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Thank you for your participation and enjoy the 
session. 

We have already received several questions from 
the registrants, which will be answered by the 

speakers during Q&A session. 

In case if you do not receive answers to your 
questions today, you will certainly receive 

answers via email shortly. 

We will continue to collect more questions during the 
session as we receive and will try to answer them 
during today's session. 

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 
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Competence is different from Competency? 

Poll #1 

1. Yes 

2. No 



Competences  or Competencies? 
 

Competence: 
ụ Capability to carry out a 

defined function effectively. 

ụ 4ýîôû[ûý¥r¿ÎÁr[ÈûôÇÁÈÈ 

ụ Necessary for doing a particular 
job 

ụ Can be learnt from zero 

ụ Can be trained 

 

Competency: 
ụ The description of the knowledge, 

skills, experience and attributes 
necessary to carry out a defined 
function effectively 

ụ Behaviour and attitudes 

ụ Differentiates best from the rest 

ụ Is important from a long term 
perspective 
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“ 

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.   
Éİē ĉðōďĵďðżēˮŴ ðŌĵðĈĵņĵżƘ ðōď ņŔƕē ĩŔŰ ŌðōŃĵōď ˟ðĈŴēōĉē Ŕĩ ð żēōďēōĉƘ żŔ İðżēˠ
shall be ascertained by personal interview  

Source: The handbook of Competency Mapping by Seema Sanghi 

Kautilyaôs Arthashastra: 
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Why are Behavioural 
Competencies Important? 

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

Poll #2 

1. Critical 

4. Not very important 

2. Important 
3. Good to have 



Why are Behavioural 
Competencies Important? 

ụ Application of Behavioural competencies is absolutely important for 
bringing superior performance across the organization 

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

ụ They help us lay foundation for good performance year after year 

ụ The pioneering work in the field was done by McBer Consultants 

ụ New Trend-  Hire for traits and train for skills 

ụ 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? 

ụ Selection and Placement 

 

ụ Succession Planning 

 

ụ Career planning & Job rotation 

 

ụ Learning & Development 

 

ụ Performance Management 
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Where does Competency Fit in 
PMS? 
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Lets Define High Performance 
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How do we introduce competencies 
in our organization ?  
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Competency Mapping 

ụ Behavioural Event Interview 

ụ Generic Model 
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Generic Model- Stage 1 

ụ Form a steering group 
ƺ Typically 5-6 senior managers 
ƺ 2 from HR (1 OD & 1 PM) 
ƺ 2 from Key line areas (Sales, ops, manufacturing) 
ƺ 1 from strategy 
ƺ 1 from support functions 
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How many behavioural competencies do you think exists as on 
date? 

Poll #3 

1. 10-20 

4. More than 100 

2. Around 50 
3. Around 100 



Generic Model- Stage 2 

ụ Reduce Global List  
ƺ Typically Select not more than 20 competencies at 

company level 
 

ƺ All the people in the steering group agree to the 
final competency list 
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Generic Model- Stage 2 

ụ Most Common Competencies 

18 



Does your organization have an established competency 
framework? 

Poll #4 

1. Yes 

2. No 



Generic Model- Stage 3 

ụ )¥Ċ¥ÈÒÞû[ûë'ÒËÞ[Îčû'ÒËÞ¥ý¥ÎrÁ¥ôû1ñ[Ë¥ċÒñÇò 

 

ụ Write a one page summary for each of the selected 
competency  
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Generic Model- Stage 3 
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Generic Model- Stage 3 
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Generic Model- Stage 3 
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Generic Model- Stage 4 

ụ Publish the "Company Competencies Frameworkò 

 
ƺ Training & orientation for all managers on the company 

competency list 
ƺ Make the document available to all the employees 
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Generic Model- Stage 5 

ụ Select competencies at job-  È¥Ċ¥Èû²ñÒËûý¿¥ûëCompany 
Competencies Frameworkò 

ụ Select no more than 6-8 competency for each job 

 
ƺ Recommended by each line manager 
ƺ Agreed by steering committee  
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Will some competencies by 
compulsory ?  
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Generic Model- Stage 6 

ụ Target Levels of Competencies 

 

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

   

ụ )ÒÎîýûrÒÎ²ăô¥ûċÁý¿ûØ-2-3-4-5 of performance rating 
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Generic Model- Stage 6 

ụ Target Levels of Competencies 

 
ƺ A-  Role Model 
ƺ B-  Expert 
ƺ C-  Advanced 
ƺ D-  Competent 
ƺ E-  Developing 
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Let’s review the stages 

Stage 1 

Form a steering committee.  

Stage 2 

Create a competency list 

Stage 3 

)¥Ċ¥ÈÒÞû[ûë'ÒËÞ[Îčû
Competencies Frameworkò 

 

Stage 4 

Publish the ë'ÒËÞ[Îčû
Competencies Frameworkò 

 

Stage 5 

Make all the line managers 
select 6-8 competencies for 
each job 

Stage 6 

Create competency target level 
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Importance of a Robust 
Competency Framework  

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

 

ụ '[ÎûÁËÞñÒĊ¥ûÞ¥ñ²ÒñË[Îr¥ûičûrÈ¥[ñÈčû|¥²ÁÎÁÎ·ûċ¿[ýûÁôû[ûëÆÒiû
well doneò within the company 

 

ụ ÎûÒÞÞÒñýăÎÁýčû²Òñû[ÈÈûý¿¥ûË[Î[·¥ñôûýÒû[·ñ¥¥ûăÞÒÎûëċ¿[ýûÁôû
effective behaviour across organizationò 
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Any questions ? 
 

You can contact me at 

ụ charanyasraman@lotteindia.com 

Thanks! 
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