
Contents

List of Exhibits xi

Preface xiii

L The What, Why, and How of Competency Models 1
A Closer Look at Competency Models 2 

W hat Business Needs Can Competency Models Address? 9 
W ho Invented the Competency Model? 15

From Theory to Practice: Translating Competency 
Models into Action 18

Concluding Remarks 20

2. How Competency Models Can Enhance
HRM Systems 21

Benefits of Using a Competency'Based 
Selection System 22

Benefits of Using a Competency'Based Training 
and Development System 26

Benefits of a Competency'Based Performance 
Appraisal System 29

Benefits of Using a Competency'Based 
Succession Planning System 32

How Are Organizations Using Competency Models? 35 

Concluding Remarks 48

3. Competency Models: Laying the Groundwork 49
Benefits of Planning 50
Step One: Determine Objectives and Scope 51
Step Two: Clarify Implementation Goals and Standards 55

vii



viii Contents

4.

5.

6.

7.

Step Three: Develop an Action Plan 56
Step Four: Identify Individuals at Various 

Performance Levels 63
Pitfalls to Avoid 63

Concluding Remarks 65

Developing a Competency Model from Scratch 6’
Step One: Determine Data Collection Methodology 67 
Step Two: Collect Data 74 

Step Three: Direct Observation of Incumbents 77 

Step Four: Develop an Interim Competency Model 80 
Pitfalls to Avoid 86 

Concluding Remarks 91

Finalizing and Validating Competency Models 93
Step One: Test the Competency Model 93 
Step Two: Analyze the New Data 

and Refine the Model 98

Step Three: Validate the Competency Model 104 
Step Four: Finalize the Model 108 
Concluding Remarks 111

Integrating Competency Models into HRM Systems 113 
Implementing a Competency-Based 

Selection System 113

Implementing a Competency-Based Training 
and Development System 120 

Implementing a Competency-Based 
Appraisal System 131

Implementing a Competency-Based Succession 
Planning System 136

Concluding Remarks 141

Communicating Purpose and Gaining Commitment:
Selling the Idea to Others in Your Organization H3

Becoming an Effective Advocate 143

Identifying Key Stakeholders and Expected Levels 
of Support 144



Contents ix

Four Common Reasons for Lack of Commitment 148 
Prepare a Plan of Approach 151 

Common Objections to Competency Models 152 
Concluding Remarks 158

Resource A: Validated Generic Competency Models 163
Leadership and Managerial Practices 163 
Sales Competency Model 165

Resource B: Position-Specific Competency Models 167
Competency Definitions for Finance Employees 167
Competency Definitions for a Branch Technical 

Liaison 168
Competency Definitions for a New Associate 

in a Law Firm 172
Competency Definitions for a Research Associate 

in a Consulting Firm 175
Competency Definitions for an Automobile 

Sales Consultant 179

References 183

About the Authors 185

Index 187


