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All phones are set to mute. If you have any questions, please
type them in the chat window located beside the
presentation panel.

House Keeping Instructions

\
\
\
\
\

We have already received several questions from

the registrants, which will be answered by the

speakers during Q&A session.
’
/
’
We will continue to collect more questions during the
session as we receive and will try to answer them

during today's session.

\
\
AN
In case if you do not receive answers to your /
guestions today, you will certainly receive Z
answers via email shortly.
1
/
/
/
’

@ Thank you for your participation and enjoy the
~ session.
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Poll #1

Competence is different from Competency?

1. Yes

2. No

V)
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Competences or Competencies?

Competence: Competency:

Capability to carry out a The description of the knowledge,
defined function effectively. skills, experience and attributes

4yT 60[ Gy ¥r ¢1 Ar [ |E 0 ongckgsaty to carry out a defined
Necessary for doing a particular function effectively

job Behaviour and attitudes
Can be learnt from zero Differentiates best from the rest
Can be trained Is important from a long term

perspective
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Ka ut iArtlyashassa:

The king shall thoroughly investigate all the qualities of anyone whom he is
considering for appointment as a minister. Of these qualities candidates
knowledge and skills of various arts will be tested by experts in the respective field.

Eloquence, boldness and presence of mind shall be ascertained by interviewing

him personally. Watching how he deals with others will show his energy, ability to

suffer adversities, integrity, loyalty and friendliness.

Eie ¢oodjdoze"W 8076CjnjzK 806d nRhe TRU 060!
shall be ascertained by personal interview

Source: The handbook of Competency Mapping by Seema Sanghi
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Why are Behavioural
Competencies Important?

A competency is the practical application of essential skills
and knowledge through appropriate behaviours as measured
against a predetermined standard of performance which is
defined by the organization and the needs of the business

Skill

Knowledge )
water line
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Poll #2

How important do you think is understanding behavioural
competencies related to a particular job?

1. Critical

2. Important

3. Good to have

4. Not very important

V)

8
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Why are Behavioural
Competencies Important?

Application of Behavioural competencies is absolutely important for
bringing superior performance across theorganization

It helps us focus on the traits and motives which distinguishes best
from the rest

They help us lay foundation for good performance year after year
The pioneering work in the field was done by McBer Consultants
New Trend- Hire for traits and train for skills

Today almost all the international fortune 500 corporations have
integrated the concept of competencies in all critical areas of HRM.
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Application of Behavioural
Competencies?

Selection andPlacement
SuccessionPlanning

Career planning & Jolrotation
Learning & Development

Performance Management
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Where does Competency Fit in
PMS?

Person

Performance

Behaviours
Competencies

Appraisal

Synergita@
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Performance
Management

Goals and
Objectives
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5% Lets Define High Performance
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How do we introduce competencies
IN our organization ?

13
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Competency Mapping

Behavioural Event Interview
Generic Mode
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Generic Model- Stage 1

Form a steering group
Typically 5-6 senior managers
2 from HR (1 OD & 1 PM)

2 from Key line areas (Sales, ops, manufacturing)
1 from strategy

1 from support functions

15
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Poll #3

How many behavioural competencies do you think exists as on
date?

1.10-20

2. Around 50

3. Around 100

4. More than 100

V)

8
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Generic Model- Stage 2

Reduce Global List

Typically Select not more than 20 competencies at
company level

All the people in the steering group agree to the
final competency list

17
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Generic Model- Stage 2

Most Common Competencies
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Poll #4
Does your organization have an established competency
framework?
1. Yes
2. No

V)
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Generic Model- Stage 3
) ¥C¥EOPO[ 0&' OEP[ T CE0G" OEP¥yY ¥l r /

Write a one page summary for each of the selected
competency

20
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Generic Model- Stage 3

Establishing a genuinely common goal with others
Do | readily seek others to work with when it is right
to do so?

Do | establish clarity about what we want to achieve
together and what our respective roles are?

Do | establish effective ways of working together?

Do | willingly support others who are dealing with
difficulties or problems in their work?

Do | actively seek out others’ ideas?

Do | seek out and use creatively what people of
different backgrounds have to offer?

Do | share leadership or other roles as appropriate?

‘Working alone when it is better to work together

Not acting to help others

WORKING TOGETHER

Knowing that we will achieve more with ather people than we can do separately,
by sharing goals and resources to add more value,

| work towards common goals with others. | do this by agreeing effective and respectful ways
of sharing success. | generate mutual support, shared benefits and promote interdependence.

Essontial | Moro demanaing ost domancing

Ensuring that others benefit as well as me
Do | ask for feedback from others and check they are
getting what they want as well as me?

Do | agree expectations and work with others to
deliver benefits for everyone?

Do | make changes or exchange resources to create
mutual benefits?

Do | use my understanding of team dynamics to
harmenise working and enhance results?

Do | share praise with others?
Do | share responsibility when there are problems?
Do | help others to work together more effectively?

Do | work with clients to come up with solutions and
gain their support?

Creating a shared purpose with others who have
very different aims

Do | maintain leng-term partnerships with others?

Do | constantly reinforce the opportunities and benefits
of collaborative working?

Do | carefully consider situations and commit resources
where | can see that others require my support?

Do | create an environment where different groups share
a purpose and resources for mutual benefit?

Do | ensure people develop themselves and continue to
work effectively with others at the same time?

Focusing on my own concerns

Being stubborn

Synergitai)

Creating peopleMAGIC
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Generic Model- Stage 3
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Teamworking

Definition

Why is it Impertant?

Teamworking is about working co-operatively, across cultures and
organisational boundaries to achieve shared goals.

The British Council works across departments, organisations and culiures. Within the
Council, staff must work co-operatively together sharing best practice, breaking down
departmental barriers, and communicating fully on new initiatives and priorities. The
same applies to working with the UK constituency. Overseas, the ability to build on
inter-cultural understanding to create dynamic local parinerships ensures that the

Council really understands and meets the needs

of its target audiences.

Level 1
Works co-operatively

Level 2
Involves others

Level 3
Builds the team

Level 4
Creates team working

Wilingly co-operates. |s not
afraid to seek advice from
others. Puts in extra effort
when needed to help others.
Recognises that the ways of
getting things done in different
departments, organisations
and communities are not the
same.

Actively includes individuals from
diverse backgrounds in team
activities. Capitalises on diverse
skills and ideas. Spends time
helping others think through
issues. Speaks positively of
others. Takes the time fo learn
about and understand other
organisations and cultures.

Proactively shares information and learning
with colleagues. Addresses conflicts or issues
within the team in a positive and open manner.
Provides clear feedback to team members.
Uses understanding of different interests and
agendas to achieve positive outcomes. Uses
emotional inteligence to understand team
dynamics and to harmonise and synergise
energies of the team.

Creates new opportunities for
individuals to work together,
breaking down barriers that may
get in the way of effective
teamworking. Challenges others to
do the same. Is a model of co-
operative behaviour. Commits time
and resources to team-based
projects.

Warning signs:

Positive indicators:

their contribution.

immediate department.

personal interests.

Sees him or herself as better than others and fails to respect
Keeps important information to him- or herself or within the

Assumes all cultures or communities are the same.
Co-operates selectively in accordance with his or her own

Talks patronisingly to or about other departments or individuals.

Agrees with the team critical success factors for the team as a whole, and
brainstorms ways in which these can be measured.

Develops the habit of checking what others are thinking by asking ‘Am | being
clear? ‘Let me check what you are thinking at this stage’

Treats the concerns of other departments as important.

Co-operates to meet team goals even at expense of personal preferences.
Recognises the need for flexibility and sensitivity in dealing with cross-cultural

issues.

Creating peopleMAGIC
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SHRM COMPETENCY MODEL

Proficiency Standards by Career Level - Behavioral standards in which an HR professional at the relevant level shouid engage to be successful.

Competency 2: Relationship Management

Proficiency Standards by Career Level - Behavioral standards in which an HR professional at the relevant level should engage to be successful.

_ennee |

Listens effectively to potential issues before reacting with
solutions

Serves as frontline liaison with vendors/suppliers
Refers potentially difficult interactions to manager
Seeks opportunities to interact with stakeholders
Provides outstanding customer service experience to
employees and other stakeholders

Facilitates the resolution of ransactional conflicts that
arise

Provides basic information for resolution of conflicts
Develops a network of contacts both within the
organization and with external partners serving the
organization

Networks with HR peers, both internal and external to
organization

Demonstrates effective interpersonal skills

Develops a strong and positive reputation both internally
and externally as a neutral and approachable HR
representative

Prevents transactional conflicts when possible
Provides first point of contact for employee questions
Communicates and demonstrates support for HR
decisions passed down even if not consistent with own
paint-of-view

_wowem |

o0

Oversees transactional and/or preliminary stage of
employee relations issues
Assists early-level HR professionals in building networks
with higher-level leaders in the organization
Recognizes potential employee relations issues in a
proactive manner and either resolves the issue or moves
the concern to senior leaders
Mediates difficult interactions, escalating problems to
higher level when warranted
Develops network of contacts of intemal and external
stakeholders including frontline managers, HR peers, and
job candidates
Develops a reputation as a neutral and approachable HR
p ional serving employees and the !
Oversees interactions with vendors/suppliers to maintain
senvice quality
Ensures early-level HR professionals are providing
customer-oriented service
Ensures that HR decisions from senior leaders are

and i by HR rep i
Fosters positive team environment among staff
Identifies staff networking opportunities and venues
Assists senior HR professionals in the facilitation of
difficult interactions among stakeholders
Develops new partnerships with employees and frontline
managers
Facilitates confiict resolution meetings

SENIOR LEVEL l

Provides opportunities for employees to interact and build

relationships

Provides career mentorship to mid-level career

professionals

Develops and coordinates HR relationship management

objectives and resources

Mediates difficult employee relations and/or other

interactions as a neutral party

Develops policies and practices for resolving conflicts

Resolves escalated conflicts among stakeholders

Develops new partnerships and maintains existing

partnerships with vendors, employees, and supervisors to

maximize value to the organization

Manages challenging issues in union and non-union

environments

Negotiates with internal and external stakeholders

including vendors, staff, and leaders

Builds consensus and settles disputes internal to HR on

policy and practice decisions

Oversees customer service objectives and outcomes

Designs programs and policies to cultivate a strong

customer service culture in the HR function

Engages mid-level and early-level staff by building

relationships

Facilitates difficult interactions among organizational

stakeholders to achieve optimal outcomes

Develops a network of contacts including senior leaders,

operational teams, staff, peers, suppliers/vendors, and
leaders across i

 eomeer |

Designs gies for imp
performance metrics
Networks with and influences legislative bodies, union heads,
and external HR leaders

Develops and champions organizational customer service
strategies and models

Negotiates with internal and external stakeholders to advance
the interests of the organization

Designs strategies to ensure a strong customer service
culture in the HR function

Creates conflict resolution strategies and processes
throughout the organization

Oversees HR decision-making process to ensure consistency
with HR and business strategy

Develops strategic relationships with internal and external
stakeholders

Fosters a culture that supports intra-organizational

ionshi ization (e.g., silo busting)
Designs strategic opportunities and venues for employee
networking and relationship building

Proactively develops relationships with peers, clients,
suppliers, board members, and senior leaders

ing relationship

23
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Generic Model- Stage 4

Publish the "Company Competencies Frameworkx

Training & orientation for all managers on the company
competency list
Make the document available to all the employees

24
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Generic Model- Stage 5

Select competencies atjob E ¥ C¥ E ( 2 GCompalyy ¢ ¥ 0 &
Competencies Framework

Select no more than 6 8 competency for each job

Recommended by each line manager
Agreed by steering committee

25
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Will some competencies by
compulsory ?
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Generic Model- Stage 6

Target Levels of Competencies

Use A B- C-D-E for target levels or a different
nomenclature

) OT T yar Ol 2-3-@&-% of pekfgraindd rating
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Generic Model- Stage 6

Target Levels of Competencies

A- Role Model
B- Expert

C- Advanced
D- Competent
E- Developing
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Let’s review the stages

Stage L Stage :.

Form a steering committee. Create a competency list

Stage ¢ Stage ¢

Publishthe¢ * OEP[ T ¢ 0 Make all the line managers

Competencies Frameworlo select 6-8 competencies for
each job

S ynergitaé}
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Stage
Y ¥C¥EObPO[ Oé' OEP[ 1
Competencies Frameworlo

Stage ¢
Create competency target level

>

C
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Importance of a Robust
Competency Framework

An opportunity to achieve a high level of consistency when
assessing and appraising performance

"[ T GAEPAOCY¥UP¥A2OAE[ T r¥ai ¢ar E¥[ A

well doneowithin the company

T 0OPPORY AT AYyE a2 ORO[ EEQY c¥OE[T [ -

effective behaviour across organizatiom

30



LOTTE

5 Thanks!

Any guestions ?

You cancontact me at
charanyasraman@lotteindia.com
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