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Accelerate Your Business Strategy:
Competency Modeling for Success

Speaker: Hal Guterman, Ph.D.
Director, Performance Consulting

Commonly Asked Questions

} Will | be able to get copies of the slides after
the event?
YES

} Is this Web seminar being taped so that | or
others can view it after the fact?

YES

—

\,’ Tech Support: 800-263-6317
www.gotowebinar.com
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Hal Guterman, Ph.D.

Director, Performance Consulting

} Dr. Guterman specializes in
competency modeling and
assessment services to various levels
of organizational management

} He assesses individuals for selection,
promotion, succession planning, and
developmental purposes

} He provides expertise in the areas of
personality and job performance,
executive coaching, and psychological

barriers to productivity
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Questions Facing Organizations

How do we . ..
} Establish a workforce that
is driven and cohesive?

} Keep and develop top
performers?

} Identify candidates best
suited for promotion?

} Know specifically what to
look for in candidates?

} Diversify our workforce?

Copyright Psychological Associates® 2010




Management

G2S y
someone who
thinks outside
0KS 027

HR

Management

Copyright Psychological Associates® 2010

a2S8 vy
someone who
gAff 0 |S

HR




Management HR

Copyright Psychological Associate:

Key to Success. ..

Competencies translate strategic
vision and goals of organization into
behaviors and actions that employees
must demonstrate to be successful

} Align talent management
processes with business strategy

} Create focus for employees,
enhancing efficiency of talent
management activities

} Demonstrate to company leaders
value-add of HR initiatives, links to
business objectives
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Polling Question
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Agenda

} Foundation

} Applications
} Best Practices
} Case Study
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Competencies

Characteristics of the
individual described in
terms of observable
behavior that drive
outstanding performance
in a given job, role, or
function

11
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Competency Models

} Cluster of competencies

Fundamental in achieving results and
creating value

Organizational level
Specific level
Role

—

) e )

Ensure ongoing and long-term success

12
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Competency Models: Why Use Them?

!

} Drive achievement of
strategy

} Increase employee
engagement

} Enhance effectiveness
of HR activities

} Demonstrate value-add
of HR Department and
services

} ROI

-
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Polling Question
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Recruiting/
Selection

Human Capital Performance
Planning Management

Business

Strategy Competencies

Succession '\Fll;el(tjll;z\?:t(e/r
A 360° Survey

Leadership/
Executive
Development

Learning and
Development
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Best Practices

} Ensure/Leverage upper
management support

} Solicit input from key
stakeholders

I Focus on behaviors that
differentiate performance

I Gain buy-in and open
communication

16
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Best Practices

} Future-focus, reflecting business strategy and
needs of company

} Link clearly across different processes
} Train staff
} Use competency dictionary

17
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Case Study

Moderatelysized retail chain

} Facing challenges from
large, nationwide
competitor

} Modified their business
strategy

} Reevaluated what is
needed to win in future

18
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New Strategy
} Reduce costs

} Become more
customer-focused

Utilized competency model
to redefine necessary
behaviors, and therefore,
skill sets required of people
to execute new business 5
strategy
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Methodology
} Steering committee
} Information gathering
20
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Example 1
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Mission, Goals

Customer-Focused

Low-Cost Leader

Copyright Psychological Associates® 2010

Competencies

Interpersonal Skills

Eye for Efficiency

21

Example 2

| 26 @2dzNJ 2NHBIFYAT | GA2Yy(
change in an emerging economy

Recession

Maintain Market Share

T Partners With Customer

Post-Recession

Business Growth T

Anticipates the Changing

Develop Talent T

Marketplace

Coaches
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Acquire Talent T

Integrates Individual Skills

22
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Methodology

Continued

Development of Competency Model:

} Analyzed content

} Decided on competency groupings

} Created behavioral statements

} Vetted them with steering committee
}

}

Clearly identified each behavior, not confounded
or using multiple statements

Defined for different levels
Linked to their vision
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Competency Example By Levels
Position C-Suite Mid-Level Front-Line Individual
Level Executive Supervisor Contributor
Behaviors A Discourages ARecognizes ASpeaks with tact, A Connects with
silomentality 20 KSNAQ diplomacy, and coworkers
AProactively and shares consideration for ATakes
shares critical  credit where it 20 KSNHEQ responsibility
information is due ARemains open for failures
to enhance APromotes team- and flexible to AlLends a hand
productivity work by offering different ways of wherever
AConsiders support and getting things needed
alternative encouragement done Al @2 ARa
perspectives  Alnvolves others  AKeeps others Yé 220¢
when making in key decisions informed and in mentality
decisions the loop
24
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Use

} Launched recruiting initiative to find, select
those talents (internally and externally)

} Tied training to those competencies

} Modified 360" feedback and performance
appraisal to reflect newly identified
requirements for success

} Used competency ratings for succession
planning system

25

Copyright Psychological Associates® 2010

Ongoing Results

} Stronger decision-makers and more effective i
employeesT A UNAYYSR UKS FI 0

} Reduced HR costs across processes

I Savings passed along to customers
} Surveys indicate positive impact on:

I Employee satisfaction and engagement

i 9YLX 28S5SS&a Y2NB O2yySOGSR
} Friendly faces in place

I Increased customer loyalty/repeat business

26
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} Three Focus Areas

} 15 Performance
Dimensions

} 65 Competencies
1 Defined at various levels

T Behaviors and strategies
(i.e., the what and the
how)

1 256 Behavioral Indicators

27
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Competency: 0 5 St S3I 1 S
The what

} Definition:
I Assigns tasks, clarifies roles, and collaborates on
projects instead of doing it all on his/her own

} Key Actions:
I Delegates important tasks

I Clarifies roles, responsibilities, and desired end results
for individuals when assigning tasks

I Works collaboratively to gain agreement on goals,
milestones, and time lines

I Links delegated work with business priorities
I Assigns tasks based upon proven capabilities

28
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Dimensional® Model of Behavior*

The how

wArgues
wOutspoken
wStubborn
ws52Say chl

Direct
(Dominance)

wCollaborative

wTakes responsibility
wlnquiring

A&Giw'és%r)d expects respect

Unresponsive Responsive
- Q2]1Q3
(Hostility) (Warmth)
wKeeps to self w Easygoing
wSays little w Easy to please
wHard-to-read w Very agreeable
wSuspicious w Rambling
Indirect
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(Submission)
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Competency: 5 St S3I G S

The hOW Direct

(Dominance)

Makes decisions alone; often fails to collaborate with
others when assigning their tasks and projects.
Delegation is made by issuing demands and edicts.

Unresponsive Q1

Strives to clearly define the task, responsibilities, and

321 t4 6KSYy FaaAdyrayd 62 NJ

input, then makes a decision regarding work
assignments.

Q4 Responsive

(Hostility) Q2

Often fails to clarify roles or provide detailed
information; appears to eschew collaboration. Either
delegates too little by doing it alone, or too much by
giving the full project away, usually with little
communication or direct oversight.
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Q3 (Warmth)

Quickly assigns the popular tasks and projects, but
appears uncomfortable or unwilling to hand out
difficult assignments. Often takes on the worst tasks
alone, rather than assigning difficult or additional
tasks to others who may complain.

Indirect
(Submission)

Oy
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Summary and Questions

31

Fill Out Our Feedback Form

You could win a free competency consult
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Webinar Series

“How to Use Assessments to
Retain Your Best Talent”

Thursday, June 17, 2010
2:00 p.m. EST / 1:00 p.m. CST / 11:00 a.m. PST

View past webinars: www.g4solutions.com/events.htm
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Thank You!

Hal Guterman, Ph.D.
Director, Performance Consulting
Psychological Associates

hguterman@ag4solutions.com
(314) 725-7771
www.g4solutions.com
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