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Abstract: The aim of this study was to examine the relationship between competency mapping and employee resilience
in the food and beverage manufacturing firms in South-South, Nigeria. This study used a structured questionnaire
designed in five Likert scale of strongly disagreed to strongly agree to collect data from respondents in the food and
beverage manufacturing firms in south-south, Nigeria. The study employed a cross sectional research design to study
a population of one thousand eight hundred and seven respondents from 21 registered food and beverage
manufacturing companies in south-south, Nigeria. Sample size for the study was obtained with the help of Taro Yemen
formula to be 328 respondents for the study. Structured questionnaire was distributed to 328 employees as respondents
for the study and 289 copies were retrieved out of which 10 copies were considered not useful due to spoilage and 279
were deemed fit for the study. Data were analysed using a spearman rank order correlation with the help of a statistical
package for social sciences version 23.0. From the analyses, the study found different degree of positive and
statistically significant relationship between competency mapping and the measures of employee resilience (employee
agility, employee responsiveness and employee resourcefulness). Based on the findings of the study, the study
concludes that competence mapping enhances employee resilience in food and beverage companies in South-South,
Nigeria and recommends that management of food and beverage companies in South-South, Nigeria should encourage
competence mapping which is required to identify employees’ strengths and weaknesses in order to help them better
understand their operating environment and show employee where their career development efforts need to be directed
towards.
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Introduction

Organisations operate in an increasingly competitive and dynamic environment of which their
success is a reflection not only of their capacity to survive, but also of their ability to continually
adapt in challenging turbulent business environment (Lampel, Bhalla & Jha, 2014). Growing
evidence that organisations are in need of employees who are better able to recover from and even
thrive following the uncertainties that are found in business environment. This type of employees
is resilient and overcome both routine and major challenges by remaining agile and flourishing as
a result of adaptive developmental capabilities among them (Nilakant et al., 2016; van der Vegt,
Essens, Wahlstrom & George, 2015). Resilient employees have the capacity to engage in ongoing
development, to survive major crises, and to thrive under circumstances that are unfavourable to
their operation and that negatively impacts on their performance (Carvalho & Areal, 2015;
Southwick, Bonnano, Masten, PanterBrick & Yehuda, 2014; Van der Vegt, et. al. 2015).
Underscoring the importance of employee resilience relating it to occupational settings, and
framing it as a capability that can be developed over time specifically in the food and beverage
firms, resilient employees are able to pursue new knowledge and experiences and get into deeper
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relationships with others (Robertson, Cooper, Sarkar, & Curran, 2015; ShawMcLean, Taylor &
Swartout, 2016).

The food and beverages manufacturing firms are one of the major drivers of the economy in
Nigeria, operating in a highly competitive Fast-moving consumer goods (FMCG) market where
profit margins are pressed to their minimum levels, stiff price competition, constant change in
customers’ taste and preferences, and consumers becoming more brand conscious and interested
in new products (Lakuma et al., 2020). Though one of the major drivers of the economy, the
product from these food and beverage firms are becoming scarce and expensive, which might be
as a result of the issues faced by this manufacturing firms that ranges from inadequate and
inefficient infrastructure and employment of unskilled resources. These issues, makes employees
sceptical about where they work with the fear that their job is on the line and as a result are no
longer putting the needed skill in performing their task. Managers need to possess the ability to
produce products that will meet consumers’ needs and add value to them at all times and in all
situations. With all the identified issues it is critical for the managers of the food and beverages
firms to be equipped with employees who have the capability to enable them to sustain and increase
the growth of sales and be competitive in their industry that is densely saturated with many
competitors. Such employees can be sourced through competency mapping.

Competency mapping is a task through which workers specify means for bridging competence
gaps identified through the skill, knowledge, ability and attitude gap analysis. Competency
mapping, helps organisations to define their objectives, obtain employees that will fit a particular
task, develop the employee if need be and implement an interactive pattern that will help easy the
method of carrying out job specification in an industry (Marrelli, Tondora & Hoge, 2005). Though
studies have been carried out on the relationship between competency mapping and other variables
such as organisational performance, the role of competency mapping in the survivability of an
organisation, organisational flexibility, its impact in leveraging employee behaviour by various
scholars (Kataria & Sethi, 2022; Antwi & Owusu, 2015; Dias & Escoval, 2014; Aghalya, Kasi
Raman, Kottathai & Indhuja , 2021). Despite this volume of research on competency mapping
with different variables, non to the best of my knowledge have been able to examine the importance
of competency mapping in achieving employee resilience in the food and beverage sector in south-
south Nigeria. Hence, this study investigates the empirical relationship between competency
mapping and employee resilient in the food and beverage firms in South-South, Nigeria and draws
the following hypothesis based on the foregoing argument:
Ho1: There is no significant relationship between competence mapping and employee agility of
food and beverage companies in South-South, Nigeria.
Ho2: There is no significant relationship between competence mapping and employee
resourcefulness of food and beverage companies in South-South, Nigeria.
Ho3: There is no significant relationship between competence mapping and employee
responsiveness of food and beverage companies in South-South, Nigeria.

LITERATURE REVIEW
Theoretical Framework

This study is predicated on the resource-based view theory developed by Wernerfelt in 1984 with
his 1980s and 1990s work, academics and business practice such as Birger Wernerfelt, Prahad and
Hamel (Kimiloglu & Zarali, 2009). This theory is mostly concerned with the internal resources of
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an organisation than the external environment as source of profit. According to Barney (2011)
resource-based view theory is the approach that best describes how organisaRrtions can gain
competitive advantage and increase their performance using their internal resources such as
employees. Shivaraj and Vijayakumara, (2015) espoused that organisations need to integrate their
resources which are the key capabilities that they are assured of having for the sake of their internal
operations and existence.

Again, the RBV theory argued that organizational resources are the most important determinants
of the competitiveness and performance of the organization. The key points of the RBV theory are
that firms have to identify their key potential resources and evaluate whether these resources fulfil
the following criteria referred to as valuable, rare, in-imitable and non-substitutable (VRIN) and
this can be done via competency mapping. Therefore, the human resources of a company are one
of its strategic resources that if well-developed, through a deliberate competence mapping, can
distinguish it from the human resources of its competitors and provide advantages for the
organizational well-being and survival within the dynamic business environment. According to
Conner (1991) the possession of unique inputs and capabilities will create a distinction in the
performances of firms giving them competitive advantage.

The RBV theory is relevant to this study because competence mapping can be explained by the
Resource-Based View theory which reflects on the advantages of the firm’s management
concentrating on investing their resources on the employees. The extent to which corporate goals
are achieved, to a large extent, is dependent on the quality of the human resources who carry-out
the implementation of managerial decisions. Though, managers set the goals but the employee’s
carryout the execution. Therefore, this means that the employees make the ultimate decision on
the extent of implementation thus making them the most important resources in an organization
and which could give the organization competitive advantage over other competitors in the
business environment and so enhance employee resilience.

Concept of Competence Mapping

Organisations are continuously scouting for skills that will enable them reach their set objectives
at a minimum cost. Competency is simply a set of knowledge, skills and attitude required to
perform a job effectively and efficiently while Mapping is an appropriate forecast of activities in
a serial order (Naga-Kumari, Bhavani & Kamal, 2021). The process of identifying key capabilities
and skills for a particular position in an organisation is known as competency mapping. Zeb-Obipi
(2007) defined competency mapping as a skill administration function that determines the
categories and degree of competence required for a superior performance. Competence mapping
is a process of identifying key capabilities that helps employee function effectively within it
serving organisation (Johri, 2014). Competence mapping depict all of the performance
expectations of a particular job role. This framework can be organized and divided into
competency categories such as core, job-specific or advanced. Within each of these competencies
are tire actual performance criteria that determine an individual’s proficiency. Marrelli, Tondora
and Hoge (2005) observed that the activities include defining the objectives, obtaining a sponsor,
developing and implementing a communication and education plan, planning the methodology
and identifying the individual skills and creating the competency model.

Competency mapping is very important and essential activity in the organization because it
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identifies employees’ strengths and weaknesses in order to help them better understand themselves
and to show them where career development efforts need to be directed. Competency mapping is
one of the most accurate means in identifying the job and behavioural competencies of an
individual in an organization (Johri, 2014). Competency mapping is developed to meet client needs
by most organisations. There are two aspect of competency mapping that organisations employs
in their dealing: job competency analysis and development of competency scale for the job
analysed (McGuinness & Ortiz, 2016). Competency mapping is a process that is structured to
consistently measure and assess individual and group performance as it relates to the expectation
of the organisations and customer. Competency management is used to identify core attributes like
skill, knowledge, ability and attitude that are required to effectively performed job classification
(Morrison, Ross, & Kemp, 2001; More, 2008).

Employee Resilience

Resilience is commonly described as an individual characteristic that ensures adaptation to
adversity (Robertson et al., 2015). Resilience is defined as the capacity of an individual to adapt
and recover after experiencing negative emotions (Niitsu, Houfek, Barron, Stoltenberg, Kupzyk &
Rice, 2019). Employee resilience can be defined as employee capability, facilitated and supported
by the organisation, to utilise resources to continually adapt and flourish at work, even if/when
faced with challenging circumstances (Naswall et al., 2015). Employee resilience is defined as the
capability to —bounce back from setbacks combined with remaining effective in the face of tough
demands and difficult circumstances, and grow stronger in the process (Cooper, Liu, & Tarba,
2014). Employee resilience is defined here as a behavioural capability, supported by the
organisation, which reflects resource utilisation and the ability to continually adapt at work (Kuntz
etal., 2016).

Shaw, McLean, Taylor, and Swartout, (2016) posit that employee resilience comprises adaptive,
proactive, support-seeking, learning, and crisis management behaviours that can be continually
developed and enacted in everyday practice. Examples of resilient behaviours include the
utilisation of performance feedback to improve work processes, seeking support and resources
from supervisors and peers, taking organisational change as an opportunity for development, and
maintaining performance through high workload periods. It is argued that employee resilience
contributes to key performance drivers, including positive employee attitudes and behaviours
(Néswall et al., 2015). Additionally, employee resilience may be seen as a protective factor on
employees’ reactions to change in the work place (Shin et al., 2012). Resilient employees are more
responsive to necessary organisational changes and possess a greater capacity for recovery from
work environment disruptions than non-resilient employees.

Resilient employees overcome both routine and major challenges, remain agile, and flourish as a
result of their investment in developing adaptive capabilities in their operating environment
(Nilakant et al., 2016; Yost, 2016; van der Vegt et al., 2015). Hence, employee resilience is not
only established during response to crises, but is a part of employee that usually signifies their
ability and drive to exploit on organisational resources. The development of resilience in
employees involves a constant interaction between an individual and their work context
(Mansfield, Beltman, & Price, 2014). Employee resilience is a behavioural construct evidenced
through a set of workplace behaviours, centred around network leveraging behaviours, learning,
and adaptability that precede attitudes such as job satisfaction, motivation, and wellbeing (Kuntz
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et al., 2017; Brennan, 2017). This study measures employee resilience in terms of agility,
resourcefulness and responsiveness.

Employee Agility

Agility is the disposition of an individual to renew his/herself ability towards adapting and
adjusting quickly as well as to manage a constantly changing, uncertain, chaotic culture in the
work environment (Alavi, Wahab, Muhamad & Arbab Shirani, 2014). Agility is a concept that
helps organisations to learn about changes in market, gain from the changes, and shape their firms’
products according to those external changes transformed into opportunity for them (Kumkale,
2016; Shin, Taylor & Seo, 2015; Braun et al., 2017). Agility could also be seen as being
instrumental in improving the quality of competitive activity and inventory of an organisation to
environmental fluctuations as well as increase firms’ performance. Employee agility is the
employee capacity to gather and disseminate information about the changes in their environment
and respond to that information quickly and expediently (Daly, 2022).

Zhang and Sharifi (2000) described agile employee as an individual with a broad vision and
capabilities to adequately and promptly handle turbulence by encapsulating the advantageous side
of such dynamic conditions, such as occasional abrupt shifts in action preferences and account
structure. Scholars have argued that employee agility is more of behavioural construct that is
proactive, adaptive and generative in the work environment (Dyer & Shafer, 2003; Sherehiy &
Karwowski, 2014). Proactive behaviour means the active search for opportunities that could easily
throw in organisational success and take the lead in pursuing those opportunities that become
visibly promising. Adaptive behaviours throw up multiple roles to be performed in different
capacities across all levels, in this situation the activities of individuals are often simultaneously
move from one role to another very quickly. There, employees have to concurrently develop the
capacity to learn in multiple competency areas and tutor others by actively sharing important
information and knowledge.

Employee agility is known to be the capacity of individuals or employee to react in response to
and bend to alterations appropriately and without delay. Agility is very helpful to employees
because it encourages them to make the best use of changes and turn them into opportunities for
organisations improvement and success (Patil, & Suresh, 2019; Pitafi, Kanwal & Pitafi, 2018). It
bequeaths in individual the aptitude to develop the capacity to sense changes and obtain relevant
information that is germane in the improvement of work process, as a result contributing in the
attainment of competitive advantage. According to Muduli, (2017) Development of employee
agility is believed to fast track acquisition of capabilities which is likely to reinforce the success
and enduring survivability of firms. Therefore, employee agility lends a helping hand to
organisations in building the capacity to proactively adapt to environmental changes. Different
scholars have listed factors that influences employee agility as involvement, empathy, the want for
agility, technical schooling, control encouragement and guide, management of family members,
self-motivation, task richness, and hassle-solving, information (Oliva, Couto, Santos & Bresciani,
2019; Al-Alawi, Al-Azri & Naseem, 2016). It is believed that employee agility is important in
creating a level playing ground for individuals to adapt quickly and easily to new opportunities
and market conditions that can make the difference through maintaining good relationship with
well-trained and flexible workforce (Kirkegaard, 2018).
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Employee Resourcefulness

Resourcefulness is described as willingness and interest to seek original ways of action.
Resourcefulness is defined as the ability and creativity to cope with difficult circumstances or
unusual events (Shuttle, 2022). Resourcefulness in respect to employees is an ability to develop
and apply aptitudes that is useful in solving problems that makes an employee to be productive in
attaining goals. Jui-Chang and Chien-Yu (2017) defined employee resourcefulness as a situational
trait use in functioning at workplaces. The situational trait emerges from the dual influences of
known elemental traits such as conscientiousness, openness, competitiveness, and activity needs.
Resourcefulness of an employee drives him/her to work towards accomplishing best results. Harris
et al.,, (2006) averred that resourceful employees are capable of working effectively under
conditions of resource scarcity using energy finding innovative ways to satisfy both the need of
the customer and the attainment of organisational set goals.

Employee resourcefulness is important in today’s organisational setting as lead employees must
have requisite competences in the art of work rules and interaction with clients. Employee
resourcefulness manifests in employees having special skills that enable them face difficult
challenges, developing ideas and using it effectively to arrest any given situation and can be as a
result of the impact of idealized influence of managers on subordinates, training and mentoring
that led to expressing of innovative behaviours (Semedo et al., 2016). Resourceful employees are
filled with confidence in their abilities and are expected to be engaged in their work. Licata ef al.
(2003), had earlier proposed that resourceful employees work effectively in resource-scarce
circumstances and that they are expected create offerings that are instrumental to the satisfaction
of customer expectation.

Employee Responsiveness

The term responsiveness is put forward as a manner for organisations to take advantage of
environmental changes that might disrupt the operational flow of an organisation. Different
scholars have described responsiveness in different ways, all pointing to an ability to cope with
unexpected changes, to survive extraordinary threats in business environment, and accept changes
as opportunities that could grow a business (Sharifi & Zhang, 1999; Braunscheidel & Suresh,
2009; Javanmardi, Zanjirchi, Karbasian & Khaboshabani, 2011). Bharadwaj and Sambamurthy,
(2006) described it as the ability of the organization to respond quickly to opportunities and to
counter threats at the right time. It has to do with organization's ability to survive and prosper in
an environment of constant change that is unpredictable (Karami, 2007). Employee responsiveness
is a set of ideas that seek continuous improvement in the organization and efficient use of physical
and intangible resources efficiently and effectively (David, 2009; Hill & Jones, 2009).

It is the employees’ ability to meet the needs and wishes of its customers quickly with appropriate
quality offerings that satisfies their needs. According to Erandena and Verma, (2008)
responsiveness employees retort unpredictable changes with quick response that helps
organisation continually stay in business and yield profit. Alberts and Hayes (2003) conceive
responsiveness as the key attribute of superior organization and argued that agility of organisations
are the result of an organizational structure, command and control approach, supporting system,
and personnel that are responsive in their dealings with synergistic mix of the right characteristics.
Further stating that the performance of an organization with synergetic trait in a turbulence
business environment requires a responsive employee to solve the problem confronting the
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organisation. Hence, responsiveness is used as the ability to respond to unexpected changes in the
turbulent business environment.

EMPIRICAL REVIEW

Kataria and Sethi (2022) empirically examined competency mapping and its impact in leveraging
employee behaviour traits with reference to IT firms I India. The data for the study was collected
from 100 employees in the organisation by random sampling method and a well-structured
questionnaire was created in a 3-point Likert format and distributed among the employees. Data
collected from the employees were analysed using ANOVA, chi-square, mean, standard deviation
and Pearson product moment correlation. The study result found that competency mapping impacts
positively on employees’ behavioural traits (adaptability, creativity and leadership). With Pearson
correlation analysis, a moderate correlational coefficient was found to be existing between
employee behaviour traits and competency mapping. The chi-square test showed all positive and
significant values of the variables in the study with a frequency and percentage that explains the
variables impact of competency mapping on organisational effectiveness.

Rama, Yashoda, Babitha and- Kiran Prabhu (2022) carried out a correlational study in mapping
competencies and employee performance in information technology sector. This study specifically
deals with competencies such as accountability, adaptability, customer focus, interpersonal skill,
team work, and stress tolerance and how its role brings successful performance in information
technology related work performance. The study collected data from 250 respondents of an IT
company using convenience sampling technique. Data collected were analysed using Pearson
product moment correlation. And the result revealed a moderate positive correlation between the
variables. The findings implied that changes in one variable moderately correlates with changes in
the second variable. Example, changes in team work will moderate impact on employee
performance.

Aghalya, Kasi Raman, Kottathai and Indhuja (2021) empirically examined employee competency
mapping among spinning mills in Rajapalayam. The study employed a survey research design with
descriptive attributes in a non-contrived setting to study a sample of two hundred and fifty (250)
employee drawn from various spinning mill in Rajapalayam. Data collected from the respondents
were analysed with simple percentage analysis, weighted average and chi-square test using
statistical package for social sciences version 23.0. the chi-square analysis showed a significant
relationship between age of the respondent and the knowledge of the respondents. Again, the chi-
square result showed a significant relationship between experience of the respondents and job
performance of the respondents.

Antwi and Owusu (2015) empirically examined the relationship between employee’s competence
and organizational performance in the pharmaceutical firms in Ghana. The study was done to
ascertain the relationship between employees’ competence and firm’s performance, using
adaptability as a measure of performance. The study adopted a total number of 280 respondents as
its sample size that comprises top-management, lower-level managers, supervisors and individual
employee. Structured questionnaire was distributed to 280 respondents of which 275 was
successful retrieved and usable. Data collected were analysed using linear regression to test the
stated hypothesis. The result from the analysis showed that the relationship between employee
competence and organisational performance is positively and statistically significant. They
furthered revealed that the management of employee competence to an extent has a significant
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influence on the outcome of pharmaceutical employee adaptability which greatly influences their
performance.

Dias and Escoval (2014) empirically investigated organizational flexibility as a strategic option:
fostering dynamic capabilities of hospitals in Portugal. The main purpose was to examine how
competence management affects internal and external dimensions of organizational flexibility and
hospital performance. Primary data were gathered through questionnaire and interview from 380
employees of 95 hospitals in Portugal. The collected data were analyzed using Pearson Moment
Coefticient Correlation. Results revealed that the dimension of competence management has
positive and significant effect on internal and external organizational flexibilities which
contributes to the development of capabilities. The development of these capabilities when
interacted have significant impact on the performance of the hospital.

Lengnick-Hall, Beck, and Lengnick-Hall (2011) carried out an empirical investigation on
developing a capacity for organizational resilience vis-a-vis adaptive capacity through strategic
human resource management in south Africa. The study used 340 employees of construction
workers. Data were analysed using spearman rank order correlation. It was observed that an
organizational capacity for resilience is developed through strategically managing human
resources to create competencies among core employees and when aggregated at the organizational
level, the possibility for the organizations to achieve the ability to respond in a resilient manner
during severe crisis brings shock.

> Employee Resilience

/,| Employee Agility
Hol /

Mapping ) — Employee

Responsiveness

Employee
Resourcefulness

Figure 1: Operational framework showing the relationship competency mapping and employee resilience
in food and beverage manufacturing firms south-south, Nigeria.

Source: Researcher conceptualisation (2023)
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METHODOLOGY

The study adopted a cross sectional survey research design of descriptive attributes with a correlational
style of investigation in a non-contrived setting to study a population of one thousand eight hundred and
seven employees from 21 registered food and beverage firms in south-south (Akwa Ibom, Rivers, Cross
Rivers, Bayelsa, Delta and Edo State) in Nigeria (Nigeria Directory, 2021). The sample size of the study
was drawn from Taro Yemen sample determination table 1970 to represent sample respondent of 328
employees. The study validity and reliability were validated by three experts in the field of human resources
management and the reliability of the data in the study were tested with alpha Cronbah method, of which
competency mapping =0.796; employee agility =0.799; employee responsiveness =0.861; employee
resourcefulness =0.870. Data were collected using a structured questionnaire in a five-point Likert scale
format ranging from strongly agreed to strongly disagreed. Data collected were analysed using spearman
rank order correlation with the help of a statistical package for social sciences version 23.0. The
Spearman's rank-order correlation was used since it is a non-parametric test. Spearman's
correlation coefficient, (p, also signified by rs) measures the strength and direction of association
between two ranked variables. Since our scale is at the ordinal level of measurement, it is suitable
to be tested using the Spearman's correlation coefficient.

DATA ANALYSIS
Table 1: Correlations Matrix for competence Mapping and Measures of Employee Resilience
Competence
Mapping Agility  Responsiveness  Resourcefulness
Spearman's  Competence Correlation . . .
tho Mapping Coefficient 1.000 725 528 459
Sig. (2-tailed) . .000 .000 .000
N 279 279 279 279
Agility Correla‘_mon 725" 1.000 820" 721
Coefficient
Sig. (2-tailed) .000 . .000 .000
N 279 279 279 279
Responsiveness Correla'.uon 578 829 1.000 647"
Coefficient
Sig. (2-tailed) .000 .000 . .000
N 279 279 279 279
Resourcefulness Correla"uon 459" 721 647" 1.000
Coefficient
Sig. (2-tailed) .000 .000 .000 .
N 279 279 279 279
**_Correlation is significant at the 0.01 level (2-tailed).
Source: SPSS Output
DISCUSSION OF FINDINGS

Ho1: There is no significant relationship between competence mapping and employee agility in
food and beverage companies in South-South, Nigeria

The result from table 1 showed the correlation matrix obtained for competence mapping and
measures of employee resilience. The correlation coefficient (rho) result in table 1 revealed the
result for the hypothesis testing for Hol, Ho2 and Ho3. The result for Hol showed a Spearman
Rank Order Correlation Coefficient (rho) of 0.725 p = 0.000 < 0.05 on the relationship between
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competence mapping and employee agility. This value implies that a strong relationship exists
between the competency mapping and employee agility. The direction of the relationship indicates
that the correlation is positive; implying that an increase in employee agility was as a result of the
adoption of competence mapping. Therefore, there is a strong positive correlation between
competence mapping and employee agility of food and beverage companies in the south-south
Nigeria. Therefore, based on this finding the null hypothesis earlier stated was rejected and an
alternate hypothesis accept. Hence, there is a significant relationship between competence
mapping and employee agility in food and beverage companies in South-South, Nigeria.

Ho2: There is no significant relationship between competence mapping and employee

responsiveness in food and beverage companies in South-South, Nigeria.
The result of HO2 shows a Spearman Rank Order Correlation Coefficient (rho) of 0.528 p =0.000
< 0.05 on the relationship between competence mapping and employee responsiveness. This value
implies that a moderate relationship exists between the variables. The direction of the relationship
indicates that the correlation is positive, indicating that an increase in employee responsiveness
was as a result of the adoption of competence mapping. Therefore, there is a moderate positive
correlation between competence mapping and employee agility of food and beverage companies
in the south-south Nigeria. Therefore, based on this finding the null hypothesis earlier stated is was
rejected and an alternate hypothesis accepted, stating that there is a significant relationship
between competence mapping and employee responsiveness in food and beverage companies in
South-South, Nigeria.

Ho3 There is no significant relationship between competence mapping and employee
resourcefulness in food and beverage companies in South-South, Nigeria.

The third hypothesis HO3 showed a Spearman Rank Order Correlation Coefficient (rho) of 0.459
at p = 0.000 < 0.05 on the relationship between competence mapping and employee
resourcefulness. This value implies that a moderate relationship exists between the competency
mapping and employee resourcefulness. The direction of the relationship depicts a positive
correlation meaning an increase in employee resourcefulness came as a result of the adoption of
competency mapping. Therefore, there is a moderate positive correlation between competence
mapping and employee resourcefulness of food and beverage companies in the south-south
Nigeria. Therefore, based on this finding the null hypothesis earlier stated was there in rejected
and an alternate hypothesis indorsed. Thus, there is a significant relationship between competence
mapping and employee agility in food and beverage companies in South-South, Nigeria.

The findings are in agreement with the findings of other scholars specially, the findings of Rama,
et.al. (2022) who explained that every change in accountability, adaptability, customer focus,
interpersonal skill, team work, and stress tolerance plays a severe brings about a corresponding
change in the successful performance of an organisation specifically an information technology
related work performance. T corroborates with the findings of Aghalya, et. al. (2021) explained
that the age and experience of an employee has an impact on their job performance. An employee
who has stayed long with an organisation has the possibility of doing his task better than one who
is recently employed due to his experience with organisation. The study is in line with the findings
of Antwi and Owusu (2015) study that revealed that management of employee competence to an
extent has a significant influence on the outcome of pharmaceutical employee adaptability which
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greatly influences their performance. Dias and Escoval (2014) explained that internal and external
organizational flexibilities contributes to the development of capabilities. The development of
these capabilities when interacted have significant impact on the performance of an organisation.
Lengnick-Hall, et.al. (2011) explained that an organizational capacity for resilience is developed
through strategically managing human resources to create competencies among core employees
and when aggregated at the organizational level, the possibility for the organizations to achieve
the ability to respond in a resilient manner during severe crisis brings shock

CONCLUSION AND RECOMMENDATION

Based on the research findings, that showed positive and significant relationship degree between
competency mapping and the measures of employee resilience (employee agility, employee
responsiveness and employee resourcefulness). This study concludes that investment in
competence mapping enhances employee resilience in food and beverage companies in South-
South, Nigeria and recommends that Management of food and beverage companies in South-
South, Nigeria should encourage competence mapping which is required to identify employees’
strengths and weaknesses in order to help them better understand their operating environment and
show employee where their career development efforts need to be directed towards. Through this
engagement deficient employees of food and beverage companies could be equipped for better
performance in the industry both now and in the future. This in turn will be beneficial to the
flourishing of food and beverage companies.
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