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IN THIS MONTH

OD CONNOISSEUR’S ORATE 
C. Eswaramurthi provides us with 
“Insight into competency based 
management and performance 
management system”

OD ENTHUSIAST’S ORATE 
Milind Kulkarni writes on 
“Performance management and 
competency mapping”

OD FOLLOWER’S ORATE 
Swati Pandey discusses 
“Competency based performance
management system”

THE EDITOR’S MESSAGE
With the increasing employee base consisting of Generation Y – “The Millennial” the expectations have 
changed dramatically with regards to work. Organizations and leaders can neither ignore this nor can they 
refuse to adapt their leadership style as per these expectations. The critical phenomenon observed today 
with Gen Y is their low inclination to stay around in one place for long.

The theme of the next issue of Knowledge Beans will be ‘Empowerment - a tool to enhance retention’.  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

OD CONNOISSEUR’S ORATE

AN INSIGHT INTO COMPETENCY 
BASED MANAGEMENT AND 
PERFORMANCE MANAGEMENT 
SYSTEM

C. Eswaramurthi 
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David McClelland (1917 - 
1998) Professor of 
Psychology at Harvard and 
widely regarded as “Father 
of Competency Movement”, spent his life researching human motivation and developed the “Theory of 
Competency”. Competencies can be motives, traits, skills, aspects of one’s self image or social role or a body of 
knowledge that one uses. In nutshell competency is a product of skill, knowledge and attitude.

continued next page

C. Eswaramurthi is the Group Head HR and Principal Consultant 
at Center for Excellence in Organizations Pvt. Ltd. He is an alumni 
of NTTF and has served in large corporation both in India and in 
Singapore. As an entrepreneur, he has set up factories in 
Indonesia in the �eld of manufacturing and businesses in 
Singapore to serve global market



AN INSIGHT INTO COMPETENCY BASED MANAGEMENT AND PERFORMANCE MANAGEMENT SYSTEM - C. Eswaramurthi 

In late 80s, McBer’s dictionary of competencies was developed with 360 behavioural indicators 
de�ning 21 competencies.

Competency Based Management (CBM)
Competencies are usually categorized as fundamental, leadership and functional and can be 
learnt and developed over time.

CBM is a development process aligned with the strategic direction of the organization to achieve 
the set goals. It aims to build high performing organization with capabilities to pro-actively 
address business needs, communicate openly, provide a structure linking aspirations of 
individuals with expectations of the organization and facilitate opportunities for every individual 
within an organization.   

CBM in PMS (Performance Management System): Performance management involves more 
than simply providing an annual review for each employee. It is about working together with 
employees to identify strengths and weaknesses in their performance and help them to become 
a more productive and e�ective resource.

A robust performance management system helps everyone in the organization to work to their 
full potential. In order to establish the same the organization must have periodic skill gap analysis 
to identify the functional training needs followed by a comprehensive competency dictionary 
which will encompass not only the skills but also the knowledge and attitude required for each 
job role.    

Competency dictionary is periodically updated with new competencies that are required to 
match the growing business needs when new technologies, products and services are 
introduced.

continued from previous page
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Milind Kulkarni is a Senior HR professional with four 
decades of experience in major corporates. Currently 
he is the Chief People O�cer at e-Zest Solutions Ltd, 
Pune. Talent Management, PMS, T&D, Employee 
Engagement are his passion areas. He is a visiting faculty at leading 
educational institutes and is also a CEO/executive coach accredited by 
Coaching Foundation of India.

OD ENTHUSIAST’S ORATE

PERFORMANCE MANAGEMENT 
AND COMPETENCY MAPPING

Milind Kulkarni 

Performance management is a very pious and sound tool for managing performance of 
teams/members but the challenge lies in expressing the qualitative measurement into 
quantitative language. It further aggravates when it is ‘forced to �t’ into theoretical 
formula of percentages into various levels of performance (GE). This in organizational 
reality has become a comic explanation of the science of statistics regarding natural 
distribution of values. 

A healthy performance management system links the performance rating with other HR 
processes like compensation and bene�ts and talent management but what we see is 
the travesty of the real performance due to tweaking and modi�cation by the appraisers 
with the end result in mind (7 Habits). 

The irony is that the appraisers are required to justify this to actual performers. Years 
after years I have witnessed nightmares faced by appraisers and atrocities on the 
battle�eld of performance which is duly followed by few poignant decisions and 
permanent headaches. This is what we call - the annual circus of PMS.

My experience in HR has made me learn few beautiful yet intricate lessons on irrefutable 
competency based performance management system which carries with it certain 
pre-requisites viz.:
  Role clarity through
 - Structured job description
 - Competency mapping of all jobs forming the basis of a talent acquisition, 
  management and engagement, career and succession planning and 
  performance management
  Balanced scorecard based annual performance contracts creating a strong linkage 
 to the organizational goals getting further communicated through KPAs, KRAs 
 and KPIs

  Critical support from MIS providing undisputed and reliable data which objectively   
 re�ects the true performance
  Collaboration amongst functions viz. compensation and bene�t, training and   
 development, talent management 

Thus, competency mapping facilitates constructive use of PMS in following ways:
  More accurate assessment to allocate responsibilities
  Analysis of actual performance and developmental goals through competency 
 based review

Benchmark for performance
Against each competency, the performance of the employee is evidenced, reviewed and 
analyzed to devise an e�ective PMS. For role based identi�ed competencies, a 360 degree 
assessment is used for gap analysis and lay down the development plan for each individual. Once 
on a development path the individual moves rapidly towards �lling the gap both externally 
(speci�c roles) and internally (behaviours). An overall company wide analysis identi�es the 
collective strength and weakness of the organization against the competencies that are required 
in totality.



Swati Pandey is an ardent 
HR professional with over 
four years of experience as 

an Organization Development consultant with 
passion in change management, training and development and OD 
interventions. She is presently working as a Consultant at Atyaasaa.
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OD FOLLOWER’S ORATE

COMPETENCY BASED PERFORMANCE 
MANAGEMENT SYSTEM

Swati Pandey 

BEAN STATEMENT
Managing performance without competency framework is like a 
chariot without a horse.

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

Performance has become a catchword today. Right from the small, medium and large organizations to 
the parliamentary system we look for and appreciate performance. Accomplishment of a given task 
measured against preset known standards of accuracy, completeness, cost and speed is de�ned as 
performance (Business dictionary.com). 

So the questions arise as to “What gives performance its true self?” Is it the standalone function of 
knowledge, skills and attitude or is it competency blended with passion. Is competency a requirement 
for successful performance or is it the actual performance?

Organizations in their quest to �nd out the rationale and objective of performance have beautifully 
interlinked the competency factor to the performance factor. This quest has adroitly been named as 
“Competency based Performance Management System”

It is said that “What get measured gets done.” Thus, competency led performance management is an 
objective approach towards measuring, managing and enhancing the performance of an individual.

Leanne Markus very aptly says that competency is a requirement for successful performance – it is not 
performance. Thus, an organization has to be very clear with the objective of implementing a 
competency based performance management system. For example – a sole objective of ‘pay for 
performance’ may not adequately embrace the competency approach of managing performance but 
yes, a more developmental approach towards an individual’s growth and career progression with an 
eye on �nancial parameters makes a great mark (compensationinsider.com).

Few rudiments of a successful competency based performance management system are as follows:

g  Clearly identi�ed organizational objectives based on the need and deliverables expected out of   
 processes

g  Periodic education and seamless �ow of communication on the bene�ts of the system individually  
 and organization wide

g  Role clarity on how an employees’ job contributes to the organization and how does it �t in the   
 whole structure

g  Carefully unfolding an action plan with setting the priorities on the following:
 - Framing structured job descriptions and competency framework
 - Competency based talent acquisition – identifying an individual’s passion and strength and   
  positively driving him towards the same
 - Objectively setting measurable goals and performance parameters
 - Mapping an individual’s competency against the set competency for the role
 - Creating an individual’s initial performance deliverables against his core competency and   
  developing a structured Individual Development Plan for developing his grey areas
 - Drawing a strong alignment amongst all the above factors like role deliverable, competencies,  
  individual development and coaching, performance management and compensation

g  Constant review of the process and feedback

Summarily a competency based approach towards managing people performance is a highly scienti�c, 
objective and fair method. It becomes a boon for the organization when the above mentioned 
rudiments are given due importance. 


