Competency Approach
What is competency-based performance development?
Competency-based performance development is a flexible and effective framework for human resource development, based on the analysis of the skills or activities of an occupation.

A skill is a task or activity required for competency on the job. Competency in a skill requires knowledge, experience, attitude, and feedback. Performance assessment criteria clearly define the acceptable level of competency for each skill required to perform the job. The individual's level of competency in each skill is measured against a performance standard established by the organization. 
These competency skills are grouped according to a major function of the occupation, and are presented in a two-dimensional chart. Each skill has its own set of "learning outcomes", which must be mastered before a competency in the particular skill is acknowledged. 
Click here for an example of a typical skills chart, used to present the skills necessary for preventing falls in seniors. Click here for the individual skills and learning outcomes of these skills, which accompany the chart. 
The benefits of the competency approach
There are many different approaches to competency analysis. Some competency studies take months to complete and result in vague statements that have little relevance to people in the organization. Our approach is quick and efficient, and is classified as a "ground-up" approach to competency analysis rather than a "top-down" approach. The benefits to this approach include: 

· Increased productivity

· Improved work performance

· Training that is focused on organizational objectives

· Employees know up front what is expected of them

· Employees are empowered to become partners in their own performance development

· The approach builds trust between employees and managers

· The interaction required by the model is a catalyst for mutual understanding and appreciation 

Our approach to conducing and implementing competency

Future Learning Inc. uses the DACUM (Developing A Curriculum) approach to competency analysis. This approach is a proven, efficient approach that involves employees at all levels of the organization. It results in the development of competency documents that are relevant to management and employees, and that can be quickly implemented within the organization.
Our experience 

Our senior competency analysis team is lead by Terry Allen and Bernadette Allen. We also draw upon a strong team of associates who are very experienced in competency analysis and implementation. Terry and Bernadette have combined experience of over 30 years in the use of the competency approach. Their experience spans many sectors and geographic areas. Click here to view a sample of the organizations where we have applied the competency approach.
Terry Allen has conducted international skills analysis consultations using DACUM, and has developed skills charts for over 15 years. Terry's foundational experience with DACUM was gained with Holland College, an organization world-renowned in the DACUM approach. A certified DACUM Facilitator, Terry also holds a certificate in adult education and advanced facilitation, and a Bachelor of Science degree from St. Francis Xavier University. Terry has worked on a number of occupational research projects to help set direction and standards for representative organizations. He has conducted occupational analysis in a wide variety of sectors and occupations. 

Bernadette Allen's initiation to the competency approach occurred when she researched and established one of the first competency-based dietetic internship programs in Canada. During that project she used the DACUM process for skills identification and as the basis for curriculum development. She took a lead role in the establishment of competency and occupational standards for the Canadian Dietetic Association and served as a senior member of the Canadian Dietetic Association's first national Dietetic Internship Accreditation Team. Bernadette experienced first-hand the value of using a competency approach for curriculum development and performance development, and has used the approach throughout her career in a wide variety of applications. According to Bernadette, the key benefits of the competency approach are that it provides the organization with a clear road map for designing training that addresses organizational goals; and, it provides employees with the tools to become partners with the organization in their own performance development. Bernadette's education in competency was gained at Holland College. She also holds a Masters Degree in Adult Education from St. Francis Xavier University.
How is a competency-based occupational analysis conducted?
An occupational analysis of the job is conducted by industry experts under the guidance of an experienced facilitator. The analysis may be conducted in a 2-3 day brainstorming session, or over a series of several shorter meetings. The analysis involves the following steps:
· Identification of major job functions.

· Identification of skills performed within each of the major job functions.

· Generation of several drafts to be reviewed by employers and employees and modified to accurately reflect the skills performed on the job.

· Development of an occupational analysis chart. The chart is a two-dimensional spreadsheet chart displaying the major job functions and skills.

· Identification of performance standards for each skill using a competency-based rating scale which describes various levels of performance. 

How is it used by organizations?
The occupational analysis is a foundation upon which to build a variety of human resource development initiatives. This adaptable, flexible, and scalable tool has been used to:
· provide a systematic approach to planning training 

· customize training delivery to the individual or organization 

· evaluate suitability of training programs to promote job competence

· provide employees with a detailed job description 

· develop job advertisements 

· interview and select personnel 

· conduct performance appraisals 

· target training to skills that require development 

· give credit for prior knowledge and experience 

· focus on performance improvement 

· promote ongoing employee performance development 

· identify employee readiness for promotion 

· guide career development of employees 

· develop modular training curriculum that can be clustered as needed 

· develop learning programs 

One of the strong points of the model is that it requires interaction between the employer and the employee. The job analysis is a catalyst to meaningful discussion of job performance because the employer and employee have a common understanding of expectations. This is due to the explicit nature of the competency statements pertaining to the job. The fact that the employee conducts a self-appraisal of performance and the employer must confirm this assessment requires a counselling type of interaction to take place. The growth plan requires input from the employer and the employee for its development and follow-up.

