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Actually, it’s about one single person. The right person

for each job. And your company’s success depends on you 

identifying, keeping and growing that person.

IT’S ABOUT YOUR MOST IMPORTANT ASSET.

PEOPLE.



Importance of Talent Management

 The demand for strategy-based talent management has never been greater.

 Senior management, boards of directors, analysts, and investors factor a 
company’s talent management maturity and the quality of its workforce into 
the valuation equation.

 A McKinsey study (Axelrod, et al., 2010)

 concluded that organizations scoring in the top quintile of talent 

management practices out perform their industry, as measured by return on 

shareholder value, by a remarkable 22%. 

.



Definition

“A competency is a measurable characteristic of a person that is related to 
success at work.” These characteristics include a number of skills and 
attributes, including behavioral skills, technical skills, attributes e.g., 
intelligence), and attitude (e.g., optimism). Very importantly in the contexts 
of talent strategy, these characteristics are observable and measurable.

The Leadership Machine, by Michael Lombardo and Robert Eichinger



Critical Business Drivers

• Need for a common language and standardization in HR 
to indicate objectively a level of capability in 
candidates/employees/successors

• Identifying talent acquisition needs for future

• Identifying characteristics required for a better quality of 
hire

• Allowing managers to know what type of talent is 
available now

• Consistent and relevant performance reviews for 
employees

• Building succession strategies

• Creating a measurable baseline for compensation and 
promotion

• A way to link development to roles and responsibilities 



Core Competencies

 Core organization competency profiles reflect the set 
of critical competencies required throughout the firm 
to shape the organizational capabilities and culture 
required to achieve the strategic intent

(Ruyle and Orr, 2010 in press).



Leadership Competencies

 Leadership Competencies  - competencies used to identify and 
measure an individuals ability to lead or manage



Functional Competencies

 Job or Functional Competencies – are behaviours required to 
perform certain jobs or functions.  Unlike core competencies 
which are done at the enterprise level these competencies 
pertain to a job function and often can be classified as skills.



Market Position

“We found that competency-based performance 
management varies widely by industry, market maturity 
and phase of growth. 

Growth oriented organizations focus on strategic 
competencies to drive leadership behavior, while 
organizations in lower-growth markets focus on general 
management behaviors. 

High-performance organizations value competencies that 
build organizational capabilities, while lower performing 
organizations focus on competencies that build individual 
capabilities.”  Bersin and Associates



Why Competency Models

 Good work doesn’t start at, ‘We have no clue what we want, but just do it for us.’ 
@soland Stefan Olander, Nike

 A McKinsey study found that organizations that planned from the outset for long-
term sustainability were nearly twice as likely to be good competency 
implementers as those who didn’t. Why is this important? Because the good 
implementers were also nearly five times more likely to be successful at 
accomplishing their change efforts.  



Need to Have versus Differentiators

 High growth companies focus on competencies that 
differentiate themselves from their competitors

 Majority of companies focus on main competencies including 
ones that can be developed

 Example: Google hires based on Innovation as primary focus 
versus others looking for ability to use technology
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Importance of Core Competencies

When different HR processes are designed and implemented 
using the same model, it creates a holistic, self-reinforcing system. 
For example, when organizations select, develop, reward, and 
promote employees on the same set of competencies, the 
consistency unambiguously communicates to employees the 
strategic importance of these competencies. This creates a strong 
organizational climate that contributes to the establishment of 
high performance work systems (Bowen and Ostroff).



What is a Competency Model

 A competency model brings together a set of competencies 
that combine in such a way so as to form a model ideal 
candidate or an ideal approach to a problem or project. These 
competencies are the skills required to raise the bar and to 
perform at a high level.



Competency Model

 A competency model that highlights core 
competencies, and position level

 competencies - grouped by theme.
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Critical Business Decision

A focus on the right competencies for your particular organization 
will impact business performance, retention, employee 
engagement, resilience and profitability.



Benefits

 Competency modeling helps HR functions leverage their 
strategic roles by vertically aligning different HR practices to 
organizational strategic objectives.

 In addition, competency modeling facilitates the integration of 
talent management practices by horizontally aligning various HR 
practices\For example, when organizations select, develop, 
reward, and promote employees on the same set of 
competencies, the consistency unambiguously communicates to 
employees the strategic importance of these competencies. This 
creates a strong organizational climate that contributes to the 
establishment of high performance work systems  Bowen & 
Ostroff



Integrated versus Best of Breed

A CedarCrestone study revealed a 
strong correlation between 
organizations with integrated or 
mixed talent management solutions 
and operating income growth as 
measured over a two-year period. 



Largest Barrier

 over engineering – trying to establish too 
many competencies to start which often 
results in never getting out of planning phase



Top 10 List

1. Create core competencies linked to strategy & capabilities

2. Create core competencies that resonate your culture and mission

3. Use competencies to develop and align HR systems

4. Use competencies as the common bond and language between HR 
Areas

5. Start with no more than 5-15 Competencies

6. Start at top, work down

7. Focus on competencies that differentiate

8. Don’t re-invent the wheel use existing competency sources

9. Include core, cross-job, and technical competencies

10. Communicate, communicate, communicate!



Workforce Planning

• Identifies skills and competencies related to roles required

• Indicates readiness of organization to adapt to changes in 
required skills and competencies

• Identifies obstacles to attracting and developing skills/roles

• Measures impact of training on internally preparing for skill 
and competency requirements

http://www.successfactors.com/en_us/download.html?a=/content/dam/successfactors/en_us/resources/white-papers/succession-closing-the-experience-gap.pdf
http://www.successfactors.com/en_us/download.html?a=/content/dam/successfactors/en_us/resources/white-papers/succession-closing-the-experience-gap.pdf


Talent Acquisition

• Create a job profile with properly defined skills and 
competencies

• Provides data that helps define roles and focus sourcing 
efforts

• Serve as a foundation for behavioral-base assessment and 
interviewing

• Use these same competencies to gather quality of hire data

JOBS



Learning and Career Development

– Gap analysis for new hires

– Gap analysis for existing Employees

• Identifies gaps to fulfill present requirements

• Identifies gaps to fulfill career path roles

– Key Role – most crucial for gap analysis and development



Performance Management

 A main goal of performance management is to ensure that 
employees have agreed-upon competencies, performance 
objectives, standards and priorities aligned to support 
business strategies. 

 Once again, competency-based job or role descriptions set 
the framework for performance communications and 
measurement.

 Having them directly aligned to function creates a sense of 
believability in the appraisals and helps align individuals to 
goals



Succession Planning

 Ensuring critical positions in an organization have talent 
pipelines

• C-Level

• Manager/Leader Roles

• Hard to Fill

How do you identify successors? 

Required skills and competencies

– Having a common language helps you identify what a top 
performer looks like

– Enables you to find and develop potential successors



Compensation

 How do you decide on promotions and compensation increases

 Competency-based job descriptions provide an important 
standardized source of data that can objectively assess high 
potentials and provide the basis for influencing compensation 
accordingly.



Measuring Results

 What is the business impact you expect?
 How will you measure it?
• Understand and prepare for future workforce
• Increased engagement and productivity
• Improved quality of hire
• Improved performance and buy-in to process
• Increased development plans
• Increased level of successors
• Reduced turn-over
• Reportable correlations to impact of skills and competency to job role 

and company success
• Build your corporate brand



Conclusion
Companies need to develop a competency strategy that is simple but 
reflects the company’s culture, strategy and industry.

Results:

 Drives Culture

 Gives recruiters and hiring managers the guidance to hire the “right 
people.”

 Tells managers what is important;

 Tells employees what is valued;

 Defines who will be promoted and who will leave the company;

 Contributes to equitable compensation

 Becomes the common language

 Reduces Silos

 Drives business results



Where to Start

• Example Competency Models – Click Here
• Leadership Team and HR Functional Teams

• Survey
• Brainstorming Session

• Ask Customers What Differentiates You
• Look to your mission and vision
• Determine 5-15 competencies to focus on
• Pick 3-5 differentiating competencies
• Align them to your goals

Start!

http://www.google.ca/search?q=competency+models+where+to+start&hl=en&prmd=imvns&tbm=isch&tbo=u&source=univ&sa=X&ei=jvLET6L6CY3JrQfE6MXECQ&ved=0CHgQsAQ&biw=1348&bih=583


32© 2018 SAP SE or an SAP affiliate company. All rights reserved.  

SAP SuccessFactors is Leading the Way in HR
Connecting people to purpose around the world

110M+
Users75+

customers with 

>100K users

4,200+
engineers 

dedicated to HR 

innovation

12B+
monthly

transactions

2,000+
regulatory updates 

in solution annually

Deep localized support

92
countries

100+
partner apps

6,500+
customers

46M+
Performance & Goals 

Users

14
data centers; 

8 countries; 5 continents 

32M+
Learning Users

34
Analyst reports recognize us 

as a Leader 

6,000+
certified consultants

19,500+
pre-delivered content items





Questions

Terri Joosten
tjoosten@hrstrategiesconsulting.com
416-399-0403


