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INTRODUCTION

“Everybody wants to win. I don’t think anyone went out there thinking they were going to lose. They just proved that they’re a year ahead of us. During the season, you’re focusing hard and competent hard. Here you’re competing, but you’re looking to have a little fun”

- Luther Head

The huge employability gap in India has opened doors to a sea of opportunity hopefully for a larger good of the nation. To address the problem of inadequate employable skills facing in India, a new industry development is the turning points of India’s revolution. While India has large young population only 5% of Indian labour in the age group of 20-24 years has obtained vocational skills through formal means whereas the percentage in industrialized countries varies between 60 % to 96 %.


The total unemployed youth population is 232 million and 2% enter in jobs market. India’s current economic boom can be largely attributed to the volume of education. As the demands of the global market place increase, manpower skill deficiencies are becoming more evident and are working against India’s achieving the growth.


Employability has become a core part of the so-called “new deal” between employer and employee, in which the promise of employment security is said to be replaced by employability (Hallier, 2009).  

This is a competency era. It is beyond doubt that it is beneficial and cost effective, to have competent people to occupy all level positions. Competency refers to the intellectual, managerial, social and emotional competency. Many organizations in India and abroad are making their efforts to mapping competencies and implementing assessment and development centers (Mily, 2009).

The external environment is changing so rapidly that many organizations prefer to hire people for their generic competencies rather than for job specification skill competencies. The key competencies for superior work performance of people can identified with generic competencies that distinguish outstanding performers across the organization or in broad jobs groups. 

Job skills can also be called transferable skills since they are the type of attitudes acquire through work experience that can make valuable to other employers even in different field of employment. People may organize job skills around different areas of experience. These can include like communication skills, ability to solve problem, understand the human relations, aspect of jobs, leadership abilities and basics knowledge or working skills.


A competency is the capability of applying or using knowledge, skills, abilities, behaviors, and personal characteristics to successfully perform critical work tasks, specific functions, or operate in an given role or position. Personal characteristics may be mental / intellectual / cognitive,  social / emotional / attitudinal and physical / psychomotor attributes necessary to perform the job (Lucia & Lepsinger, 1999).

Competence is the acquisition of knowledge skills and abilities at a level of expertise sufficient to be able to perform in an appropriate work setting. 

The broad concept of industry competency concerns the ability to perform particular tasks and duties to the standard of performance expected in the workplace. Competency requires the application of specified skills, knowledge and attitudes relevant to effective participation in an industry, industry sector or enterprise (http://www.skillssdmc.com).

The goals and objectives set out for the nation by Pandit Nehru on the eve of Independent, namely the rapid agricultural and industrial development of the country, rapid expansion of opportunities for gainful employment, progressive reduction of social and economic disparities removal of poverty and attainment of self reliance remain as valid (http://siadipp.nic.in). 

Employability refers to a person’s capability of gaining initial employment maintaining employment and obtaining new employment if required (Hillage & Pollard, 1998). In simple terms employability is about being capable of getting and keeping fulfilling work.

Employability is a two sided equation and many individuals need various forms of support to overcome the physical and mental barriers to learning and personal development (www.wikipedia.org).

The term “employability” relates to portable competencies and qualifications that enhance an individual’s capacity to make use of the education and training opportunities available in order to secure and retain decent work, to progress within the enterprise and between jobs, and to cope with changing technology and labour market conditions. (Riordan, et.al, 2004).

           Competencies, or individual characteristics, were recognized as significant predictors of employee performance and success, equally as important as an individual’s academic aptitude and knowledge content as indicated by tests scores or results (Lucia, 1999).

           Job competencies are always observable and measureable behaviours comprising part of a job competency analysis focuses more on how the worker meet the jobs objectives or actually accomplishes the work. The skill matrix method prompted other HR changes in this division as the performance appraisals now focus more on skill employees and training emphasizes developing broad skills like leadership and planning skills applicable across a wide range of responsibilities and jobs. The employer’s cancer development responsibilities depend on how long the employee has been with the firm. Career oriented appraisal can be taken step in a positive way during the employee joined job. The career training is taken place with the help of manager, it is trained not just to appraisal the employee but also to match the persons strength and weaknesses (Gary, 2009).

The rapid changes in the structure of employment and in the organisation of work have drastically altered the form and the content of jobs. In recent years a collection of labour capacities have come to light which contribute to performance in a large group of occupations, and are portable from one to another. The transformations resulting from changes in the organisation and content of work have put the spotlight on certain kinds of skills and behaviour in work.

Employees are considered responsible for acquiring knowledge, skills, abilities, and other characteristics valued by current and prospective employers. For individuals this implies a broader meaning of career success by pursuing lifetime employability i.e. the continuous fulfilling, acquiring or creating of work through the optimal use of one’s competencies. Employability can hence be regarded as an important factor in understanding career success in the contemporary career era (Hall, 2002).

Many employees are faces with the challenge of deciding the purpose for which competencies are best used. The organization which has spent time and money to ensure that employees’ competencies are used successfully which may understandably improvement in the assessment of job performance (Subrahmaniyam, 2009).

To meet the demand for specific skills of high order, a Public Private Partnership between Government and industry in proposed to promote skills development programme under the name, ‘skills development initiative’.
The relevance of the employability concept for understanding career success is twofold. First, employability can be seen as a factor affecting employees’ career success. Second, individuals’ perceptions of their marketability has been studied as an indicator of contemporary career success in addition to the more traditional career satisfaction measures (Eby et al., 2003).

Competency development encompasses: more traditional forms of training, initiatives to enhance on-the-job learning, and career development initiatives, the essence being an integrative approach on developmental activities enhancing employees’ employability (Van, 2006). 

Tejada 1999, stated that four kinds of competencies such as:

· Technical competency: Expert mastery of the tasks and content of the work ambit, and the knowledge and skills necessary for it,

· Methodological competency: Knowing how to react by applying the appropriate procedure to assigned tasks and to any irregularities that may occur, finding solutions independently, and appropriately transferring the experience acquired to other problems in work,

· Social competency: Knowing how to work with people in a communicative and constructive way, and showing behaviour oriented to the group and interpersonal understanding and

· Participative competency: Knowing how to participate in the organization of the job post and also of the labour environment, the capacity to organise and decide, and the disposition to accept responsibilities. 

According to Novick (1998) competencies are classified as; intellectual competencies: solving problems, handling information, understanding processes and systems, autonomy and responsibility, basic competencies: the capacity to read and write the use and interpretation of symbols and mathematical formula, technical competencies: knowledge of instruments and the functioning of machines, tools and work procedures and behavioural competencies: the capacity for verbal self-expression and interaction with work colleagues. 

The soft-skills such as communication, team building, creativity and innovation among others as vital elements not just for an organizational member's employability but for the organization's success as well.

    Employability skills replace the key competencies and reflect the changing world of work and the broader range of skills which employers now require employability skills provides an opportunity for trainers and assessors to build on their existing practices and techniques to deliver and assess the soft, ‘generic’ or ‘transferable’ skills (Robyn & Ben, 2007).


The Employability Skills Framework specifies eight skill groupings to describe and define employability skills. The eight skill groupings are:

· communication skills that contribute to productive and harmonious relations between employees and customers;

· team work skills that contribute to productive working relationships and outcomes;

· problem-solving skills that contribute to productive outcomes;

· initiative and enterprise skills that contribute to innovative outcomes;

· planning and organising skills that contribute to long-term and short-term strategic planning;

· self-management skills that contribute to employee satisfaction and growth;

· learning skills that contribute to ongoing improvement and expansion in employee and company operations and outcomes; and

· technology skills that contribute to effective execution of tasks.

 Need for the Study
Competencies are the skills knowledge and abilities that an employees should possess to perform successfully in a given role so that the company wanted to develop competence of every employee and know the gaps in the present level of the employees abilities and competencies.

In this study it focuses on organizational support for employability competency development among the employees, through use of the initiatives skills, and the relationship between employees and the managerial in a competitive industry. In other words the perspective of employability competency can develop through skills that are possessed within the employees.


The investigator had undertaken the study entitled “Employability Competencies among the Employees at Salzer Electronic Limited in Coimbatore” with the following objectives; are to
· know the socio-economic profile of the employees and
· identify the employability competency possessed by the employees.

II REVIEW OF LITERATURE


The review of literature pertaining to the study “Employability Competence among the Employees in Salzer Electronic Limited” which is described in the following heading:

A. Employability Competence

B. Industrial Employability 

C. Related Studies 

A. Employability Competence

· Definition of employability competence

· Types of employability competence

Definition of employability competence

· According to Kanka (2005) “employability competence is a possession of useful skills the potential for obtaining and keeping fulfilling work through the development of skill that are transferable from one employer to another”. 

· Brown et al., (2004) viewed that, employability competence depends on their assets in terms of the knowledge, skills and attitudes they possess, the way they use and deploy those assets, the way they present them to employers and crucially, the context within they seek work.    

· The Department of Education Science and Training and the Australian National Training Authority (2001) stated that “employability competence are defined as the skills required to gaining employment capability, so as to achieve ones potential and contribute successfully to an enterprises strategic direction. 

· The Higher Education Academy stated that employability competence : "A set of skills, knowledge and personal attributes that make an individual more likely to secure and be successful in their chosen occupations to the benefit of themselves, the workforce, the community and the economy" (http://www.le.ac.uk).
· The UK Universities and Crime Branch defined, employability competence is “a set of attributes, skills and knowledge that all labour market participant should possess to ensure they have the capability of being effective in the workplace to the benefit of themselves, their employer and the wider economy”.

· Overtoom (2000) defined that employability competence is “transferable core skill groups that represent essential functional and enabling knowledge, skills and attitudes required by the 21st century workplace… necessary for career success at all levels of employment and for all levels of education.
· The Organisation for Economic Co-operation and Development (OECD, 2005) stated that a competency is more than just knowledge and skills. It involved the ability to meet complex demands, by drawing on and mobilising psychosocial resources.
· Wojtczak (2002) defined competence as “possession of satisfactory level of relevant knowledge and acquisition of a range of relevant skills that include interpersonal and technical components at a certain point.
· The Association Europeaan des Conservation (AEC, 2004) defined competence as “the mastery of relevant knowledge and the acquisition of a range of relevant skills at a satisfactory level including interpersonal, clinical and technical components. 
Types of employability skills


The Australian Chamber of Commerce and Industry (2008) has developed a frame work for employability skills. These key skills are identified in combination with the personal attributes to make up a best prospect. They include,

a) Communication skills that contributes to productive and harmonious relations between employees and customers
b) Team work skills that contribute to productive working relationship and outcomes
c) Problem solving skills that contribute to productive outcomes
d) Initiative and enterprise skills that contribute to innovative outcomes
e) Planning and organizing skills that contributes to long term and short term strategic planning
f) Self management skills that contributes to employers’ satisfaction and growth

g) Learning skills that contribute to ongoing improvement and expansion in employee and company operations and outcomes
h) Technology skills that contribute to effective executive of tasks

Mitch (2006), explained the types of employability skills are as followed;

· Communication is possibly the most prevalent of all the Employability Skills
· Teamwork recognises the importance of relationships with others in the workplace 

· Problem solving can be described as seeing that something is wrong and fixing it
· While initiative has been identified as an important facet within problem solving 

· Planning and organising reflects an individual’s ability to manage the tasks and timelines which define their work roles 

· Self-management refers to an individual’s ability to manage themselves in relation to the outcomes expected of their work role

· Learning recognises the importance of using work experiences to extend and develop new skills

· Technology as an Employability Skill recognises the importance that technology plays not just as a task skill, but in a range of functions performed in the workplace

Anne (2006) viewed that the type of employability skill are presented in  Table I.
TABLE I

TYPES OF EMPLOYABILITY SKILLS (Anne, 2006)

	Theme


	
	Employability skill
	Indicators

	Inter-personal

skills
	Communication
	· Listens and understands 

· Speaks clearly and directly 

· Writes clearly 

· Negotiates effectively 

· Reading independently 

	
	Team work
	· Works well with peers, customers, supervisors and support staff 

· Works across different ages 

· Transfers effectively between individual work and team work 

· Knows their own role as part of the team in the work situation 

	Initiative and enterprise skills
	Problem solving
	· Develops creative solutions 

· Is practical 

· Shows independence and initiative in identifying problems and solving them 

· Problem solves in teams 

· Able to estimate and calculate 

· Understands tables of figures and can interpret graphs 

	
	Initiative and enterprise
	· Adapts to new situations 

· Develops a strategic vision 

	Learning skills
	Planning and organising
	· Manages time 

· Manages self and work alone 

· Resourceful 

· Makes decisions 

· Understands relationships amongst work
place processes and systems 

· Adapts resource allocations to cope with contingencies  Establishes clear project
goals and deliverables



	
	Self awareness
	· Has a personal vision and goals 

· Evaluates and monitors own performance 

	
	Learning

	· Has enthusiasm for ongoing learning 

· Willing to learn in any setting 

· Open to new ideas and techniques 

· Prepared to invest time and effort in learning new skills 



Bhupen (2007) reveals that there are two broad competencies that help define the organizations potential to improve performance in any organization.(1) Personal competencies is comprise of personal attributes skills and behaviours needed to perform a function or taste in a designated but superior way and (2) Organization competencies is defined by processes, systems, and practices that enable any firm to turn to turn personal competencies into organization wide competencies. Learning behavior is required to develop both personal and organization wide competencies, several researches extend that behavioural change must go hand it hand with cognitive change while personal competencies might be valuable they remain hidden from a firms human capital stocks unless some type of learning system or organizational learning routine enables the transfer of personal knowledge into action or realizable output.


Randall (2002) viewed the employability skills sought by the employees are as followed,

· Communication skills

· Analytical skills

· Technical literacy

· Adaptability/ Managing Multiple priorities

· Interpersonal abilities

· Leadership/ Management skills and

· Awareness

Mary (2010) stated the basis employability skill is as followed,
· Personal qualities: It includes self control, social skills, being honest, and truthful, being confident in the work and flexible in new working environment
· Reliability and loyality: It included commitment to work, enthusiasm about projects, and meeting deadline is important for employability skills

· Teamwork: A high level of the team spirit, efficient work habits, being self-motivational and directly despite being in the group.


The another employability skill are ability to learn reason, think creatively, decision and solve problem independently.

Communication skill


“The ocean of misunderstanding can be acrossed through the bridge of communication”. According to Keith, “communication is a way of reaching other with ideas facts thoughts and values. It is a bridge of among people, so that they can feel and share what they feel and know. By using the bridge, a person can safely cross the river of misunderstanding and in the same time separates people.


Raymond et.al. (2007) view that employees need job specific knowledge and basic skills to work with the equipment created with the new technology. Because technology is often used as a means to achieve product diversification and customization, employees must have the ability to listen and communication with custom. Through the advancement of technology it made possible for employee to improve the product and service. 


John (2003) argued that competencies are general attributes employees need to be doing well across multiple jobs or within the organization. The value of team work is emphasized, many organizations are identifying communicating and rewarding a variety of broad-based competencies that successful employees should possess to accomplish the goal competency alignment process determines current skill levels of employees in order to identify skill gaps.                     

Problem solving skill


Frisch (1999) explored the problem solving styles of individuals in leadership positions in an attempt to identify whether specific problem solving preferences existed among leaders. The results indicated that in this organization the leadership team did exhibit a preference toward the Ideator style of problem solving.

Decision making skill


Decision making is considered both as an elaborate process, with several stages and as a single moment event. This distinction is made between rational or competent choice and biased or simplistic problem solving strategies.


McFarland (2007), revealed that a decision is an act of choice wherein an executive form of conclusion about what must be done in a given situation. A decision represents a course of behavior chosen from a number of possible alternative.

According Seth (2006), employability competence are shown in Table II.

TABLE II

TYPES OF EMPLOYABILITY COMPETENCE (Seth, 2006)

	Communication
	Team work
	Problem solving
	Initiative and enterprises

	· Learning and Understanding

· Speaking clearly and directly

· Reading and interpretation

· Using numerical effectively

· Sharing information

· Being assertive

· Writing to the needs of the audience

· Negotiating responsively
	· Working as an individual and a team member

· Applying teamwork to a range of situations

· Working with people of different ages, 

· Coaching, mentoring and giving feedback

· Knowing how to define a role as part of a team

· Identifying the strengths of team members
	· Developing practical situations

· Solving problems in teams

· Showing independence and initiative in identifying problems 

· Resolving customer concerns in relation

· Using mathematics, including budgeting and financial management

· Testing assumptions, taking the context of data and circumstances into account
	· Adapting to new situations  

· Identifying opportunities not obvious to others

· Being creative

· Generating a range of options

· Translating ideas into action


	Planning and organizing
	Self management
	Learning
	Technology


	· Managing time and priorities

· Collecting, analysing and organising information

· Identifying contingency situations

· Implementing  contingency plans

· Being resourceful

· Allocating people and other resources to tasks

· Adapting resource allocations to cope with contingencies

· Planning the use of resources including time management
	· Evaluating and monitoring own performance

· Taking responsibility

· Having knowledge and confidence in own vision and goals

· Articulating own ideas and vision
	· Using a range of mediums to learn

· Applying learning to technical issues and operations

· Being open to new ideas and change

· Contributing to the learning community at the workplace
	· Having a range of basic IT skills

· Having the OHS knowledge to apply technology

· Having appropriate physical capacity

· Operating equipment

· Using IT to organise data

· Applying IT as a management tool


Social skills


Social skills are as followed,

· Understands organizational mission
· Understands governance and administrative system

· Demonstrative ability in conflicts management and dispute resolution

· Understands how to acquire the resources and 

· Able to gather and synthesize information on internal and external environment (David, 2008).


Frederick (2005) suggested that when individuals work in teams, a number of interpersonally oriented skills increase in importance. In particular, “an individual needs to be able to communicate with others, listen to others, influence others, and so forth”. This constellation of skills has been called social skills and includes such things as social perceptiveness, coordination, persuasion, negotiation, instructing, and helping others. These social skills reflect “interpersonal perceptiveness and the capacity to adjust one’s behavior to different situational demands and to effectively influence and control the responses of others”.

Leadership quality   

“Leadership is the lifting a man vision to higher sigh that raising of man’s performance to a higher standard and building up man’s personality beyond its normal limitations” (Peter, 2010). 


The need for leadership are the incompleteness of formal organizational design; change environment condition; the internal dynamics of the organizations and the nature of human membership in organizations (Tripathi, 2000).


Panchal (1996) revealed that amongst the leader manager there are some administration who believe that the essence of leadership lies not in leading people but in ‘driving’, then to work. Jamshedji Tata had not merely erected factories, the power house and the state mill. These were erected by the succession of leader when they developed and in whom Tata planted the inner principle for the purpose and needs.

Attitudes

Arul (2002) stated that “attitude is the major factor which affects the behavior of a person or an organization. The importance of attitude in understand with psychological phenomenon was granted formal recognition early in the history of social psychology”.


Krech and Cructchfield (2002), defined attitude as an enduring organization of motivation, emotional, perceptual, and cognitive process with respect to some aspects of the individual.                  

Competency covers all aspects of workplace performance and involves performing individual tasks, managing a range of different tasks, responding to contingencies or breakdowns and dealing with the responsibilities of the work place including working with others. Workplace competency requires the ability to apply relevant skills, knowledge and attitudes consistently over time and in the required workplace situations and environment in time with this concept of competency. (http://www.skillsdmc.com).

Emotional skill


The application of emotional intelligence in the organization includes the areas like personnel selection, development of employees, teams and the organization. The organizations must coach their employees in developing their interpersonal skills and coach them to perform effectively on the job with other employees in the organization (Reuven et al., 2007).


Employees need to enhance their emotional intelligence skills, apart from technical skills, which in turn will enhance their productivity on the job. Management of emotional intelligence by the team members will help in developing interpersonal skills of the team members. Organization’s to be successful, need to develop employee’s emotional intelligence skills to work effectively in the organisation (Bob, 2008).


Leadership abilities vary according to rater perspective and level of emotional intelligence. In general, co-workers seem to appreciate managers’ abilities to control their impulses and anger, to withstand adverse events and stressful situations, to be happy with life, and to be a cooperative member of the group. These leaders are more likely to be seen as participative, self-aware, composed, and balanced (http://www.ccl.org).

Self- development 


Self development training can foster confidence, leadership skills and critical thinking throughout your organization. These training videos, CD-ROMs, books, audiotapes and self-study programs will enable your employees to fulfill their self development goals and meet their performance improvement objectives. Many of these programs will be valuable additions to your outplacement strategies. A dynamic business should have employees who want to learn and expand their horizons. Business operations are challenging and employees should be able to rise to the challenge. These personal development training programs will help your employees and managers to become more effective and successful (http://www.rctm.com).    
Interpersonal skill


An understanding of others and their thoughts is known as interpersonal intelligence and having good communication skills is not a cake on the walk. Skill of communicating in social environment is the real definition of communication interpersonal skills  (http://www.articlesbase.com).


An employee work in absolute isolation, instead, workers interact with consumers, peers, and management on a daily basis; this makes interpersonal communication an essential skill for today's employees. Today's employers look for quality skills in interpersonal communication, critical thinking, and problem-solving, not just the ability to complete job duties. Consequently in the absence of effective communication, organizational goals will succumb to individualistic and personal goals. Effective interpersonal communication skills are essential to social interaction, and to the building and maintenance of all relationships. Poor communication skills can cause irrevocable damage to relationships; affecting productivity, satisfaction, performance, morale, trust, respect, self confidence, and even physical health. In any organization, the success of achieving its goals depends largely on the manager's communication ability and skills (Magnus, 2009).

According to Jacquelyn (2000) type of employability competence are shown in Table III.

TABLE III

TYPES OF EMPLOYABILITY COMPETENCE (Jacquelyn, 2000)

	Basic Academic Skills              Higher-Order Thinking Skills                   Personal Qualities

	· Reading

· Writing

·  Science

· Math

·  Oral Communication

·  Listening


	· Learning

· Reasoning

· Thinking Creatively

· Decisions Making

· Problem Solving
	· Responsible

· Self Confidence

· Self Control

· Social Skills

· Honest

· Have Integrity

· Adaptable and

· Flexible
	· Team Spirit

· Punctual and Efficient

· Self Directed

·  Good Work Attitude

· Well Groomed

· Cooperative

·  Self Motivated

·  Self Management


B. Industrial Employment

· According to Jaydeep Maitra (2009) simply the relationship between employer and employee is called Industrial Relation. But it also covers the relation between employer vs. employer and employees vs. employees. To safeguard the interests of the all the parties, harmonious relationship is necessary for both employers and employees of the production. In order to maintain good relationship with the employees, the main functions of every organization should avoid any dispute with them or settle it as early as possible, so as to ensure industrial peace and harmony with higher productivity. The Industrial Relation relations also called as labor - management, employee-employers relations.
· Venkatapathy (2008) defined industrial relation is a relation between employer and employees, employees and employees and employees and trade unions. and the “process by which people and their organizations interact at the place of work to establish the terms and conditions of employment”.

· Audra Bianca (2007) defines industrial relations (IR) as the "interaction between employers, employees, and the government; and the institutions and associations through which such interactions are mediated." Sometimes treated as the equivalent of labor relations, industrial relations considers the impact of these interactions on humans and organizations. This article considers industrial relations from the perspectives of researchers, governments, managers and workers.

· Bruce (2004) described industrial relations are a multi-disciplinary field that studies the employment relationship. Industrial relations are increasingly being called employment relations because of the importance of non-industrial employment relationships.

· Industrial relations has been defined by Thomas A. Kochan, in his book Collective Bargaining and Industrial Relations, as "all aspects of people at work”, but there are clearly some aspects of people at work that entail highly technical subjects (e.g., industrial hygiene, ergonomics) which are not normally regarded as falling within the mainstream of industrial relations study (http://www.referenceforbusiness.com).
· Every industrial worker has one need or the other, which must be met by employers to facilitate higher productivity and industrial harmony. It is however sad to note that most employers of labor either due to ignorance or deliberate intention fail in their duty to ensure that workers ensure these basic needs.
· Good wages, which must be commensurate with the overall input of the workforce. 

· Employees desire good working environment devoid of noise, danger and unwholesome distractions. A good working environment will facilitate the smooth movement of workers and provide a veritable platform for them to perform to their optimum. A good working environment is a catalyst to high productivity and performance.

· Employees also desire proper Medicare for themselves and members of their family. The establishment of a medical clinic and First Aid center is not only necessary, but compulsory in any every establishment.

· Safety wears like hard hat, safety boot, protective clothing and ear muff are also important items needed by industrial workers. Care must however be taken to ensure that these safety wears are of standard quality internationally.

· Finally, training and development of workers is one of the most pressing needs in most industrial installations. Development involves ensuring that the work force is made to update their knowledge especially with regard to new inventions in the industry (Clement, 2008).


All business is based on some key competencies. If any business neglects employers, competency and its development, all growth and productivity of an employee, company and profits will be affected. The main reason for an organization to create a competency based system that focuses on having the right people with right skills at the right time is that it helps in accomplishing business targets. Competencies are the need for the hour and designing appropriate competency development models is a necessity. The capability mapping competency model helps build processes that focus on and deliver skills that an organization needs for its current and future roles. It aids organizations to map effectively capabilities across teams, functions, department and countries (Asma, 2010).


 Today’s managers have to handle a diver workforces that is men and women, young and old, from different region, speaking, languages, belonging to different castes handicapped and able bodies which is both challenging and rewarding. Global managers are successful when they understand the differences in the value attitudes and practices of other cultures, adapt themselves to the business environment they find themselves in and solve problems efficiently when they arise. Employee expectations form work are also changing. Yankelovich find that employees’ desire for money and their organization loyalty are yielding place to desire for meaning work pursuit of leisure activities and self- fulfillment. Quality of life with balance between work and non-work is also gaining attention and importance (Uma, 2008).  


Development of competency based staffing in the difficulty of assessing non-managerial and work group contributions to organizational core competencies in public sector organizations. This problem arises from the relative difficulty in measuring results and Performance and in attributing improvements to changes in competencies as opposed to other factors. Thus casual roles of competencies can be logically argued there may be major time and organizational performance especially given the increasing and differential impacts of globalization on performance expectations. (Bryson 2007)         


Growth and development help employee expand their knowledge, skills and abilities and apply the competencies they have gained to new situation by providing opportunities for growth and development, organisations can improve the quality of their employers work experience and realize the benefits of developing workers to their full potential. Opportunities for employee’s growth and development competency include, 

· Continuing education course,

· Career development or counseling services,

· Skill training,

· Opportunities for promotion and internal career advancement and

· Leadership and mentoring development programs (Armstrong, 2006).       


The industrial revolution led to the development of factories for a large scale production, with consequent changes in society. Originally the factories were changing according to the development of industrial which led to the increase in employees (http://dictionary.reference.com).
C. Related Studies

Christrine Kay et.al., (2010) carried out a study is undertaken to understand the “Performance Level of Managers and Supervisors at an Automobile Retailer in the city of Belgaum”, the study focuses on understanding the emotional intelligence of the managers and supervisors and its link to their performance level on the job. The findings of the study indicate that emotional intelligence has an impact on the performance level of the managers and supervisors. 


Latisha (2010) conducted a study on “Employability Awareness among Malaysian Undergraduates”. As a result, globalization and development of technology demand employees to be highly-skilled. Graduates find it difficult to seek employment upon graduation as they are lack of employability skills. Thus the need to establish employability skills among university undergraduates is imperative. This study is conducted in order to determine whether employability skills can be enhanced through studying English for Occupational Purposes (EOP) among undergraduates in Malaysia. In addition, it investigates whether undergraduates are able to identify attributes employers seek. The results of this study have useful pedagogical implications for teaching of English for Occupational Purposes (EOP) as the data obtained may be used to prepare teaching materials in order to enhance undergraduates’ employability skills.

De Vos et.al, (2010) conducted a study on “Competency Development, Employability and Career success”. The purpose of the study is describe as employees’ participation in competency development initiatives, perceived support for competency development, employability, career satisfaction and marketability. A survey was conducted among a sample of 561 employees in a large financial organization. The results support the idea that participation in competency development initiatives as well as perceived support for competency development enhances employability. The role of employability showed a full mediation effect for the relationship between participation in competency development and career success, and a partial mediation effect for the relationship between perceived support for competency development and career success. 


Rahim et.al. (2009) studied the purpose of the research, which is to investigate the level of “Employability Skills among the Students of Technical and Vocational Training Institutions”. Most of them pursuing education in Certificate of Skills in one of these five areas of specializations: art and building, electric, electronics, automotive and mechanical. The findings also shown that there was a significant difference between employability skills and area of specializations. The study suggests that Technical and Vocational Educational Department should provide a curriculum which includes employment element skills which are needed by the employers is to produce higher quality workers.


Amutha, (2008) viewed on a successful professional requires decision making skill. The present study is an attempt made by the investigators to study the decision making skill of professionals in relation to certain select demographic variables. The sample of the study consists of 100 professionals in Kanyakumari district in Tamil Nadu. Significant differences are found in the decision making skill of professionals with respect to locale, educational qualification, nature of employment, age and experience. Men and women professionals do not differ significantly in their decision making skill. 


Patrick, et.al, (2008) conducted a study on strategy, “Core Competence, and HR Involvement as Determinants of HR Effectives and refinery Performance”. This study examines the impact of strategy, core competence, and involvement of HR executives in strategic decision making on the refinery mangers evaluation of the effectiveness of HR and on refinery performance among 86 U.S. petrochemical refineries. Survey results indicated that higher involvement of HR in organizational strategy was strongly related to perceptions of HR effectiveness, and that the relationship was strongest to the extent that refineries pursued a product innovation strategy and viewed skilled employees as their core competence. 

Deboratt (2007) studied on using “Competency Development tools as Strategy for Change in the Human Resources”. This study explores issues in building implementing competency based development tools for an HR organization in the midst of fundamental change. The includes a realistic appraisal of the critical design decisions, marketing strategies and implementation success factors required for using competencies to articulate and foster understanding of a change effort. 

Joseph et.al. (2007) conducted a study on “Generic to Organic Competencies”. A study was performed to determine whether an “organic” set of competencies might be beneficially derived for a specific managerial population based upon the use of a prior “generic” competency instrument. The organic set differed substantially but was found to be useful as an indicator of performance of the day-to-day operating duties of the mangers. The study suggests that general competency instruments might not be consistently interpreted by local users or commensurate with workplace dimensions. 

Wang et.al. (2007) has conducted a study on core competency beyond identification. The purpose of the study was to outline a model that is conceptually and empirically applicable by practitioners in contexts extending beyond mere core competence identification. This study demonstrates that the associated concepts (competence, capability and resources) have characteristics that differ both conceptually and empirically. The findings also indicated that competencies are central to core competence matters; it is possible to distinguish them analytically by three criteria. 

Harzallah et.al (2006) conducted of a study on the “Analysis and Modeling of Individual Competencies: Toward better Management of Human Resources”. A general approach the development of competence management information systems to enable competence management at all business control levels. Competence, Resource, Aspect and Individual (CRAI) model structures and formalizes the concept of competence and provides guidelines for its deployment in business when building a company's specific competence information system. To make an employees independent of any specific technology, these queries have also been formalized using the set of development. 


Sudipta (2005) studied on “Competency Mapping”. The Competences describe the duties and role of the employees which include problem solving and judgment; drive and determination; commercial awareness; inter-personal skills etc, all of which might be described further by behavioral indicators relating specifically to that post in that organization. 


Rao (2005) conducted a study on the “Competency Approach to Job Analysis” which is focuses on linking business strategies to individual performance efforts where organisations operate in a fast changing environment employee may have to work in different teams takes up task of varied nature and perform multiple roles from time to time. The competency approach is to get analysis, therefore encourages employers develop role based competencies that may be used in diverse work situation, instead of being in the boxes into a job. Those competencies would be in the final analysis were include such things as interpersonal, communicational skills, decision making ability, conflict resolution skills, adaptability and self motivation. 

          Curtis (2002) the study on “Employability Skills for Future” has been broad agreement that all young people need a set of skills that will prepare them for both employment and further learning. Moreover, in more and more situations employers are looking for these skills in people, irrespective of whether they are prospective or existing employees.  This project has identified those key, generic employability skills that enterprises argue individuals should have along with the job-specific or relevant technical skills. It has identified an employability skills framework that can inform the thinking and curriculum development of the Australian education and training system. Thus employability skills will be relevant not only to new entrants to the workforce but those returning to work and those moving between different labour markets. 

III METHODOLOGY

    The methodology pertaining to the study entitled “Employability Competencies among Employees in Salzer Electronic Limited” is presented under the following headings:

A. Selection of the Area

B. Selection of the Sample

C. Selection of the Methods and Tools

D. Collection of Data 

E. Analysis  and Interpretation of Study

A. Selection of the Area

The area selected for the study was Salzer Electronics Limited which is situated in Coimbatore District. It is easy to access and the numbers of educated employees are available, and it is located at  Samichettipalayam which is just 15 km from Avinashilingam Deemed University  for Women. 


Salzer Electronics is the manufacturing company that manufactures switch gears and other electronic items. It was established in the year 1985, to design and manufacture world class Cam Rotary switches in collaboration with Technical Financial overseas. It manufactures load break, wiring ducts, terminal connectors, and electro relays and magnetic wires. The Company has a consistent track record for the last 22 years in profit making and declaring dividends since 1991 - 1992.


It is an ISO 9001-2000-certified company- consistently maintained for the last 11 years. It is one of the largest producers of rotary switches & cable ducts (wiring channels) in Asia. 


The Salzer group is getting tremendous support from their customers, shareholders, financial institutions, employees and all other agencies to continuously develop the organization. The industry profile is presented in Annexure II.


Two hundred and thirty employees are working in Salzer Company in 20 departments such as Research and Development, Quality Control, Marketing, Energy Saving, Tool Room, Store, Assembly, Packing, Purchase, Maintenance, Human Resource Management, Security, Engineering, Transport, Accounts, etc. Their educational qualifications as well as salary are different according to the designation of the employees.

B. Selection of the Sample
Sampling is the process of reasoning about a population on the basis of the sample drawn from it. Under this method a small group of the universe is taken as the representative of the whole mass and the results are drawn. It is a method to make social investigation practicable and easy. A sample is the reflection of the universe and bears all the characteristics of the universe. (Gupta, 2005).

Simple random sampling is that in which every item in the universe gets equal chance of being selected (Saravanavel, 2007). The investigator established rapport with the Human Resource Section and in consultation with the Human Resources Manager. In the company there are 230 permanent employees, among them 60 samples are selected from various departments for the study.


The total sample comprises of 60, among that 41 are male and 19 female, under the age group of 25 to 50 years. The details are presented in the Table IV.

TABLE IV
SAMPLE SIZE

	S. No 
	Department
	Number of employees   

N = 60

	
	
	Male
	Female 

	1.
	Research and Development 
	7
	2

	2.
	Quality Control
	3
	2

	3.
	Marketing 
	3
	3

	4.
	Energy saving
	2
	2

	5.
	Assembly
	4
	7

	6.
	Package
	2
	-

	7.
	Tool Room
	10
	-

	8.
	Purchase
	3
	-

	9.
	Maintenance 
	4
	3

	10.
	Stores 
	3
	-

	Total
	41
	19



Gender discrimination refers to beliefs and attitudes in relation to the gender of a person. It is defined as an adverse action a another person that would not have occurred had the person been of another sex. It is the practice of letting a person's sex unfairly become a factor when deciding who receives a job, promotion, or other employment benefit. It most often affects women who feel that they have been unfairly discriminated against in favor of a man. 

C. Selection of  the Methods and Tools


According to Krishnasamy (2005), interview is defined as a two way systematic conversation between an investigator and an informant initiated for obtaining information relevant to a special study.
Interview schedule was the tool used for conducting the study. Interview is one of the important and powerful tools for data collection in social research. The interview technique is a verbal method of securing data especially in the field research connected with social problems. It is a direct method of enquiry (Kothari, 2004).

The interview scheduled consisted of personal data which included the individual skills possessed. The main purpose of selecting interview schedule as a tool of data collection in field procedure is to gather information (Kothari, 2003).

D. Collection of the Data
The investigator contacted the HR Manager regarding data collection at Salzer Electronics Limited in Samichettipalayam at Coimbatore and necessary efforts were taken to establish rapports with the employees after obtaining necessary permission from the company.

The investigator hails from Manipur, therefore found it very difficult to collect the data. The HR Department Staff extended their support for collecting the relevant primary data for the study. 

The primary data are those which are collected afresh and for the first time and these happen to be original in character (Gupta, 2005). Interview scheduled was used to collect the required information which have presented in Annexure I.

The investigator gathered secondary data through books and website regarding the profile of the industry and have presented in Annexure II.

E. Analysis and Interpretation of the study
Analysis means the computation of certain index or measures along with search for patterns of relationship that exist among the data groups (Gupta, 2005).

The information gathered through the interview scheduled was coded, consolidated, tabulated and analysed and are discussed in Chapter IV.

IV RESULTS AND DISCUSSION


The findings of the study on “Employability Competence Among the Employees in Salzer Electronic Limited” are discussed under the following headings:

A. Socio-economic Profile of the Selected Employees.

B. Employability Competency possessed by the Employees.

A. Socio-Economic Profile of the Selected Employees


Socio-economic profile of the selected employees is discussed under the following heads:

· Personal background

· Details regarding the family background

· Jobs category

· Employees characteristics

 Personal background


The personal background of the employees is shown in Table V.

TABLE V

PERSONAL BACKGROUND

	Aspect 
	N = 60
	Percentage

	Sex


Male


Female
	41

19
	68

32

	Age (in years)


Below 25


26-35


36-45


Above 46
	10

27

16

7
	17

45

27

11

	Marital status


Married


Unmarried 
	49

11
	82

18

	Education


Higher secondary


Under Graduate


Post Graduated


Diploma 

     Professional 
	12

24

14

7

3
	20

40

23

12

5

	Family type


Nuclear


Joint
	43

17
	72

28

	Monthly income (Rs)


Below 5000


5000-10000


Above 10000
	12

29

19
	20

48

32

	Period of service (in years)


Below 5


6 -10


11-15


Above 15
	19

20

7

14
	32

33

12

23


          The table shows that 68 per cent were male and 32 per cent of the employees were female.

           Forty five per cent of the employees were in the age group of 26-35 years, 27 per cent were under the age group of 36-45, followed by 17 per cent in the age group of below 25 and 11 per cent were in the age group of above 46 years.

          The majority (82 per cent) of employees were married and the remaining 18 per cent were unmarried.

          When education was taken into consideration, the data in this respect indicated that 40 per cent of the employees had done under graduation, 23 per cent had completed post graduation, 20 per cent had finished higher secondary and 17 per cent had completed diploma. The data indicates that the majority of the employees are educated.

          Regarding the family type, 72 per cent belongs to nuclear family and 28 per cent belongs to joint family.

         Forty eight per cent of the employees were receiving a monthly income of Rs. 5000 to Rs.10,000/-, 32 per cent of the employees earned above Rs. 10,000/-, whereas 20 per cent of them were getting below Rs. 5000/- per month as salary. This shows that the fresh employees were earning below Rs. 5000/- and the experienced persons were earning above Rs. 10,000/-.

        When the period of service was taken into consideration for study the data indicates that, 33 per cent of the employees were having work experience ranging from 6 to 10 years, 32 per cent had less than 5 years of experience, 23 percent had more than 15 years of service and remaining 12 per cent had between 11 to 15 years of experience.
Details regarding the family background


Table VI illustrates the details regarding the family background of the employees.

TABLE VI

DETAILS REGARDING THE FAMILY BACKGROUND OF THE EMPLOYEES

	Aspect 
	N = 60
	Percentage

	Family size


Small (up-to 3)


Medium (3-5)


Large (above 5)
	32

16

12
	53

27

20

	Education


Illiterate


Primary


High school


Higher secondary


Under Graduate


Post Graduate
	8

17

12

13

6

4
	13

28

20

22

10

7

	Occupation of the head of the family


Lecturers


Officers


Drivers


Business

     House wives
	9

7

11

18

15
	
15

12

18

30

25

	Monthly income (in Rs)


Below 5000


5000-10000

    10000-15000

     Above 15000
	11

13

21

15
	18

22

35

25



The table reveals that 53 per cent of the employees were under the category of small size family, 27 per cent medium size family and remaining           20 per cent large size family. This shows that employees are concerned about the size of the family and give importance for small size family.


When education was taken into consideration the data in this respect 28 per cent had attended primary standard, 22 per cent had finished the higher secondary, twenty per cent had under the high school, 13 per cent were illiterate, 10 per cent had completed the under graduation and remaining                  7 per cent had completed post graduation.


The head of the employee’s family occupation was business (30 per cent), housewives (25 per cent), drivers (18 per cent), lecturers (15 per cent) and officers (12 per cent).


Thirty five per cent of the employees head of the family monthly income was between Rs.10000-15000/-, 25 per cent of their monthly income was above Rs. 15000/-, 22 per cent was between Rs. 5000-10000/-, and 18 per cent of monthly income was below 5000/-.


Seventy per cent of the employees hail from Coimbatore town and the remaining 30 per cent come from different States such as Andhra Pradesh, Kerela and Bangalore. The employees migrated to Coimbatore in search of job as Coimbatore is an industrial place. Job opportunities are easily available in the Coimbatore town.

Job category of the employees


The job category of the employees is depicted in Table VII.

TABLE VII

JOB CATEGORY OF THE EMPLOYEES

	Category 
	N = 60
	Percentage

	Clerk

Technician

Manager
	34

23

3
	57

38

5



The table indicates that 57 per cent of the employees were clerks, technicians (38 per cent) and managers (5 per cent) the highest post among the employees.

Levels of Employees characteristics

          Table VIII shows the employees characteristics.

TABLE VIII

LEVELS OF EMPLOYEES CHARACTERISTIICS

	SKILLS
	        HIGH 
	MEDIUM 
	LOW 

	
	N=60
	%
	N=60
	%
	N=60
	%

	Excellent relationship
	59
	98
	1
	2
	0
	0

	Work ethics 
	56
	93
	4
	7
	0
	0

	Ability to learn
	53
	88
	2
	3
	5
	8

	Working with others
	48
	80
	11
	18
	1
	2

	Ability to solve problems
	45
	75
	13
	22
	2
	3

	Interpersonal skill
	44
	73
	13
	22
	3
	5

	Leadership abilities
	39
	65
	15
	25
	6
	10

	Special technical job skill
	36
	60
	21
	35
	3
	6

	Analytical aptitude 
	31
	52
	20
	33
	9
	15

	Computer skills
	27
	45
	25
	42
	8
	13

	Positive attitude
	25
	42
	25
	42
	10
	16

	Good telephone communication
	21
	35
	28
	47
	11
	18

	Commitment to job
	16
	26
	31
	52
	13
	22

	Good morals
	12
	20
	36
	60
	12
	20


The table explains that the level of employees characteristics such as excellent relationship (98 per cent), followed by work ethics (93 per cent) as coming under higher level, good morals (60 per cent), commitment to job             (52 per cent) are at medium level and low level such as ability to solve problem (3 per cent) and working with other (2 per cent) respectively.
B. Employability Competency Possessed by the Employees


The employability competency possessed by the employees is presented under the following headings:

· Competencies possessed by employees

· Attitudes 

· Emotional skills

· Self development 

· Interpersonal skills 

· Time management techniques

· Leadership qualities
· Communication skills 

· Problem solving skills

· Social skills 

· Decision making skills

· Stress faced by the employees

· Stress management techniques adopted by the employees
Competencies possessed by employees


Employability skills are those basic skills necessary for getting, keeping, and doing well on a job. These are the skills, attitudes and actions that enable workers to get along with their fellow workers and supervisors and to make sound, critical decisions. The difference between the skills needed on the job and those possessed by applicants is of real concern to human resource managers and business owners looking to hire competent employees. Employers need reliable, responsible workers who can solve problems and who have the social skills and attitudes to work together with other workers. 

            The employability skills possessed by employees are presented in Table IX.

TABLE IX
COMPETENCIES POSSESSED BY EMPLOYEES

	Competencies 
	N = 60
	Percentage

	Interpersonal skill

Time management

Communication

Self development

Social skill

Decision making skill

Attitudes

Emotional skills

Leadership qualities

Problem solving skills
	59

59

58

55

50

47

46

46

45

37
	98

98

97

92

89

78

77

77

75

62



* Multiple response

           The table explains that the competencies possessed by the employees such as interpersonal skill as well as time management (98 per cent), good communication skills (97 per cent), self development (92 per cent), social skill (83 per cent), excellent decision making (78 per cent), attitudes and emotional skill (77 per cent), leadership skill (75 per cent), and problem solving skill 
(62 per cent) respectively.

Attitude


An attitude is a hypothetical construct that represents an individual’s degree of like or dislike for something. Attitudes are generally positive or negative views of a person, place, thing or event – This is often referred to as the attitude object,               

       Table X indicates the attitude of the employees.

TABLE X

ATTITUDE OF THE EMPLOYEES
	Items
	High 
	Medium 
	Low 

	
	N=60
	%
	N=60
	%
	N=60
	%

	Working with others
	57
	95
	3
	5
	-
	-

	Positive attitude to cope with the work place
	49
	82
	9
	15
	2
	3

	Positive attitude for lifelong learning
	45
	75
	12
	20
	3
	4

	Better team performance
	37
	62
	18
	30
	5
	8


*Multiple response


The above table reveals that the high level of attitude such as working with others (95 per cent), positive attitude to cope with the work place (82 per cent), the medium level were better team performance (30 per cent) and the low level positive attitude to cope in the work place (3 per cent) respectively.

Emotional skill


Emotional intelligence is an agreed ability capacity skill or in the case of the trait emotional intelligence model a self perceived ability to identify assess and control the emotional attitude of oneself of others and of groups (Mayer et al., 2008).


Petrids (2009) proposed a conceptual distinction between the ability based model and a trait based model of emotional intelligence. Definition of emotional intelligence encompasses behavioural dispositions and self perceived abilities and is measured by self report as opposed to the ability based model which refers to actual abilities which have proven to be highly resistant.


Emotional skill of the employees is depicted in Table XI.

TABLE XI

EMOTIONAL SKILLS OF THE EMPLOYEES

	Item
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Self management
	54
	90
	3
	5
	3
	5

	Social awareness
	50
	83
	7
	12
	3
	5

	Interaction with people through love, kindness and mercy 
	47
	78
	11
	19
	2
	3

	Ability to understanding 
	43
	72
	13
	21
	4
	7

	Ability to manage conflict
	40
	67
	15
	25
	5
	8

	Controlling emotion
	39
	65
	19
	32
	2
	3

	Ability to inspire
	36
	60
	20
	33
	4
	7

	Adapting to circumstances
	30
	50
	25
	42
	5
	8

	Dealing with different people effectively
	24
	40
	30
	50
	6
	10


* Multiple responses


The data indicates that high level of emotion skills of the employees were self management (90 per cent), social awareness (83 per cent), medium level were dealing with different people effectively (50 per cent), adapting to circumstances             (42 per cent) and interacting with people through love, kindness and mercy as well as controlling emotion (3 per cent) were at low level respectively.

Self Development


According to Stephenai Ouellette, “self development refers to activities that improve self-knowledge and identity, develop talents and potential, build human capital and employability, enhance quality of life and contribute to the realization of dreams and aspirations”. 

         Self development of the employees is presented in Table XII.

TABLE XII

SELF DEVELOPMENT OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Health is important to improve oneself
	57
	95
	3
	5
	-
	-

	Avoiding negative thoughts 
	52
	87
	5
	8
	3
	5

	Caring for personal needs
	49
	85
	9
	15
	2
	3

	Balancing work and life
	45
	75
	12
	20
	3
	5

	Celebrating success
	43
	72
	16
	26
	1
	2

	Following the fitness tips to maintain good health
	36
	65
	16
	27
	5
	8

	Being self directed
	29
	48
	21
	35
	10
	17

	Being self motivated
	27
	45
	30
	50
	3
	5


* Multiple responses


The data depicted that high level of self development of the employees were self management (90 per cent), social awareness (83 per cent), medium level were dealing with different people effectively (50 per cent), adapting to circumstances (42 per cent) and interacting with people through love, kindness and mercy as well as controlling emotion (3 per cent) were at low level respectively.

Interpersonal skills


Interpersonal skills are the skills that a person uses to interact with other people. Interpersonal skills are sometimes referred to as people skills or communication skills. Interpersonal skills involve using skills that are the essential ingredients of good communication and social finesses. Having well-developed interpersonal skills means the ability to communicate verbally, physically and in writing with far more confidence and assurance.


Table XIII and Figure I shows the interpersonal skills of the employees.
TABLE XIII

INTERPERSONAL SKILLS OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Eyes contact
	55
	92
	5
	8
	0
	0

	Facial expression
	53
	88
	7
	12
	0
	0

	Processing the information quickly and learning  efficiently
	52
	87
	6
	10
	2
	3

	Body language
	49
	82
	9
	15
	2
	3

	Listening to other views
	47
	78
	9
	15
	4
	7

	Understanding others feelings 
	41
	68
	18
	30
	1
	2

	Dealing smoothly
	37
	62
	20
	33
	3
	5

	Cultivate a friendly climate
	31
	52
	25
	42
	4
	6

	Frankness
	28
	47
	30
	50
	2
	3

	Counseling
	25
	42
	29
	48
	6
	10

	Being catalyst for change
	22
	36
	33
	55
	5
	8

	Flexibility in style
	20
	33
	25
	42
	15
	25


*Multiple response
INTERPERSONAL SKILLS OF THE EMPLOYEES
FIGURE I
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The Table XIII and Figure I shows that a high level of interpersonal skills were having eyes contact (92 per cent), facial expression (88 per cent), being catalyst for change (55 per cent), frankness (50 per cent) were medium level and processing the information quickly and learning efficiently as well as body language (3 per cent) and understanding others feelings (2 per cent) at low level.

Time Management Technique
           When we think of time management, however, we tend to think of personal time management, loosely defined as managing our time to waste less time on doing the things we have to do so that we have more time to do the things we want to do.
          Therefore, time management is often thought of or presented as a set of time management skills; the theory is that once we master the time management skills, we'll be more organized, efficient and happier. 

           Table XIV and Figure II indicates time management technique.

TABLE XIV

TIME MANAGEMENT TECHNIQUE OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Creating a balancing schedule
	58
	97
	2
	3
	-
	-

	Understanding the nature of the work
	55
	92
	3
	5
	2
	3

	Concentration / focus on work
	52
	87
	8
	13
	-
	-

	Action plan
	48
	80
	7
	12
	5
	8

	Prioritizing the task
	45
	85
	12
	20
	3
	5

	Working in time
	40
	67
	15
	25
	5
	8

	Plan the daily routine
	35
	58
	19
	32
	6
	10

	To do list
	33
	55
	21
	35
	6
	10

	Positive thinking
	29
	48
	17
	28
	14
	23

	Avoid over commitment
	24
	40
	30
	50
	6
	10


* Multiple response

TIME MANAGEMENT TECHNIQUE OF THE EMPLOYEES
FIGURE II
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The above table illustrates that the time management practiced by the employees at high level were creating a balancing schedule (97 per cent), understanding the nature of the work (92 per cent), and the medium level were avoid over commitment (50 per cent), to do list (35 per cent) and the low level were understanding the nature of the work (3 per cent) respectively.
Leadership skill
          Leadership is a process by which a person influences others to accomplish an objective and directs the organization in a way that makes it more cohesive and coherent. This definition is similar to Northouse's (2007) definition - Leadership is a process whereby an individual influences a group of individuals to achieve a common goal. Leaders carry out this process by applying their leadership knowledge and skills (Jago, 1982).

           Godwin (2006) expressed that the leaders are of those who have high self confidence and are convinced of their beliefs and ideas. The behaviour of leaders are intended to convince their followers that the leader is competent and they can articulate ideological goals that appeal to followers’ aspirations, values, and ideals. The leader usually initiates a good behavioral example for their followers to ensue and is able to “communicate high expectations about follower performance while simultaneously expressing confidence in followers”.

           Leadership quality of the employees is depicted in Table XV and Figure III.

TABLE XV

LEADERSHIP QUALITIES OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Confidence
	56
	93
	4
	7
	-
	-

	Team work
	52
	87
	6
	10
	2
	3

	Risk taking
	50
	83
	9
	15
	1
	2

	Taking responsibility
	47
	78
	10
	17
	2
	3

	Encouraging others
	43
	72
	14
	23
	3
	5

	Positive reinforcement
	39
	65
	18
	30
	3
	5

	Assertiveness
	39
	65
	17
	28
	4
	7

	Negotiation skills
	37
	62
	20
	33
	3
	5

	Leading with example
	32
	55
	20
	33
	7
	12

	Coping with complexity
	31
	57
	25
	42
	4
	7

	Supportive
	28
	47
	29
	43
	3
	5

	Thoughtfulness
	24
	40
	30
	50
	6
	10

	Having solid boundaries
	20
	33
	28
	4
	12
	20


* Multiple response

LEADERSHIP QUALITIES OF THE EMPLOYEES
FIGURE III
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The data reveals that, the high level of leadership qualities were confidence (93 per cent) team work, (87 per cent) and medium level were thoughtfulness (50 per cent) supportive (48 per cent) and the low level were risk taking (2 per cent).

Communication

Communication is related to a range of people from diverse social economic and cultural backgrounds and with varying physical and mental abilities, to establish rapport with clients, determine client needs, concerns the client and deal with conflict in line with agency practice.


Communication is possibly the most prevalent of all the employability skills, speaking, listening, reading and writing are central to all work practices and there are very few example of units of competency which do not contain at least some aspects of communication (Dawe, 2002).


Table XVI and Figure IV illustrates the communication skills of the employees.

TABLE XVI

COMMUNICATION SKILLS OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Active listening
	59
	98
	1
	3
	-
	-

	Making frequent eye contact
	57
	95
	3
	5
	-
	-

	Showing confident body language
	52
	86
	7
	12
	1
	2

	Smiling when greeting people and talking
	50
	83
	8
	13
	2
	3

	Using humor
	42
	78
	10
	17
	3
	5

	Classifying messages
	42
	70
	15
	25
	3
	5

	Public speaking
	38
	63
	18
	30
	4
	7

	Presentation
	36
	60
	23
	38
	1
	2

	Nodding
	23
	38
	32
	53
	5
	8


 *Multiple response


The data shows that the high level of communication skills of the employees are having active listening (98 per cent) followed by making frequent eye contact (95 per cent), the medium level were nodding (53 per cent) public speaking nodding (53 per cent), pubic speaking (38 per cent) and the low level were having smiling when greeting people and talking (3 per cent) and both showing conflicts body language and presentation (2 per cent) are the communication skills of the employees.
COMMUNICATION SKILLS OF THE EMPLOYEES
FIGURE IV
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Social skills


According to Donohue, W (2003) “a social skill is any skill facilitating interaction and communication with others. Social rules and relations are created, communication is changed in verbal and non-verbal ways”. Social skills are as followed: demonstrated ability in conflict management and dispute resolution, understanding how to acquire needed resources, understanding how to use decision making to support mission, demonstrating systems thinking ability, understanding organizational culture and being able to gather and synthesize information on internal and external environments.

         The Table XVII depicts the social skill of the employees.

TABLE XVII

SOCIAL SKILLS OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Use to seek information from the others
	50
	83
	6
	10
	4
	7

	Build rapport with people
	47
	78
	10
	17
	3
	5

	Prefer to take initiative decision
	41
	68
	18
	30
	1
	2

	Feel flexible to face unexpected situation
	39
	65
	12
	20
	9
	5

	Friendliness with a purpose
	36
	60
	14
	20
	10
	17

	Managing relationships with coworkers
	31
	52
	18
	30
	11
	18

	Build a strong network
	29
	48
	24
	40
	7
	12

	Adjustment 
	25
	42
	30
	50
	5
	8

	Get along with people
	21
	35
	24
	40
	15
	25

	Wide circle of influence
	18
	30
	26
	43
	16
	27


*Multiple response 

          The table indicates that the high level of social skills were use to seek information from the others (83 per cent), builds rapport with people (78 per cent), the medium level of skills such as adjustment (50 per cent), wide circle of influence (43 per cent) and the lower level were prefer to take initiative decision (2 per cent) is social skills.

Problem solving skills

          Problem solving is a mental process and is part of the larger problem process that includes problem finding and problem solving. Problem solving has been defined as higher-order cognitive process that requires the modulation and control of more routine or fundamental skills. It also involves clearly identifying the problem, exploring the available alternatives and deciding on the best possible solution. 

          The problem solving skills of the employees are presented in Table XVIII.

TABLE XVIII

PROBLEM SOLVING SKILLS OF EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Analyze the problems which they face
	46
	75
	12
	20
	2
	3

	Do not let problem upset me
	43
	72
	14
	23
	2
	   3

	Enjoy tackling a complicated problem
	41
	68
	28
	 29
	1
	3

	Solve the problem quickly
	37
	62
	22
	37
	1
	2

	Really enjoy while solving new problems
	30
	50
	18
	30
	12
	  20

	Good in judging problems
	27
	45
	21
	35
	12
	20


* Multiple response

           The table explains that majority of (75 per cent) analyze the problems which they face, followed by do not let problem upset me (72 per cent) stated as high level, whereas solve the problem quickly (37 per cent), good in judging other problem (35 per cent) and solve the problem quickly (2 per cent) were medium and low level respectively.

Decision making skills
          Decision making can be regarded as the mental processes (cognitive process) resulting in the selection of a course of action among several alternative scenarios. Every decision making process produces a final choice
          Decision making is the study of identifying and choosing alternatives based on the values and preferences of the decision maker. Making a decision implies that there are alternative choices to be considered, and in such a case we want not only to identify as many of these alternatives as possible but to choose the one that (1) has the highest probability of success or effectiveness and (2) best fits with our goals, desires, lifestyle, values, and so on.         

            Table XIX and Figure V indicates the decision making skills of the employees.
TABLE XIX

DECISION MAKING SKILLS OF THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Enjoy making decisions
	48
	80
	10
	17
	2
	3

	Work out all the pros and cons before making a decision
	45
	75
	12
	20
	3
	5

	Like to consult with others
	42
	70
	17
	28
	1
	2

	Feel in control of things
	40
	67
	15
	25
	5
	8

	Remain calm when you have to make decision very quickly
	37
	62
	19
	31
	4
	7

	Find it difficult to think clearly when you have to decide something in a hurry
	28
	47
	25
	42
	3
	5

	Prefer to avoid making decision
	24
	40
	28
	47
	8
	13

	Gut feelings when making decision
	18
	30
	38
	63
	4
	7

	Change your mind about things
	15
	25
	25
	42
	20
	33

	Avoid taking advice over decision
	10
	17
	32
	53
	18
	30


* Multiple response

           The above table depicts the high level of decision making skills of the employees were enjoy making decision (80 per cent) followed by work out all the pros and cons before making a decision (75 per cent) and the medium level were gut feeling when making decision (63 per cent), avoid taking advice over decision (53 per cent) and like to consult with others (2 per cent) at low level respectively.

DECISION MAKING SKILLS OF THE EMPLOYEES
FIGURE V
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Stress faced by the employees

          Stress is a mediation process in which stressors trigger an attempt at adaptation or resolution that results in individual distress of the organism is unsuccessful in satisfying the demand.


          Johnson and Rao (2004) reported that stress is one of the major hazards of the modern world affecting all people irrespective of age, gender, education, occupation, domiciliary status, finance, region, race ethnicity and nationality. Stress is an undesirable fact of life.

Table XX indicates the stress faced by the employees.

TABLE XX

STRESS FACED BY THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Loss of appetite
	52
	87
	8
	13
	-
	-

	Work pressures
	48
	80
	9
	15
	3
	5

	Sleeping difficulties
	45
	75
	13
	22
	2
	3

	Responsibilities and pressure disrupting life balance
	39
	65
	18
	30
	3
	5

	Anger
	32
	53
	24
	40
	4
	7

	Feeling anxious
	29
	48
	30
	50
	1
	2

	Feeling powerless and involved in determining one’s own responsibilities
	27
	45
	21
	35
	12
	20

	Conflict among the staff
	22
	37
	23
	38
	15
	25

	Nervous habits
	17
	28
	28
	47
	15
	25

	Fatigue
	10
	17
	32
	52
	18
	30


* Multiple response


The data explains that the high level of stress faced by the employees were loss of appetite (87 per cent), work pressure (80 per cent), the medium level were fatigues (53 per cent), sleeping difficulties (3 per cent) and feeling anxious (2 per cent) at low level.

Stress management techniques adopted the employees

           Stress management is the amelioration of stress and especially chronic stress often for the purpose of improving everyday functioning. According to the St. Louis Psychologists and Counseling Information and Referral, the process of stress management is one of the keys to a happy and successful life in modern society. Although life provides numerous demands that can prove difficult to handle, stress management is the best way to manage anxiety and maintain overall well-being. 

          The stress management techniques adopted the employees are presented in Table XXI.
TABLE XXI

STRESS MANAGEMENT TECHNIQUES ADOPTED THE EMPLOYEES

	Items
	High
	Medium
	Low

	
	N=60
	%
	N=60
	%
	N=60
	%

	Practicing time management technique
	48
	80
	10
	17
	2
	3

	Taking ease of self
	42
	70
	18
	30
	-
	-

	Doing yoga/exercise
	38
	63
	17
	28
	5
	8

	Playing games
	38
	63
	21
	35
	1
	2

	Listening to music 
	29
	48
	21
	40
	7
	12

	Getting enough sleep
	24
	40
	25
	42
	11
	18

	Positive self talk
	24
	40
	32
	532
	4
	7

	Crying
	20
	34
	38
	46
	12
	20

	Entertainment
	18
	30
	27
	45
	15
	25

	Sharing with family or friend
	12
	20
	30
	59
	18
	30


* Multiple response


The high level of stress management techniques adopted the employees were practicing time management techniques (80 per cent), taking care of self (70 per cent), the medium level were positive self talk (53 per cent), sharing with family or friend (50 per cent) and the lower level were playing games 
(2 per cent) to avoid stress.

V SUMMARY AND CONCLUSION

The study on “Employability Competence among Employees in Salzer Electronic Limited” was undertaken with the following objective;    

· To know the socio-economic profile of the employees.

· To identify the employability competency possessed by the employees.


The area selected for the present study is Salzer Electronic Limited, Coimbatore. The selected target were 60 employees, 41 are male and remaining 19 are female. The tool used for the study is an interview scheduled.

A. Socio- economic Profile of the Employees

· Majority of (68 per cent) them were male and 32 per cent of the employees were female.

· Forty five per cent of the employees were in the age group of 26-35 years, 27 per cent were under the age group of 36-45, followed by 17 per cent in the age group of below 25 and 11 per cent were in the age group of above 46 years.

· The majority (82 per cent) of employees were married and the 18 per cent were unmarried.

· When education was taken into consideration, the data in this respect indicated that 40 per cent of the employees had done under graduation, followed by 23 per cent had completed post graduation, 20 per cent had finished higher secondary and 17 per cent had completed diploma. 

· Regarding the family type, 72 per cent belongs to nuclear family and 28 per cent belongs to joint family.

· Forty eight per cent of the employees were receiving a monthly income of Rs. 5000 to Rs.10,000/-, 32 per cent of the employees earned above Rs.10,000/-, whereas 20 per cent of them were getting below Rs. 5000/- per month as salary.

· When the period of service was taken into consideration for study the data indicates that, 33 per cent of the employees were having work experience ranging from 6 to 10 years, 32 per cent had less than 5 years of experience, 23 percent had more than 15 years of service and remaining 12 per cent had between 11 to 15 years of experience.

· Fifty three per cent of the employees were under the category of small size family, 27 per cent medium size family and remaining 20 per cent large size family.

· The head of the employee’s family occupation was business (30 per cent), housewives (25 per cent), drivers (18 per cent), lecturers (15 per cent) and officers (12 per cent).

· Thirty five per cent of the employees head of the family monthly income was between Rs.10000-15000/-, 25 per cent of their monthly income was above Rs. 15000/-, 22 per cent was between Rs. 5000-10000/-, and 18 per cent of monthly income was below 5000/-.

· The job categories of the employees, 57 per cent were clerks, technicians   (38 per cent) and managers (5 per cent) the highest post among the employees.

· The level of employees characteristics such as excellent relationship (98 per cent), followed by work ethics (93 per cent) as coming under higher level, good morals (60 per cent), commitment to job (52 per cent) are at medium level and low level such as ability to solve problem (3 per cent) and working with other (2 per cent) respectively.

B. Employability Competence Possessed by Employees

· The competencies possessed by the employees such as interpersonal skill as well as time management (98 per cent), good communication skills (97 per cent), self development (92 per cent), social skill (83 per cent), excellent decision making (78 per cent), attitudes and emotional skill (77 per cent), leadership skill (75 per cent), and problem solving skill (62 per cent) respectively.

· The attitude such as working with others (95 per cent), positive attitude to cope with the work place (82 per cent) were at high level, the medium level were better team performance (30 per cent) and the low level positive attitude to cope in the work place (3 per cent) respectively.

· Emotional skills have high level of self management (90 per cent), social awareness (83 per cent), medium level were dealing with different people effectively (50 per cent), adapting to circumstances (42 per cent) and interacting with people through love, kindness and mercy as well as controlling emotion (3 per cent) were at low level respectively.

· Majority of  self development were having  self management (90 per cent), social awareness (83 per cent), medium level were dealing with different people effectively (50 per cent), adapting to circumstances (42 per cent) and interacting with people through love, kindness and mercy as well as controlling emotion (3 per cent) were at low level respectively.

· The interpersonal skills were having eyes contact (92 per cent), facial expression (88 per cent) at high level, being catalyst for change (55 per cent), frankness (50 per cent) were medium level and processing the information quickly and learning efficiently as well as body language (3 per cent) and understanding others feelings (2 per cent) at low level.

· Time management were high level of creating a balancing schedule (97 per cent), understanding the nature of the work (92 per cent), and the medium level were avoid over commitment (50 per cent), to do list (35 per cent) and the low level were understanding the nature of the work (3 per cent) respectively.

· The high level of leadership qualities were confidence (93 per cent) team work, (87 per cent) and medium level were thoughtfulness (50 per cent) supportive (48 per cent) and the low level were risk taking (2 per cent).

· Communication skills of the employees are having active listening (98 per cent) followed by making frequent eye contact (95 per cent) at high level, the medium level were nodding (53 per cent) public speaking nodding (53 per cent), pubic speaking (38 per cent) and the low level were having smiling when greeting people and talking (3 per cent) and both showing conflicts body language and presentation (2 per cent) are the communication skills of the employees

· The high level of social skills were use to seek information from the others (83 per cent), builds rapport with people (78 per cent), the medium level of skills such as adjustment (50 per cent), wide circle of influence (43 per cent) and the lower level were prefer to take initiative decision (2 per cent) is social skills.

· Majority of (75 per cent) analyze the problems which they face, followed by do not let problem upset me (72 per cent) stated as high level, whereas solve the problem quickly (37 per cent), good in judging other problem (35 per cent) were medium level and low level were solve the problem quickly (2 per cent).

· The high level of decision making skills of the employees were enjoy making decision (80 per cent) followed by work out all the pros and cons before making a decision (75 per cent) and the medium level were gut feeling when making decision (63 per cent), avoid taking advice over decision (53 per cent) and like to consult with others (2 per cent) at low level respectively.

· The high level of stress faced by the employees were loss of appetite (87 per cent), work pressure (80 per cent), the medium level were fatigues (53 per cent), sleeping difficulties (3 per cent) and feeling anxious (2 per cent) at low level.

·  The high level of stress management techniques adopted the employees were practicing time management techniques (80 per cent), taking care of self (70 per cent), the medium level were positive self talk (53 per cent), sharing with family or friend (50 per cent) and the lower level were playing games (2 per cent) to avoid stress.

Conclusion

         Employability skills are practical, cross-sectoral and consistent with life-long learning have the potential to be useful to many within the community – people in employment in transition between jobs and between employers as well as to progress within an enterprise; and people outside formal education and training and workplaces who wish to enter or to re-enter these systems.

           In order to meet the requirements of changing work environments, the most productive individuals will be equipped with a diversity of knowledge, skills, and dispositions. Collectively, these are generic employability skills that will be characteristic of employees in high performance workplaces.
        The framework of skills presented in this report is indicative of the employability skills preferred by employers from a range of small and medium sized enterprises in industry sectors and geographical locations. 

          The enterprises identified the essential employability skills as communication, teamwork, problem solving. Initiative and enterprise, planning and organising, self awareness, learning and the ability to work with technology.

An important finding in this research has been that the enterprises interviewed emphasised that it was essential for employees to have a set of personal values - honesty, positive self-esteem and personal presentation. Employers indicated such values supported harmonious workplaces, and assisted employees to better manage change. The personal values identified are as important as the employability skills identified in the research.
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APPENDIX I
AVINASHILINGAM DEEMED UNVERSITY FOR WOMEN

COIMBATORE- 641 043

QUESTIONNAIRE TO ELICIT INFORMATION ON EMPLOYABILITY COMPETENCY AMONG EMPLOYEES AT SALZER ELECTRONICS LIMITED

I. Personal data

1. Name

:

2. Gender
:  (a) Male 
   ( 
(b) Female 
(
3. Age

:  (a) Below 25 (    (b) 26-35
(                    

                                    (c) 36- 45      (    (d) Above 46 years (
4. Designation  :

5. Department  :

6. Type of work:

7. Address        :

8. Distance       :   (a) Home to industry     ……………….

                         (b) Native to industry    ……………….

      9. Native of employee: (a) Permanent  (          (b) Temporary  (
    10. Marital status   :  
(a) Married 
    (          (b) Single 
(
    11. Type of family  :  
(a) Joint
     (         (b) Nuclear
(
    12. Period of services
:  (a) Below 5     (          (b) 5-10    
(
                                    (c) 10-15         (          (d) Above 15 years (
    13.  Monthly salary       : Rs…………….. 

    14. Retail of family background: 

	S.

no
	Name


	Age


	Sex


	Relationship


	Education
	Occupation


	Monthly income   (Rs)

	
	
	
	
	
	1
	2
	3
	4
	5
	
	

	
	
	
	
	
	
	
	
	
	
	
	


1. Eligibility                        2. Primary school              3. High School  

4. Higher Secondary         5. Graduate

15. Level of employees characteristic .
	Items
	High
	Medium
	Low

	Excellent relationship
	
	
	

	Working ethics 
	
	
	

	Ability to learn
	
	
	

	Working with other
	
	
	

	Ability to solve problem
	
	
	

	Interpersonal skill
	
	
	

	Leadership abilities
	
	
	

	Special technical job skill
	
	
	

	Analytical aptitude 
	
	
	

	Computer skills
	
	
	

	Positive attitude
	
	
	

	Good telephone communication
	
	
	

	Been committed to job
	
	
	

	Having good morals
	
	
	


II. Employability competencies

1. Competence possessed by employees

	Employability skills
	Yes
	No

	Attitudes 

Emotional skill

Self- development

Interpersonal skill

Time management

Communication skills

Problem solving skill

Social skill

Decision making skill

Leadership Qualities

Stress management

Training
	
	


2. Attitudes 

	Items
	High
	Medium
	Low

	Working with others 
	
	
	

	Positive attitude to cope in the workplace
	
	
	

	Positive attitude for lifelong learning
	
	
	

	Better team performance 
	
	
	


3. Emotional skill 

	Items
	High
	Medium
	Low

	Self management
	
	
	

	Social awareness
	
	
	

	Interaction with people through love, kindness and mercy
	
	
	

	Ability to sense of understanding and reaction
	
	
	

	Ability to manage conflict
	
	
	

	Controlling emotion
	
	
	

	Ability to inspire
	
	
	

	Adapting the circumstances
	
	
	

	 Dealing with different people effectively
	
	
	


4. Self- development

	Items
	High
	Medium
	Low

	Health is important to improve oneself
	
	
	

	People of negative thought will be affected
	
	
	

	Caring for personal needs
	
	
	

	Balancing work of life
	
	
	

	Celebrating success
	
	
	

	Following the fitness tips is necessary to maintain good health
	
	
	

	Balancing work and life
	
	
	

	Awareness is needed for self improvement and motivation
	
	
	

	Being self directed
	
	
	

	Being self motivated
	
	
	


5. Interpersonal skill

	Items
	High
	Medium
	Low

	Eyes contact
	
	
	

	Facial expression
	
	
	

	Processing the information quickly and learn efficiently
	
	
	

	Body language
	
	
	

	Listening other views
	
	
	

	Understanding other feeling
	
	
	

	Dealing smoothly
	
	
	

	Cultivate a friendly in social climate
	
	
	

	Frankness
	
	
	

	Counseling
	
	
	

	Being catalyst for change
	
	
	

	Flexibility style
	
	
	


6. Time management

	Items
	High
	Medium
	Low

	Creating a balancing schedule
	
	
	

	Understanding the nature of the work
	
	
	

	Concentration / focus on work
	
	
	

	Action plan
	
	
	

	Prioritizing the task
	
	
	

	Working in time
	
	
	

	Plan the daily routine
	
	
	

	To do list
	
	
	

	Positive thinking
	
	
	

	Avoid over commitment
	
	
	


7. Leadership skill

	Items
	High
	Medium
	Low

	Confidence

Team work

Risk taking

Taking responsibility

Encouraging others

Positive reinforcement

Assertiveness

Negotiation skills

Leading with example

Coping with complexity

Supportive

Thoughtfulness

Having solid boundaries
	
	
	


8. Communication skills

	Items
	High
	Medium
	Low

	Active listening
	
	
	

	Making frequent eye contact
	
	
	

	Showing confident body language
	
	
	

	Smiling when greeting people and talking
	
	
	

	Using humor
	
	
	

	Classifying messages
	
	
	

	Public speaking
	
	
	

	Presentation
	
	
	

	Nodding
	
	
	


9. Problem solving skill

	Items
	High
	Medium
	Low

	Analyze the problem which they face
	
	
	

	Do not let problem upset me
	
	
	

	Enjoy to tackle a complicated problem
	
	
	

	Solve the problem quickly
	
	
	

	Really enjoy by solving new problem
	
	
	

	Good in judging other problem
	
	
	


10. Social skill

	Items
	High
	Medium
	Low

	Use to seek information from the others
	
	
	

	Build rapport with people
	
	
	

	Prefer to takes initiative decision
	
	
	

	Feel flexible to face unexpected situation
	
	
	

	Friendliness with a purpose
	
	
	

	Managing relationships with coworkers
	
	
	

	Build a strong network
	
	
	

	Adjacent
	
	
	

	Get along with people
	
	
	

	Wide circle of influence
	
	
	


11. Decision making skill

	Items 
	High
	Medium 
	Low 

	Enjoy making decisions
	
	
	

	Work out all the pros and cons before making a decision
	
	
	

	Like to consult with others
	
	
	

	Feel in control of things
	
	
	

	Remain calm when you have to make decision very quickly
	
	
	

	Find it difficult to think clearly when you have to decide something in a hurry
	
	
	

	Prefer to avoid making decision
	
	
	

	Gut feelings when making decision
	
	
	

	Changes your mind about things
	
	
	

	Avoid taking advice over decision
	
	
	


12. Stress faced by individual

	Items 
	High
	Medium 
	Low 

	Loss of appetite
	
	
	

	Work pressures
	
	
	

	Skipping difficulties
	
	
	

	Responsibilities and pressure disrupting life balance
	
	
	

	Anger
	
	
	

	Falling anxious
	
	
	

	Feeling powerless and involved in determining ones own responsibilities
	
	
	

	Conflict among the staff
	
	
	

	Nervous habits
	
	
	

	Fatigue
	
	
	


13. Stress management techniques

	Items 
	High
	Medium 
	Low 

	Practicing time management technique
	
	
	

	Taking ease of self
	
	
	

	Doing yoga/exercise
	
	
	

	Playing games
	
	
	

	Listening music
	
	
	

	Get enough sleep
	
	
	

	Positive self talk
	
	
	

	Crying
	
	
	

	Entertainment
	
	
	

	Sharing with family or friend
	
	
	


APPENDIX II
Company Profile

Salzer Electronics Limited

Coimbatore, Tamil Nadu, India


Power Products - Manufacturer, Export / Import, 
Public. Ltd. Firm Since 1985


        Salzer Electronics Limited, was established in 1985 to design and manufacture of world-class Cam Operated Rotary Switches in Technical Collaboration with M/s. Saelzer Schaltgerate Fabrik, GmbH., Germany. The Company has a consistent track record for the last 15 years in Profit Making and declaring Dividends since 1991 - 1992.
        Salzer is also manufacturing Load Break Switches, Proximity Switches, Wiring Ducts and Terminal Connectors with CSA-NRTL/C approval. Our market share for these products is continuously growing as a results of international approval and innovative designs.
        The Company has entered into technical and financial collaboration with M/s. Plitron Manufacturing Inc., Canada, in 1995 for manufacturing Toraidal Transformers. 50% Buy-Back as our advantage.
         The Prestigious ISO 9001 Certification by NQA-UK has been obtained for Design, Development, Manufacture and Supply of CAM Operated Rotary Switches and Allied PRoducts. The Company has a strong R&D facility with the full-fledged laboratory to upgrade the products and set new market trends.
         Our In-house R&D has been recognised by Ministry of Science and Technology, Department of Science and Industrial Research, Government of India. Today we are market leaders in India for Rotary Switches.

         The Chairman of Salzer Electronic Limited is Mr. P.S. Santhanakrishnan and the Managing Director is Mr. R. Doraiswamy.

QUALITY POLICY

          Our main thrust is consistent Quality at every stage of process to meet the requirements of customers and to satisfy them with prompt delivery of right type of products at right price with competitive and innovative Designs and system.
          We strive for continuous improvement at all levels by implementation and maintenance of Quality Management System.

SOCIAL SERVICE ACTIVITIES

· High School for Girls 

· Hospital for Employees and Local Residents

· Planting Road side Trees 

· Cultivating a 150 acres estate 

· Windmills.
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