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IN THIS MONTH

OD CONNOISSEUR’S ORATE 
Kamlesh Pali, elaborates 
correlation of skill gap analysis 
and performance improvement.

OD ENTHUSIAST’S ORATE 
Praniti Lal, provides her insights 
on competency based 
performance management.

OD FOLLOWER’S ORATE 
Vishal Vasnik describes about 
performance management 
through ‘Competency Based 
System.’

THE EDITOR’S MESSAGE
Skills are what a performer has to deploy for a particular task. Certain factors such knowledge, skill and 
attitude in�uence performance is a known fact. The organization must establish a strategy to equip their 
workforce with the requisite skills identi�ed through an elaborate skill gap analysis process. A 
development plan evolved after this process acts as a robust talent retention initiative. 

Retaining good talent is imperative than acquiring it.  Employees always want a culture conducive for their 
growth, a culture of openness and shared information, where they can know, where the organization is 
heading towards and what will it look like in future. What are the initiatives that can be taken and 
programmes developed for e�ective employee retention?

The theme of the next issue of Knowledge Beans will be ‘Employee retention – a critical factor for business 
success’.  If you share a passion for the topic and have a �air for writing, do send us your 300 word article 
with a brief pro�le along with your photograph in jpeg format to  atyaasaaeditor@atyaasaa.com
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CORRELATION OF SKILL GAP 
ANALYSIS AND PERFORMANCE 
IMPROVEMENT

Kamlesh Pali
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In today’s cut throat competitive business world when an organization 
needs to chart a road map to achieve its goals and objectives it should 
consider every small factor impacting its performance. Organization 
needs to understand its current performance level as regards its 
competitors in the industry. But to achieve its growth targets, it is 
imperative for an organization to recognize the skills and the resources 
that will be required to execute its plan. It further needs to analyze whether the required skills are in place. This 
process of understanding the di�erence in the required and existing skills is called skill gap analysis.

continued next page
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CORRELATION OF SKILL GAP ANALYSIS AND PERFORMANCE IMPROVEMENT - Kamlesh Pali

Performance improvement is directly linked to skill gap analysis as corrective actions taken based 
upon the results of the analysis to improve the performance of the employees considerably. But 
at the same time the organization should take due cognizance of the fact that there are a host of 
other factors apart from skill gap analysis which are prerequisite for performance improvement. 
One of the factors is the right attitude of an employee. 

When we try to de�ne the right attitude it’s not only the adjectives like optimism, diligence etc. 
that characterize it but the right �t of the attitude with the job description should be taken into 
consideration. It might be the case that a particular employee has the requisite skill set but an 
incorrect attitude might not be able to add value to the organization. On the other hand an 
employee having a skill set which is average but an appropriate attitude might be considered to 
be near/right �t for the role. 

In the conventional scenario wherein skill gap analysis leads to performance improvement, an 
important factor that is often neglected is “right attitude”.  Lack of right attitude of an employee 
hampers performance improvement.  Thus, the juxtaposition relationship between skill gap 
analysis and performance improvement is justi�ed.  

continued from previous page
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from ISTD. She is a Spanish language trainer with over �ve 
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in India and Spain. 

OD ENTHUSIAST’S ORATE

CPBM - A WELL DEFINED DIRECTION
Praniti Lal

Many managers and employees greet the subject of performance management and annual reviews with the same attitude 
that one might bring to a morning of root canal work in the dentist’s chair. What is the reason behind, that the most 
meaningful employee engagement opportunity of the year is often seen as an awkward and archaic ritual?

An analysis of more than 50,000 Indian employees working in 10 major industry sectors in 22 global organizations shows 
more than half of the employees (54%) feel that their company's performance management system (PMS) is not e�ective.

"Given that negative perception about performance appraisal process can breed de-moti-
vation, feelings of anguish and frustration that can ultimately impact performance, 
organizations are trying to change the way performance appraisals are done. While the 
process itself is important in the performance management system (PMS), the human 
element is the most important component in that is whether the employees see the 
system as e�ective or not," says Paresh Rajgarhia, Senior Consultant, Gallup India – 
Economic Times.

This human element can be added by having a competency based performance manage-
ment. 

Competencies are a collection of observable behaviours. They represent a combination of 
the knowledge, skills and attitude required to perform a job role.
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CBPM systems help raise the bar for overall performance, align individual behaviour with 
business strategy and promote a culture of learning. A performance management 
programme enhanced with competencies can have a positive impact on the organization, 
managers, individual employees as well as other human resources and their overall 
development.

Performance is monitored against competencies to identify gaps, create development 
plans, track progress and reward results. Competencies can de�ne a benchmark of setting 
crisp expectations and open ended phrases during performance like “your performance is 
not up-to-the-mark” can be eliminated leading to a fair and open PMS.



Vishal Vasnik, is a civil engineer with supervisory skills in civil 
construction project management. He is currently working as 
a Sr. Engineer at a leading public sector undertaking of the 
Government of India and has contributed in diverse project 
segments like residential, commercial, industrial and 
infrastructure projects.
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OD FOLLOWER’S ORATE

PERFORMANCE MANAGEMENT 
THROUGH ‘COMPETENCY 
BASED SYSTEM’

Vishal Vasnik

BEAN STATEMENT
The views expressed in each of the article are solely those of the author.

Organization’s performance is a function of its intent, collective 
attitude and capability.

Performance management is daily process of coaching and feedback carried out 
through the year. It involves helping employees understand the nature and quality of 
their performance and identify what they need to do to improve the same. 

Many organizations are aware of the fact that, high performance of a successful 
organization depends on how capable their people are. They also know that formal 
education does not necessarily equip employees with the appropriate skills to thrive 
at the workplace. 

The solution to bridge this gap, lies in training and developing the employees to meet 
the speci�c requirements of the job pro�le as aligned to the business goals of the 
respective organization. This is where competency based system when included 
helps identify this gap.

A competency based system provides a mechanism for the recognition of employee’s 
abilities and ensures that individual professional development and training targets 
are recorded and achieved by the organization. It sets clear performance 
expectations for employees, enabling them to make informed decisions and work 
more e�ectively.

The three components of competency-based system
1. Objectives: It is the measurement of results.
2. Competencies: It is a measurement of the behavioural characteristics that 
impact results. Competencies are those success behaviours that high performer’s 
exhibit much more consistently than average performers.
3. Development: Here Individual Development Plans (IDPs) are created to enhance 
employee strengths and to seal performance gaps as determined during 
competency evaluation.

The above three components of performance management facilitate formulation of a 
competency based developed plan around the competencies that have been 
identi�ed for a speci�c role. To be assessed as competent, a person must demonstrate 
to the fullest the identi�ed success behaviours while performing speci�c job roles. 

This establishes a transparent blueprint for recruitment, job expectations, 
performance evaluation, and career advancement paths. Personal judgment and 
biases are minimized, creating a more positive work environment and a stronger 
relationship between employee and employer.


