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Origin:

Globalization has revolutionized the industries worldwide leading to disintegration of monopolies and birth of the Competency Culture. To be precise, The ‘Competency concept’ is new but refined and palatable wine in the old bottles of the so-called ‘Performance Management Systems’.

Definition:
One may describe ‘Competency’ as the “ability or capacity or the exact amount of skills, knowledge, attitude, behaviour and expertise required to 
1) perform a given job at a given point of time to achieve a desired result or 

2) acquire / hold a particular position in the Organization.” 

Competency Vs. Performance:

The basic difference between ‘Performance’ and ‘Competency’ is that the former indicates ‘what the employee does’ and the latter ‘what the employee can (has the ability to) do’. Whereas the ‘Performance systems’ measure the employee’s worth in the company only after evaluating her periodic performance, the ‘Competency Systems’ start mapping and measuring the worth of an individual much before an employee is appointed on the job and continue to do so till the job / employee exists. 


Competency Mapping:

The Competencies for each job / position in the Organization must be mapped in line with the Organizational Vision and goals. Need for new competencies must also be identified from time to time.
The Competency System must lay down structured and documented criteria for identifying and measuring competencies during recruitment of a candidate for a particular job / position (e.g. Conceptual, technical, functional, 
behavioural, attitudinal, learning, management, communication, etc.) The competencies must be  mapped after immense research, analysis and  trial at the time of ‘Job Design’ and ‘Job Evaluation’. 
Thus, an ideal ‘Competency System’ lays down standards (competencies) for Recruitment, Selection, Performance Management, Job-Enlargement, Job-Enrichment, Promotions, Succession Planning, Compensation & Benefits Management, Variable Pay Management  etc. 

Competency Identification / Measurement:

The organizations that have adopted the Competency Culture identify the key competencies of candidates during recruitment vs. the pre-specified required performance parameters for the job. 
The process of identification of their core Competencies / Skills is carried out at various stages during the course of their careers to determine how competent they are for the given job or for various other jobs / positions as and when required. Therefore, there is little scope for failures in this watertight system if properly implemented.
Advantages of the system:

1. Structured and documented procedures provide convenience in recruitment, Selection, Training and Measurement of performance.

2. Pre-determined criteria eliminate chances of wrong recruitment, thereby reducing time & Employee cost.

3. The Organization has a ready reckoner of the Skill-inventory / Management – inventory.

4. Tangible and measurable criteria eliminate the chances of any sort of bias among employees’ performances, hence the chances of employee conflicts / grievances decrease tremendously.

5. Training need identification becomes precise.

6. Enhances opportunities for continuous Learning and Development. 

7. Enhances scope for career development by enabling employees to acquire competencies required for new jobs or higher positions. 

8. Employees have chances of earning variable pay by enhancing competencies required for the job.

9. Helps in Benchmarking the standards.

10. Helps measuring the rate of performance growth of an employee within the Organization.

Tips:

Manage and update at regular intervals:
1) Skill/competency Inventory

2) Training imparted to Employees Identifying / measuring Competencies.
Conclusion:
Of course, no system shall be impeccable, though. But do we stop experimenting with the fear of failures or do we learn and turn around threats into opportunities for growth? All we HR professionals must do is strive, seek,  find…. and yield. 
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Designing the Competency Model:





Map Competencies / Skills required for a particular job and specify the Required Performance Level (RPL) against that. 


Conduct a Competency / Skill test (Prior to Recruitment)  /  or a skill audit (Later on the job).


Measure the Current Performance Level (CPL)


Conduct a Competency Gap Analysis (CGA = RPL – CPL)


Hire / Reward if (RPL – CPL = 0)


Training Need Analysis – If on job, (RPL – CPL > 0), then training is required. 


Lay down a Proposed Performance Level (PPL). 


Benchmark.








If you want 1 year of Prosperity grow grain, If you want 10 years of Prosperity grow Trees, If you want 100 years of Prosperity grow People.


										Chinese Proverb.
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