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Welcome to lecture 5 of this module 8. And the previous lectures we discussed about
technology and organizational design and how this you know technology has been used in a
for organizational effectiveness and structure and structural perspective. Now, in this lecture
we are going to discuss essentially on organizational competencies. So, what are we going to

try to understand in this particular lecture?

So, in this lecture we will try to develop an understanding on what is competencies. I think
some of you would have people who are working in a company or organizations might have
heard about you know required competencies and you know do we really have this

competency. You know now, we have this word terminology competencies.

Now, so, students who are going to enter the workplaces also will be concerned about
competence. So, we will be discussing about what is this competencies and we discuss this
competencies in two ways. One is organizational competencies and individual competencies
and we will also discuss about you know other aspects you know what are the dimensions of

organizational competencies.
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* Concept, importance and components of individual
and organizational competencies

* Types of organizational competency
+ Dimension of organizational competencies

* Factors affecting success of organizational
competencies

Use and support of organizational competency

Factors affecting the success of organizational competencies and we will also discuss briefly

discuss about use and support of organizational competency.
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o
Concept of Organizational Competence &
o

* Organizational competencies are generally meant the root network

that nurtures the h of the organization. {/
o

* The term competencies are the measurable amount of skills,
characteristics and knowledge that help employees perform their

jobs successfully.
* Organizational competencies are the total of the skills, attributes

.aﬂ_l_eg_ning an organizational needs to perform its tasks.

* Organizational competencies are defined as the combination of

required skills, necessary information, appropriate performance
measures a| orate culture that the company requires
to achieve its mission.

Now, let us get into the lecture and try to understand. Now, before we discuss this
competency we see organizational competencies are you know key factor in making the
success of an organizations. Now, what is this competencies about? See the competencies
nothing, but it is a measurable amount of it can be skill, knowledge or characteristics that

employees of these organizations should have to perform the job successfully.

Meaning that it is talking essentially talking about skill, knowledge, abilities and other
characteristics ok. So, let us say they call it KSAOs ok. Now, what are the skill, knowledge,
abilities and other characters which are essentially to have these employees should possess to

perform effectively for the organizational success. That is what the competencies are.

Meaning that the skill, knowledge and abilities are other characteristics which are very critical

for performing or reaching the goal. You keep it this way. So, there is a goal. To achieve this



goal the employees of this particular organization should possess these required, these are
becoming a required skill set. So, that you will be effectively achieve this target or goal of an
organizations. So, now this is a just a term competency. Now, what is this organizational

competencies?

This is about an overall skill, knowledge, attributes and learning of an organizations that
needs to perform its task. Now, it is a collective of all employees of an organization which we
are talking about this in the skills, knowledge and abilities and of course, the organizational
learning which are critical for performing the task of an organization. As an organization let

us say you wanted to produce goods and deliver to your customers.

Now, to produce particular product on and deliver it to your customer and manage the
services. These are the three key activities the company does. Then what are the skills and
knowledge and other you know learning an attributes which are required is are called become
an organizational competencies. So, the organizational competencies are defined as a
combination of required skill and of course, necessary informations and appropriate
performance measures and right corporate culture that company requires to achieve its

mission you call it as a goal.

So, it is essentially talking about a skill required and information necessary and you know
appropriate performance measure whether the you have an established the performance
measure which evaluates how does my employees are performing and also having a right
corporate culture that is promoting to achieve the goal of an organization that is what

organizational competencies are.
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Importance of Organizational Competence

Organizational competencies are essential for every organizations as it

helps in many way such as -

¢+ Competency can help create new products or services and access to
new markets that align with organizational goals.

* Organizations camap for personal and
professional development based on their competencies.

* Identifying core competencies can give organization an idea of which
functions to outsource and which ones to keep in-house.

. Use them to set the standards of performance within any role or team,
« Raise the quality of the feedback between managers and employees.

Now, let us try to you know understand why this competencies are important. See the
competencies are very critical for any organization because unless otherwise as we say you
know its a required skill set right and then the information you need and the you know a skill
set or a technology you should have and also culture you should require to perform you are a

essential existence of a business right.

Now, so this competencies are very critical because this competencies will help an
organization to create new product and or maybe new services and access new markets that
align with the organizational goals. Now, this now this identifying a core competencies can
also give organization of an idea which functions to outsource which function to outsource

which functions to have.



Let us say now as a company this is my company now I need to identify what are my core
competencies, what are I am really good at, what are the you know my critical competencies
in terms of skills knowledge abilities and other characters. Now, when I know what are my

core competencies are now then I will have a better idea ok.

Now, I want to have regular employees and outsource certain activities, ok. Now, I know
what are my core competencies based on this competencies you will be able to make a
decision on ok; what for what I should have internally for what I can go for outsourcing. Let
us say you see in a larger manufacturing organizations you know let us say in a most of the
organization we see you know in a security service or always outsource or maybe you know

basic certain let us say you are a product development company.

And probably for a certain parts of the products you do not produce because you say you
know you can outsource it does not had many critical element of within the organizations
though the final product is critical, but key aspects you will produce that can be your core

competence.

So, you will decide when you know your core competencies you will be able to decide which
you need to do internally and where you can do you know outsources right. Then it will also
raise the quality of the feedback between a manager and employees the competencies are very
critical and important in various way as we say it gives more opportunity for an organization

should be more effective and productive ok.
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Components of Individual Competencies in
Organization
The components of individual competence are as follows:

For individuals, it is generally accepted that competence
comprises the following components:

1. An individual's knowledge, skills, attitudes and

behaviours that are causally related to superior job

eerformance. I

2. An individual's ability to perform activities within an
occupational area to the levels of performance expected in
employment.

Now, let us look at now components of individual competencies. Now, we discussed about
organizational level competencies now which essentially the replica of organizational
competency to individual. Now which is nothing but individual employees knowledge skills

and attitudes and other behaviours which are required to perform effectively.

So, superior job performance nothing, but perform effectively. So, what are the skills
knowledge and other behavioural components you should have. So, that you will be able to
perform effectively that becomes the competencies of an individual. So, this if you look at
competencies where does this competency comes from if you look at the competency always

come from a job or a job role right.

So, each of the job role job and job role we will determine what is to be done right. So, what

is to be done in this job. So, to do this job what are the required competency which you are



talking about knowledge skill abilities or other behavioural perspectives. So, it if you look at
the competencies the determination of the competency. So, what are the competency required

is always comes from the job.

So, job will tell you what are the competencies that one should have to occupy the particular
job role. So, that will tell me ok. So, the when individual wanted to do this job should have

this you know skill set competency. So, that they will be able to effectively perform well.

So, it is also talks about you know individuals ability to perform the activities within the job
to a expected level or a desired level of performance right. So, you always expect or a
company always expect an employee to perform in a desired level. So, desired level is there is

a expectations.

So, I as an organization they always expect individual to perform as the desired level of
performance not below it. When they go below there can be two things. One can be planning
for a training or probably organization may feel like you know this person is do not have the
do not possess the required competencies he or she cannot fit into the job rather they have to
leave the company right. So, these are the consequences if somebody do not have the required

competencies ok.
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Components of Organizational Competencies

The Components of Organizational Competencies are as follows: z}’
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Problem solving
Attention to detail
Innovation ~~
Integrity
Resilience o
Customer service =~
Strategic perspective
Team work
leadership =

Now, let us look at now what are the components of organizational competency there are. List
of competencies are you know been given here. See if you look at now when I talk about the

organizational competency what did what did we say what is the organizational competency.

It is a total of the all skills and knowledge and attributes which are required to perform the
organizational goal. So, we are listing down various competency which are critical or may
major components in an organizational competency. One is decision making is a one

competency.

Risk taking developing you know relationships interpersonal relationship, problem solving,
attention to detail, innovation, integrity and resilience whether the company is able to bounce

back and you know customer service, strategic perspective, teamwork and leadership all these



are components of organizational competencies which are now forming the organizational

competencies ok.
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Types of Organizational Competencies

The Organizational competencies are varied as per type of products or
services of the organizations. Competencies in an organization have
following types: /

Core competencies

Team competencies 2
Role/Individual competencies =
Leadership competencies .~
Management competencies

Cross functional competencies s
Technical competencies )
Behavioural competencies /

Now, let us try to go and in detail to further understand what are the different types. Now, if
you look at see these are components of components there are so many components. Now,
generally what happens these competencies are grouped or clustered. So, they are clustered to
form competence you know then certain competencies together related to one type of a
competency. This cluster of these competencies forms a type of competence that is what we

are going to discuss now.

Let us say this now as per this there are different type of competence required one is a core
competencies then comes team competencies we are going to discuss in detail for each of the

competencies. Now, let us say individual competencies are role competency leadership



competencies management competencies cross functional technical and behavioural
competencies. Now, let us go in detail and understand about each of these competencies ok

first is a core competency.
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Types of Organizational Competencies

+ Core competencies: core competencies are the skills, characteristics,

and knowledge that form the defini hs of a company. They

value to the customers, rare to find and hard for competitors to imitate
perfectly

+ Team competencies: Every team of the organization might require a
particular set of competencies depending on the project or function
which include collaboration, neutrality and knowledge integration.

* Role/individual competencies: Individual competencies identify the
characteristics to be effective in a particular job role, job specific skills
and new skills.

The core competencies are nothing but a skills, characteristics and a knowledge that forms a
defining strength of a company. Meaning that if I the moment I talk about a company I always
have certain aspects that this company is always known for it right that becomes my core
competency. Let us say Tata motors as an example. So, they are not a mobile industry. So,
their core competencies to producing a durable and a high quality cars. I am just picking up

certain examples. So, that you will be able to read.

Now, what are their core competencies? Durable quality and reliable cars. So, now these are

called core competencies of a particular company. So, this is what we are talking about a core



competencies what their competencies quality, durability and reliability right. So, or may be

the quality service customer service.

So, let us keep all this these are becomes a forms by core competencies. So, the value to the
customers rare to find these competencies are critical for any customers who want to pick up

your company right and this to be rare to find out and hard for the competitors to imitate.

So, every company wanted to create a core competencies. Why do they wanted to create this
core competencies? Because they wanted to see that this becomes my identity and value and
value where others cannot imitate or it is not easy to replicate. That is what we form become a

core competencies of a company.

So, this core competency will differentiate your company with the other company. Now, let
us say a technology based organizations we have so many number of organizations right. It is
a TCs, CTS, Wipro, HCL, Accentures names are so many long list of companies coming up.
But each of the companies have certain core competencies they are always preferred for those

competency right.

So, that is why we are talking about a core competencies are then comes team competencies.
What is this team competencies? Every team of an organizations might require a particular set
of competencies maybe with its depends on a kind of a project they are doing or probably
what type of a client or a customer I am handling or a particular you know functional domains

this are required. So, those competencies are called team competencies.

These team competencies are essentially dependent on what type of a team we are referring to
is it a functional department we are referring to or is it based on a project or based on a
customer or based on a particular client then those team should have those competency which
are essential to make those project run effectively run those department more effectively that

becomes a team competencies.

Then comes role or individual competencies individual competencies we are talking about

you know to perform the particular job what are the critical competencies required that is



called individual or a role competencies. So, each job required as I was explaining earlier
each job required specific competencies of an individual should possess to perform

effectively. So, these comes a role are an individual level competencies.
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Types of Organizational Competencies

* Leadership competencies: It represents effective leadership in an
organizations including self discipline, leading innovation, developing
and mentoring people in the organization.

* Management competencies: These are the skills set, knowledge and
attitude of the managers to manage people effectively through

delegation, respect to people, clarity on the work and assignments, etc.

+ Cross-functional ies:. These are required for jobs across
many functions and teams and for partnerships with external team

members and stakeholders.

And next comes the leadership competencies it represents the effective leadership in an
organizations including you know self discipline leading an innovation, developing and
mentoring people in an organizations all this forms a leadership competencies. So, when
somebody should have a these qualities are related to a leadership competencies then comes

management competencies.

So, these competence are essentially talks about specific skillset knowledge and other things
which are required for a manager to manage people effectively. So, these are called

management competencies. So, the competencies which are referred to any skills knowledge



attributes or any other characteristic which are required for a manager to manage the people

effectively that forms the managerial competence and management competencies ok.

So, because you know when as a manager you need to you know make others to do the job at
the same time you need to you know effectively manage them in terms of allocation of
resources, handling people, managing the interplays, conflict, interplay, intergroup or within

group conflict.

So, all this becomes a role of a manager. So, that becomes a management competencies. Then
comes cross functional competencies. So, these competencies are critically required to
manage between two different functional groups to interact. Now, to make sure that when two
functional groups are you know interacting and working together what are the competencies
which are required to manage those cross functional teams are called from the cross

functional competencies ok.
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Types of Organizational Competencies

Technical competencies: Technical competencies are the specific ;
knowledge, skills and abilities that are applied to accomplishing a specific
task, job or function.

Behavioural competencies: Employees at all levels of the organization
struggle because these skills apply to them differently and inconsistently.
Individual performance indicators are more specific than organizational
competencies and capabilities

Then comes technical competencies. These technical competencies are the specific
knowledge or skills and abilities that are applied to accomplish a specific job or a task or a
function. So, this is called technical competencies. Let us say I have a job. This is a task. To
perform the task I might need a specific skill set that become a technical competency. You
know the technical part of it. You know I am not talking about you know interpersonal or

behavioural competency.

It 1s about a technical competency. You know your technical skills and knowledge which are
required to achieve or do or carry out the job effectively which forms a technical
competencies. Then comes the behavioural competencies. Now, you know employees in all

levels of organizations have to apply certain behavioural things.



For example you need to interpersonal skill sets, you know interactions managing the conflict
effective communications. And all this become you know behavioural competencies. How do
you behave with your customers, with your employees, co-workers, managers, subordinates,

your peers and colleagues.

All that matters you know how do they the way you interact, the way you pass the
informations, the way you handle the situation. All these behavioural competencies are very
critical for an organization to perform effectively. So, that forms a behavioural competencies

of an individuals, ok.
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Dimensions of Organizational Competencies

In addition to the components shared earlier, there are also the following
dimensions of organizational competencies being taken into account:

* Input_competencies; the knowledge and understanding, skills and
abilities that a person brings to a job.

. f:ggw@s: the core personality characteristics underlying a
person's capability to do a job.

¢ Output competencies: the ability to perform the activities within an
occupational area to the levels of performance expected in employment.

Now, so far we have discussed about various types of organizational competencies. You

know starting from you know technical core competencies to behavioural competencies.



Now, we are going to discuss about dimensions of this organizational competencies, ok. You

know we discussed with various components.

Now, we are going to discuss about a dimension now comes the input of competencies. Again
you know for a competencies also you have an input process and output. Now, what are the
competencies we are talking about input competencies. Input competencies are nothing but
knowledge understanding skills and abilities that a person brings to a job. Let us say this is a

job, ok.

Now, when you are entering as an individual employee let us say A is an employee. A as an
employee might have knowledge that level 2 skill at level 3 and abilities at level 2. So, let us
say this is a combination of this particular competencies this individual bring to a job. This is

called input competency.

What is the competency that person posses. Now, you should understand, possess versus use,
ok. So, somebody this input competency is only talking about possession of a particular
competencies, ok. It is not talking about use of a competency, right. So, where the input
competencies are essentially talking about what competencies you have at varying level you

may be have a different proficiency level.

Now, comes the process competencies. Now, this comes this process. So, you bring certain
competencies and what are your personality characteristics you know that underlies a person's
capability to do a job. Now, you have this particular competency. Now, process is definitely

talking about use of competency.

How have you as an individual using these competencies to perform your job? You know just
possessing a competency is of no use unless otherwise it has been effectively used, right. So,
that comes the process competencies. Now, comes output competencies you know. Now,
ability to perform the activities within the occupational area where we are talking about you

know actual application of these competencies.



So, that we are talking about output competency. How effectively that person uses the
competencies to perform the particular job to you know to meet the expected performance
level in a work places. So, these are the different dimensions of organizational competencies

we are discussing about.
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Factors Effecting Success of Organizational Competency

In order to achieve or enhance organizational competency; they must
progressively address certain factors considered critical to the effective
management and support of projects. These are

Project Strategy: The organization should formulate a project strategy in
alignment with endorsed strategic plans, goals, and objectives.

Project Appraisal: The organization should formally appraise projects for
inclusion in its programs and/or portfolios.

Management of Projects: The organization should manage programs
and/or portfolios of projects within the operating environment.

Support of Projects: The organization should support programs and/or
portfolios of projects within the operating environment.

Now, comes so far we discussed about competencies. What type of competencies? Now, you
said you know input process and output. So, somebody has to effectively use the
competencies. Now, comes what are the factors which will effect the success of

organizational you know competencies.

Now, you know to achieve or enhance organizational competencies. So, organizational has to
progressively address or try to address certain factors which are critical for effective

performance. You know every time what are we concerned about? We are always concerned



about effective performance, we are always concerned about can we perform better as an

organizations.

You know in terms of you know revenue in terms of a better business in terms of a growth, in
terms of a better experience for my customers, in terms of better experience for my employees

are all stakeholders concerned. Now, so how do we do? Now, comes the project strategy.

So, organization should formulate a project strategy in alignment with the strategic plans and
goals of an organization. So, you should always you know formulate a project strategy that
should always in alignment with your strategic, your organization strategic plans and goals.
Then comes the project appraisal. So, organization should always evaluate and assess the

projects for inclusion of its programs and portfolio.

You know it is very important that you appraise and evaluate the project to you know see that
whether you can you know include these programs or portfolios for a better performance of
organization. Then management of projects. So, first you are talking about a project strategy.

So, how do you strategize your project in alignment with the larger organizational goals?

Then comes uprising the project, then comes the management of the project right. So,
organization should manage programs and portfolios of the projects within the operating
environment. You should have to effectively manage those projects and portfolios for a better

you know a performance of the particular projects. Then comes support of projects.

So, organization should enable or provide support programs or portfolios of the project within
the operating environment. You should always provide create this necessary support for the

effective function.
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Factors Effecting Success of Organizational Competence

* QOrganizational Change: The organization should plan for and manage
the change that is generated within it by the conduct of programs,
portfolios and/or projects.

= Project Management Methodologies, Procedures and Systems: The
organization should develop and apply appropriate project management
methodologies, procedures and systems in accordance with best practice.

Now, comes the organizational change. Organization should always plan for and manage the
change. So, that it is generate a within the conduct of the program portfolios or projects. Now,
you see that no organization will always experience change you know it can be internally
demanding or may be externally demanding or probably for the betterment or a better

performance of a company.

So, whenever you have to introduce a change you should always plan for the change. When
are you going to introduce? Why does the change is very critical? And how are you going to
manage the change? You know because the moment you introduce the change there can be
resistance some sometimes there can be a support. Then how do you facilitate the change
within this project operations that is very critical to the fact. Now, comes project management

methodologies procedure and system.



The organization should always develop and apply appropriate project management
technology which we should actually identify the right methodologies and procedure and
systems in accordance with the best practices. So, that you will be able to create a better

successful performance for an organizational setup, ok.
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Use and Support of Organizational Competence

Competencies are widely used across organizations and have close w
relationships with the functions of human resource management, which .
-

include the following:

the determination of the job content, the requirements to carry out the
job, and the relationships between the job holder and other staff.

'/At the planning: Competencies are applied in job design, which involves @*ﬂi\}}@ﬂ ;\

* At recruitment: Competencies form an integral part of the selection
process, facilitating the assessment of candidates to determine their
suitability for a given job

= At performance management and staff development: Competencies
acilitate the establishment of performance standards against which staff

will be assessed, and the identification of individual

Now, now we have discussed about what are the factors will you know effect the success of
the organizational competence. Now, we are going to see what is the use and support of
organizational competencies. See competencies are always widely used across organization
and; obviously, it will have you know close relationship with functions of human resource
management because human resource management will do an exercise of an understanding

doing the job analysis to identify for each job what are the required competencies.



So, that you know we are able to identify a right person for a job who can effectively perform.
So, you always see that you know these are closely linked with the HRM departments. Now,
comes at the planning so, what do you do with the planning? So, the competencies are always
applied in job design which involves determination of job content what is that you know job

itself and you know what are the skills knowledge are required to carry out the job.

So, now we are talking about you know who is performing the job which is the other person.
You know you have to be identify what is the job itself what is the content of the particular
job and what is required to perform the job. Then comes the recruitment. So, now, you know
the job itself let us say this is a job I know what is inside this job and what is required to

perform this job, ok.

One is to know what is inside the content of the job then comes what is required to perform
the job then comes the recruitment. So, now, competencies are very very critical component
of you know identifying a right person for the right job. That is why we are we always say
right fit.

When is a right fit is talking about from a competency perspective. So, what are the
competencies that its A is an individual who has this competencies matching with the
requirement of the particular job alignment. So, this is where it is very critical at the
recruitment stage you know organization has to identify a right persons who possess the

required you know competencies to perform the job effectively.

Then comes at the performance management and staff development. So, competencies always
do what competencies will always facilitate you to perform well against the standards. So,
now organization will be assessed in a performance assessment ok does this person were able

to perform well in the particular job given to them.

Now, here two possible outcomes one is meeting of three possible outcomes, one is meeting

the performance standards or something exceeding the performance standards sometimes not



able to know you know short fall off you know meeting the standards. Now, you might able

to understand.
So, is it attribute towards the gaps in the competencies does the person possess all the
competencies required or this person do not have the required competencies is that may be the

reason why he or she is not able to perform effectively in a job place right.
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So, now so, these are all you know we are talking about. Now, what is the insight we are
talking about the moment you know that there are competency gaps. So, what is the possible
interventions the organization has to plan for aligning with a training component right the
moment I see there are deficiencies or the gap in the skills there are competencies of an
individual who are deputed to perform the particular job has to be automatically indicated that

ok.



These persons need training on these competencies you have to push or send them to the
particular training model. So, that they get trained on the required competence and come back
and perform well. So, now these competencies are very critical at the planning means you
need to conceptualize what are the competencies are required, you need to do a very fair job
of analyzing the job, understanding the requirement, then you identify what are the
competencies are required then comes in the recruitment level you need to identify a right

person who possess the competencies.

Then comes at the performance level stage you need to understand and assess whether this
person is able to deliver the particular job or not in case if she he or she is not able to deliver
what is that you know made them not able to deliver. So, that is what we are able to

understand.

So, in today's lecture what did we do we essentially looked at you know developing
understanding on the competencies what is competency then we discussed on understanding
organizational level competencies then we looked at individual level competencies and we
also looked at you know what are the factors which are critical for a successful you know

effectively making the organizational competencies.

And we also discussed about various types of competencies you know we are talking about
from core competencies to behavioural competencies how do you cluster this competencies.
And we also discussed about you know at how do we you know use the and use and support
of competencies we discussed about from the planning stage at the recruitment stage and also
for the performance assessment and the management of competencies. So, we will all meet

you in the next module in module 9.

Thank you.



