuine Asian cuisine to a global customer base. They possess a comprehensive understanding 

and adherence to the standards of quality, food safety, and statutory compliance that are expected by 

global Food Companies from their suppliers in the present era. The establishment of the Company was 

spearheaded by Satvik Agrawal, an accomplished chef with professional training from Le Cordon Bleu 

and a degree from Les Roches, Switzerland. The individual originates from a lineage that has been 

involved in the food and hospitality industry for a span of five successive generations. Currently, he 

serves as a promoter who actively advocates for Global Gourmet's fundamental principle of leadership 

through innovation. The Company specialises in contract manufacturing for prominent international 

brands and has rapidly established its market presence in various countries, including the USA, Canada, 

UK, France, Denmark, Norway, Sweden, Finland, Australia, Thailand, India, and others. Global Gourmet 

is widely recognised as one of the prominent manufacturers in India's value-added frozen foods industry. 

As a business focused on Research and Development, the Company prioritises investment in refining and 

developing unique product concepts. Additionally, they strive to establish standardised processes for these 

concepts and produce them at a level that ensures competitiveness and consistency. The combination of 

our operational procedures and skilled personnel guarantees that our products consistently meet the 

expectations of our customers and provide the utmost level of consumer satisfaction. Global Gourmet has 

obtained accreditation or certification from various recognised standards, including BRC (AA+), TFMS, 

SEDEX, USFDA, FSSAI, BAP3, and EIA. Our business benefits from a team of highly skilled, 

passionate, and innovative professionals, such as Food Technologists, Microbiologists, and Chefs. They 

engage in the observation of market trends, attentively consider consumer feedback, and conduct 

extensive research across diverse food channels in order to acquire knowledge regarding individuals' 

dietary preferences and to identify strategies for enhancing their gastronomic encounters. The individuals 
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or teams involved in the process are responsible for identifying, generating, and manufacturing the 

necessary product while adhering to the specified budget and ensuring timely and complete delivery. 

These entities fall within the category of Indian establishments with a workforce ranging from 100 to 200 

employees.  

4. Vadilal Industries Ltd is a company that operates in the industrial sector.  

Vadilal Industries Ltd, established in 1907, is a prominent Indian company engaged in the production of 

ice cream and flavoured milk. In the year 1907, Vadilal produced its inaugural batch of ice cream utilising 

a manually operated apparatus known as a kothi. Subsequently, in the year 1926, Vadilal initiated the 

establishment of its parlours and commenced the provision of home delivery services. Over the course of 

time, the brand experienced a gradual increase in popularity, ultimately achieving a significant market 

presence nationwide by the conclusion of 1985. Vadilal manufactures a diverse range of ice cream 

products, encompassing cones, candies, bars, ice lollies, cups, family packs, and economy packs, offering 

a wide array of flavours to choose from. In addition to its availability at supermarkets, Vadilal also 

maintains a retail presence through its franchise-based Happinnezz ice cream parlours. It is noteworthy to 

mention that all products offered by Vadilal are vegetarian and do not contain eggs. This Company 

employs a workforce of over 1000 individuals. 

5. Rasna, a brand of soft drink concentrate, is under the ownership of Pioma Industries, a company 

headquartered in Ahmedabad, India. The product was introduced during the mid-1970s, and its popularity 

began to increase in the 1980s, a period when the market was primarily controlled by carbonated 

beverages such as Thums Up, Gold Spot, and Limca. According to data from 2009, Rasna held a 

dominant market share of 93% in the soft drink concentrate industry in India. Additionally, the 

Company's financial performance in 2011 revealed a turnover of ₹3.5 billion (equivalent to US$44 

million).Moreover, Rasna has gained significant popularity among the younger demographic, as 

evidenced by its operation of more than 40 mocktail bars in India under the brand name 'Rasna Buzz' . 

These establishments cater specifically to the preferences of Indian youngsters and feature an extensive 

menu comprising soda-based beverages, milkshakes, sundaes, and specially crafted mocktails such as 

Mirchi Mango, Masala Orange, Minty Jeera Lemonade, and Kala Khatta Buzz, among others. In addition 

to the conventional offerings of burgers, pasta, momos, and French fries, Rasna Buzz also provides a 

selection of beverages that complements Indian cuisines, such as idli and batata vada. The inaugural 

establishment of such a pub occurred in Pune in the year 2019.  
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6. Ramdev Food Products Pvt Ltd is a private limited company that specialises in the production and 

distribution of food products. The brand 'Ramdev' was established by Late Shri Rambhai Patel in 1965 in 

Ahmedabad, specialising in the spice business. In 1989, the Ramdev brand introduced consumer packs of 

masala in poly pouches. The following year, in 1991, Ramdev launched 'Instant Mix' packs. In 1992, 

Ramdev became the first Company in India to introduce Hing Powder with Agmark certification. 

Achieving ISO certification in 2006, Ramdev was recognised for its exceptional product quality in 2011. 

Celebrating its 50th anniversary in 2015, Ramdev has provided employment to a workforce ranging from 

501 to 1,000 employees in Gujarat, India.  

Sector: 2  Pharmaceuticals & biotechnology Industry(industry come under code-210) 

7. Alembic Group is among India's oldest industrial houses with a presence in glass, chemicals, real 

estate, engineering, education and healthcare sectors. It was founded in 1907 as Alembic Chemical Works 

Company Ltd by Prof. T.K. Gajjar – the first renowned chemist in Western India, Prof. Kotibhaskar – a 

Gold Medalist in Technological Chemistry, and Mr B. D. Amin – the man with incomparable business 

tact and capacity for management. A journey that began with tinctures, alcohol, vitamins, and penicillin 

production has today diversified into an expansive conglomerate with interests spanning pharmaceuticals, 

healthcare, real estate, engineering, speciality chemicals and glassware. In 2010, the group demerged its 

pharmaceutical business to form Alembic Pharmaceuticals Limited. Alembic Pharmaceuticals Limited is 

involved in manufacturing and marketing India Formulations, International Generics, and Active 

Pharmaceutical Ingredients with vertical integration capabilities. Headquartered in Vadodara, Gujarat, we 

derive a third of our revenue of over $600 million from the Indian market. They are globally recognised 

for their strengths in research and development, manufacturing, product commercialisation as well as 

compliance with international regulatory standards. Manufacturing facilities, which cater to the 

International Generics markets, are located at Panelav, Karkhadi and Jarod in Gujarat. Our APIs are 

manufactured at the Panelav and Karkhadi facilities. We established our marketing and distribution office 

in the U.S. in 2015 and have since then grown our business rapidly. In 2016, we formed a J.V. with – 

Aleor Dermaceuticals Limited – to develop Dermatology products for international markets. Our ever-

enriching portfolio is owing to unparalleled R&D capabilities, concentrated across our facilities in 

Vadodara (Gujarat), Hyderabad (Telangana) and New Jersey (USA). 

 

8.Sun Pharmaceutical Industries Ltd. (Sun Pharma) is a prominent global pharmaceutical company 

specialising in generic medications. It holds the fourth position in terms of size and operates with a 
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substantial revenue of over US$ 5.1 billion. Sun Pharma's extensive manufacturing capabilities, 

consisting of over 40 facilities, enable the production of high-quality and cost-effective medicines. These 

pharmaceutical products are widely relied upon by healthcare professionals and patients in over 100 

countries worldwide. Moreover, Sun Pharma boasts a workforce of more than 38,000 employees spread 

across the globe. 

9. Ipca Laboratories Limited, a Mumbai-based Indian multinational pharmaceutical company, 

specialises in the production of active pharmaceutical ingredients (APIs) such as theobromine, acetyl 

thiophene, and p-bromotoluene. These APIs, along with their intermediates, are sold worldwide by Ipca. 

The Company offers a diverse range of over 150 formulations, including oral liquids, tablets, dry 

powders, and capsules. With a workforce exceeding 12,000 employees, Ipca has established a significant 

presence in the pharmaceutical industry. 

10.Cadila Pharmaceuticals is an Indian multinational pharmaceutical company based in Ahmedabad, 

Gujarat, India. The Company's operations focus on manufacturing products ranging from API's-

Intermediates, finished formulations, OTC-Food Supplements, Biotechnology Products and 

Pharmaceutical Machinery. Cadila Pharmaceuticals manufacturing facilities are approved by International 

bodies such as WHO-GMP, UK-MHRA, USFDA-API, TGA-Australia, and AIFA-Italy. The Company's 

international operation is spread across 58 countries, including the Americas, Japan, Asia, CIS and Africa. 

Cadila Pharmaceuticals has its formulation manufacturing facilities at Dholka, Gujarat (India); Samba, 

Jammu (India) and Addis Ababa (Ethiopia) and 2 API manufacturing facilities are located at Ankleshwar, 

Gujarat. The manufacturing facility at Dholka and the API unit at Ankleshwar in Gujarat are USFDA-

certified; the overseas manufacturing facility in Ethiopia is a WHO - cGMP-compliant facility. Cadillac is 

headquartered in Ahmedabad. It has been in operation for over five decades. The Company has been 

developing and manufacturing pharmaceutical products, which it sells and distributes to over 50 countries 

around the world. Currently, it consists of around 8000 plus employees.  

11. Zydus Cadila, previously known as Cadila Healthcare Limited, is an Indian multinational 

pharmaceutical company headquartered in Ahmedabad. Its primary focus is the production of generic 

drugs. In 2020, it was ranked 100th in the Fortune India 500 list. Zydus Cadila is a prominent 

pharmaceutical company that achieved sales of US$ 800 million in the fiscal year 2009-2010. Its product 

portfolio encompasses formulations, active pharmaceutical ingredients (APIs), diagnostics, health and 

diet foods, skincare products, and animal healthcare products. The Company exports formulations and 

APIs to more than 43 countries, with a particular emphasis on cardiovascular, gastrointestinal, and pain 

management areas. Manufacturing facilities for tablets, injectables, capsules, liquids, and APIs are 
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situated in Ahmedabad, Vadodara, and Ankleshwar. Zydus Cadila boasts a workforce of over 20,000 

employees. 

12. Allchem Lifescience Pvt. Ltd: The establishment of the Company took place in 2003, initially 

operating a small pilot plant. It transitioned into commercial production in 2013, operating under the 

name Allchem Laboratories. As an independent and privately owned entity, the Company underwent a 

name change in April 2017, becoming Allchem Lifescience Pvt. Ltd. Located on the outskirts of 

Vadodara, Gujarat, India, Allchem Lifescience Pvt. Ltd. operates a pharmaceutical intermediates plant 

that adheres to the current Good Manufacturing Practises (cGMP). In addition to its primary operations, 

the Company offers custom and contract manufacturing services. Allchem Lifescience Pvt. Ltd. possesses 

a well-equipped development laboratory, quality control laboratory, pilot plant, and production plant. 

These facilities enable the handling of various quantities of products, ranging from kilogrammes to multi-

kilograms to tonnes. The Company's chemical processes encompass a wide range, including multi-step 

synthesis. In terms of employment, Allchem Lifescience Pvt. Ltd. falls within the category of Gujarat's 

medium-sized enterprises, employing between 201 and 500 individuals. 

Sector-3 Oil & Gas Industry(industry come under code-192,201,352) 

13. Indian Oil Corporation Limited: IOCL is an Indian central public sector undertaking under the 

ownership of the Ministry of Petroleum and Natural Gas, Government of India. It is headquartered in 

New Delhi. It is a public sector undertaking whose operations are overseen by the Ministry of Petroleum 

and Natural Gas. Indian Oil is ranked 142nd on the Fortune Global 500 list of the world's biggest 

corporations as of 2022. It is the largest government-owned oil producer[6] in the country, with a net 

profit of $6.1 billion for the financial year 2020-21. As of 31 March 2021, Indian Oil's employee strength 

is 31,648, out of which 17,762 are executives and 13,876 non-executives, while 2,776 are women, 

comprising 8.77% of the total workforce. Indian Oil's business interests overlap the entire hydrocarbon 

value chain, including refining, pipeline transportation, marketing of petroleum products, exploration and 

production of crude Oil, natural gas and petrochemicals. Indian Oil has ventured into alternative energy 

and globalisation of downstream operations. It has subsidiaries in Sri Lanka (Lanka IOC), Mauritius 

(IndianOil (Mauritius) Ltd)and the Middle East (IOC et al. FZE). It has more than 30,000 employees.  

 

14. The Oil and Natural Gas Corporation (ONGC) is an Indian central public sector undertaking under 

the ownership of the Ministry of Petroleum and Natural Gas, Government of India. It is headquartered in 
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Dehradun. ONGC was founded on 14 August 1956 by the Government of India. It is the largest 

government-owned oil and gas explorer and producer in the country and produces around 70% of India's 

crude Oil (equivalent to around 57% of the country's total demand) and around 84% of its natural gas. In 

November 2010, the Government of India conferred the Maharatna status to ONGC.In a survey by the 

Government of India for the fiscal year 2019–20, it was ranked as the largest profit-making Central Public 

Sector Undertaking (PSU) in India. It is ranked 25th among the Top 250 Global Energy Companies by 

Platts.ONGC is involved in exploring for and exploiting hydrocarbons in 26 sedimentary basins of India 

and owns and operates over 11,000 kilometres of pipelines in the country. Its international subsidiary 

ONGC Videsh currently has projects in 15 countries. ONGC has discovered 7 out of the 8 producing 

Indian Basins, adding over 7.15 billion tonnes of In-place Oil & Gas volume of hydrocarbons in Indian 

basins. Against a global decline of production from matured fields, ONGC has maintained production 

from its brownfields like Mumbai High, with the help of aggressive investments in various IOR 

(Improved Oil Recovery) and EOR (Enhanced Oil Recovery) schemes. ONGC has many matured fields 

with a current recovery factor of 25–33%. Its Reserve Replacement Ratio between 2005 and 2013 has 

been more than one. It consists of more than 25000 employees.  

15. Reliance Industries Ltd. is a prominent conglomerate in India:Petroleum refining and marketing 

(R&M) represents the subsequent stage in Reliance's pursuit of expansion and worldwide prominence 

within the fundamental energy and materials value chain.The Jamnagar manufacturing division holds the 

distinction of being the largest refining hub globally. The construction of the entire refining complex was 

completed within an exceptionally short timeframe, while maintaining globally competitive capital costs. 

In fact, the costs incurred were significantly lower than those of comparable refineries worldwide. The 

division's impressive scale, design, flexibility, level of automation, and degree of integration have set a 

precedent for the construction of future refineries. The rapid expansion of this complex has played a 

pivotal role in India's transformative journey. By shifting the nation from a net importer to a net exporter 

of petroleum products, it has effectively safeguarded India's energy security. The division currently 

employs a workforce exceeding 17,000 individuals.  

Sector- 4 : Chemical & Petrochemical industry (industry comes under code-202) 

16. Asian Paints Ltd, a multinational paint company based in Mumbai, Maharashtra, India, is involved 

in the manufacturing, selling, and distribution of paints, coatings, home décor products, bath fittings, and 

related services. It holds the distinction of being India's largest paint company and the second-largest in 

Asia. Additionally, Asian Paints serves as the parent company of Berger International. With 

manufacturing operations spanning across 15 countries, including India, the Company has a significant 
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presence in the Indian subcontinent and the Middle East. Furthermore, it holds a position among the top 

ten decorative coatings companies globally. Asian Paints, in conjunction with its subsidiary companies, 

maintains a presence in 18 nations globally and possesses 26 paint production facilities. The Company 

possesses a manufacturing facility located in Ankleshwar, Gujarat. The organisation comprises a 

workforce of over 7000 individuals.  

17. Gujarat Alkalies and Chemicals Limited (GACL) is an Indian chemical manufacturing company 

that is supported by the Government of Gujarat. The manufacturing facilities of the Company are situated 

in the regions of Dahej and Vadodara, which are located in the state of Gujarat. The Company engages in 

the production of various chemical compounds, including caustic soda, sodium cyanide, chloromethanes, 

sodium ferrocyanide, caustic potash, potassium carbonate, hydrochloric acid, phosphoric acid (85%), and 

hydrogen peroxide. The organisation falls within the employment size range of 1,001-5,000 employees, 

as indicated on LinkedIn. 

18. Gujarat State Fertilisers & Chemicals Limited (GSFC) is an Indian company engaged in the 

production of chemicals and fertilisers. It is a government-owned entity, specifically owned by the 

Government of Gujarat. The establishment of GSFC occurred in 1962, with its central administrative 

offices situated in Vadodara along the Ahmedabad Vadodara Motorway. The Company engages in the 

production of a range of products, such as plastics, nylons, fibres, industrial gases, and various chemicals. 

These chemicals include urea, ammonia, ammonium sulphate, sulfuric acid, phosphoric acid, 

diammonium phosphate, caprolactam, melamine, and methanol. The discovery of oil and gas reserves in 

Bombay High and South Basin regions served as a catalyst for the establishment of eight new generation 

fertiliser plants, aimed at meeting the increasing food demands of India. In 1976, the Company 

established a manufacturing facility in Bharuch, operating under the name Gujarat Narmada Valley 

Fertilisers & Chemicals (GNFC), which is a subsidiary of GSFC. In 2012, GSFC initiated the 

establishment of a wholly-owned subsidiary called "GSFC AgroTech Limited" with the aim of providing 

improved agricultural solutions to farmers. The Company, which has a turnover exceeding Rs. 5000 

Crore, employs over 4000 individuals and is consistently improving its manufacturing and distribution 

capabilities. As a result, it is evolving into a globally recognised enterprise with a widespread presence. 

The user provided a hyperlink to a webpage on the platform "LinkedIn." 
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19. Deepak Nitrite Ltd. is an Indian-based corporation engaged in the production of chemicals. The 

manufacturing facilities of the Company are situated in Nandesari and Dahej in the state of Gujarat, Roha 

and Taloja in Maharashtra, and Hyderabad in Telangana. Deepak Nitrite is a prominent manufacturer of a 

diverse range of chemical products, encompassing agrochemicals, colourants, rubber, pharmaceuticals, as 

well as speciality and fine chemicals. Deepak Mehta assumes the role of chairman within the Company, 

while his son Maulik Mehta holds the position of chief executive officer. Chimanlal Khimchand Mehta, 

the progenitor of the Company and father of Deepak Mehta, was a prominent chemical trader within the 

Jain family of Gujarat. The incorporation of the Company took place in March 1970. The commissioning 

of sodium nitrite and nitrate plants took place at Nadesari, Vadodara, Gujarat, with production 

commencing in 1972. The plant is responsible for the synthesis of various chemical compounds, 

including sodium nitrite, sodium nitrate, and other related chemicals. Additionally, it produces dyes, 

hexamethylene tetramine, and intermediate compounds used in the production of dyes. It established its 

position within the range of employees. 
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Annexure-4 

Tabular Summary of Review of Literature on Competency Worldwide: 

Sr. 

No 

Author(s), 

(Year) Title Findings 

01 Boyatzis (1982) The Competent Manager: 
A Model For Effective 

Performance. New York: 

Wiley. 

The study accurately revealed Competencies' 
definition and derived that Competency is related to 

superior performance. 

02 George Klemp 

(1980) 

The Assessment of 

Occupational Competence 
Final Report 

The study reviewed Competency as an underlying 

characteristic of a personwhich results ineffective 
and/ or superior performance in a job 

03 David McCleland 

(1973) 

Testing for Competence 

rather than intelligence’, 

The Research study analysed that Competency is 

more important than testing for intelligence. He also 
opined that Competency analysis is an alternative 

way for performance analyses. 

04 Gary Hamel 

&C.K.Prahlad (1989) 

Strategic Intent The importance of innovation and competencies at 

the organisation level was pointed out in this study. 

They suggested that companies have strategic 
intent, which means a sizable stretch for an 

organisation. 
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05 Gorge Von Krogh 
and Johan Roos 

(1995) 

A Perspective on 
Knowledge, Competence 

and Strategy 

The author had applied theories of sociology of 
knowledge to enhance the resource-based 

perspective of competencies in this study. The 

emergent "Competence-based view of the firm has 

important implications for strategic Management in 
general and personnel management in particular. 

06 Jon-

ArildJohannessen, 
Bjorn Olsen (2003) 

Knowledge Management 

And Sustainable 
Competitive Advantages: 

The Impact Of Dynamic 

Contextual Training 

The study revealed that Competency is a new 

capability in the organisation. They had also 
developeda model thathad untapped knowledge of 

the organisation. 

07 John B. Larrereth 

(1996) 

Worldwide Leadership 

Differences”, People and 

Competencies – the route 
to competitive advantage 

The study revealed that competencies were 

situational. He found that globally there are three 

pioneer sets of competencies viz. competencies for 
perfecting the emphasis for their organisation, 

competencies for building commitment and 

competencies for driving success. 

08 McNerney and 

Briggins (1995) 

Competency Assessment The research study revealed the difference between 

Competency and Task. 
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Tabular Summary of Review of Literature on Competency Management Worldwide: 

 

Sr. 

No 

Author(s), 

(Year) Title Findings 

01 Simon Beck 
(2003) 

Skill And Competence Management 
As A Base Of An Integrated Personnel 

Development (IPD) – A Pilot Project 

In The Putzmeister, Inc./Germany 

The study reviewed that Strategic competence 
management is essential for the organisation's 

future growth and success management 

system. 

02 C.K Prahalad and 

Gary Hamel 
(1990) 

“The corecompetence of the 

Corporations” 

The study revealed that Core Competencies 

are the roots of new business development. 
They discussed the concept of competencies, 

identification of Core Competencies, and the 

necessity to focus on core competence in any 

organisation. 

03 Tovey (1993) Competency Assessment – A strategic 
approach-part I for Executive 

Development.” 

The study analysed that Competency is an 
essential element in the organisationthat can 

become a bridge between strategy and 

organisational development. He reviewed 
Competency as an essential tool for 

organisational performance. 

04 Patrica Marshall 

(1996) 

“Why are some people more 

successfulthan others?” 

The study developed the ICEBERG Model of 

Managerial competencies. He draws skill and 

knowledge as a visible part of ICEBERG, 

Whereas social role, self-image, trait, and 
motive are less visible but control the visible 

items tremendously. 
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05 Cokerill T Hunt 
and Schroder H 

(1995) 

“ManagerialCompetencies: Fact or 
Fiction” 

They classified the competencies as threshold 
competencies and units of behaviour which 

Employees use in the organisation. In this, 

they focus on the behaviour, which is not 

normal behaviour as we all understand, but it 
has deeper meaning inside. Still, they also 

pointed out that it is not associated with 

superior performance. 

06 Reenu Mohan 

(2013) 

Understanding competency Models- A 

Literature Review’, International 

Journal of Innovative Research 
Studies, 

 The study considers the competency 

framework as an inseparable part of human 

resources management and Has been widely 
used as a tool for performance development. 

07 Kevin Cook and 
Paul 

Bernthal(1998) 

Job/Role Competencies survey report The study surveyed Evaluating the effect of 

competencies on Business Performance. 
They evaluated that in organisations where the 

competency approach was integrated with 

three or more HR subsystems, there was a 
significant improvement in many of the 

business parameters. 
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Tabular Summary of Review of Literature on Competency-based Human Resource 

Management Worldwide: 

Sr. 

No 

Author(s), 

(Year) Title Findings 

01 Pawan S 
Budhwar 

and 

Bhatnagar 

(2009) 

The Changing Face of People 
Management in India 

The study predicts that India has been identified as 
oneof the biggest emerging markets in the world for the 

near future. The researcher evaluated that human 

resource management has to be approached with 

Competency-based culture in all its various processes. 

02 Keith 

Bedingham 
(1998) 

Competent to change The study’s focal discussions were on high-

performance competencies and the most commonly 
used competencies 

03 Dave Ulrich 

(1995) 

Human Resource competencies and 

empirical assessment 
The study revealed the Phases of HR Competency 

model and its evolution. It also reviewed Competency 
roles as a change agent, administrative expert, strategic 

partner and employee champion. 

04 Michael 

R.Losey 

(1999) 

Mastering The Competencies of HR 

Management. Human Resource 

management. 

Competent human resources can sensitise the need of 

competencies and skills, and they become optimistic 

about investing in maintaining and improving their 
skills and knowledge in changing times 

05 JaideepKaur 
and Vikas 

Kumar 2013 

Competency Mapping: A Gap 
Analysis 

Competencies provide the reason for designing an 
organisation that will train human resources in such a 

way that continuously add value to an organisation 
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Tabular Summary of Review of Literature on Competency Management and Talent 

Management: 

Sr. 

No 

Author(s), 

(Year) 
Title Findings 

01 RohiniAnand 

(2010), 

Corporate India and human 

resourcemanagement 

The book demonstrates how developing diverse talent 

pipelines, fostering sustainable leadership 

competency, and appreciating the role of employer 

branding is a trying but vital priority for Indian 

businesses as well as international companies 

managing an Indian workforce. 

02 Association of 

Talent 

Development 

(2014) 

ATD Competency Model, 

Association of Talent Development 

The study developed a Competency Framework for 

developing talent in the organisation. They also 

provide a roadmap for Organization success across 

the entire talent development industry. It also throws 

light on Talent improvisation. The model derived two 

types of Competencies is Foundational or Core 

Competencies expertise competencies. 

03 PINAPATI 

ANITHA 

KUMARI 

(2011), 

Competence Management as a Tool 

of Talent Management – A Study of 

Practices in Indian Organisations. 

The study aimed at examining competence 

management as a tool to manage the talent in 

IT organisations. Primary data relating to the 

employees and senior managers have 

been collected to reflect the Employee and 

organisational perspective. 

 

 


