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Worldwide Skills

You Can Change a Company

Multiple Functional Areas

You Can Change a Life

Your Profession Matters



21Forces for Change

▪ New ways of doing business require new ways of 

managing people
– Globalization; Speed and Flexibility; Government 

Regulation; Demographic Shifts

▪ New ways of managing people require new skills, 

competencies and behaviors from HR

▪ Advance the HR Profession
− Identifying successful performance across career levels

− Highlighting technical skills and behavioral attributes

− Focus on observable measurable behaviors and 

proficiency standards

WHY COMPETENCIES?



22Wisdom for Today

“



23Wisdom for Today



24

Competency: A collection of knowledge, skills, abilities, and other 

characteristics (KSAOs) that are needed for effective 

performance in the jobs in question (Campion et al., 2011). 

COMPETENCIES DEFINED

What is a Competency?
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Changing realities of business
New and established 

approaches to HR

Clarity regarding what is 
needed to:

• Be successful in current role

• Move to the next career 
level

• Establish an effective HR 
function

26
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Different Levels
Different Responsibilities
Different Needs

• Extensive experience
• Holds the highest-

level, strategic 
leadership role in 
organization or serves 
as highly experienced 
HR strategy 
consultant

• Peer group is the 
other executives in 
the organization

• Develops HR strategy

Executive

• Little to no 
experience

• Supports 
operational 
functions

• May lead small-sized 
projects

• Carries out the plan 
at the transactional 
level

Early
• Significant experience
• Serves as high-level 

strategic and/or 
operational leader or as 
experienced HR 
consultant

• Oversees large or 
multiple programs or 
projects

• Operationalizes HR 
strategy and translates 
strategy into a plan

Senior

• Moderate experience
• Leads or supports 

operational functions
• Manages small- to mid-

sized projects
• Implements the plan 

and contributes to its 
refinement

Mid
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▪

▪

▪

http://www.shrm.org/hrcompetencies/pages/default.aspx
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30Knowledge + Behavior = Success

▪ Relationship Between Technical and Behavioral Competencies

BICYCLE MODEL

Technical Competencies

Power

What’s Being Performed

Behavioral Competencies

Direction

How You Perform Your Job
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HR Expertise
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Ea
rl

y

Gathers, 
assembles and 
reports HR 
metrics and 
labor market 
trends

M
id

Implements 
strategy for 
managing talent 
across business 
lines as well as 
competitive 
market 
Se

n
io

r

Creates an 
action plan for 
managing talent 
within the 
confines of the 
labor market

Ex
ec

u
ti

ve

Defines strategy 
for managing 
talent within 
the confines of 
the labor 
market and the 
business model

Competency: Business Acumen

The ability to understand and apply information to contribute to the 
organization’s strategic plan
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▪ Type: Technical Competency

▪ Cluster: Technical

▪ Definition: The knowledge of principles, practices 

and functions of effective human resource 

management

 Possesses the technical knowledge needed to design, 

enact, evaluate and maintain sound HRM practices

 Retains the policies, practices, laws/regulations and 

principles that underlie effective HRM  

STRATEGY

• Business & HR Strategy

ORGANIZATION

• Structure of the HR 
Function

• Workforce Management

• Employee Relations

• Technology & Data

WORKPLACE

• HR in the Global Context

• Diversity & Inclusion

• Risk Management

• Corporate Social 
Responsibility

• U.S. Employment Law & 
Regulations

PEOPLE

• Talent Acquisition & 
Retention

• Employee Engagement

• Learning & Development

• Total Rewards
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▪ Type: Behavioral Competency

▪ Cluster: Interpersonal

▪ Definition: The ability to effectively exchange 

information with stakeholders

 Helps employees better understand the purpose and 

value of HR policies and practices

 Generates greater confidence in the effectiveness of 

HRM and increases employee satisfaction and 

business unit performance

Perceptual objectivity: the ability to make 

others feel as though you are being objective 

in your communications and listening 
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▪ Type: Behavioral Competency

▪ Cluster: Interpersonal

▪ Definition: The ability to manage interactions to 

provide service and to support the organization

 Builds relationships to help increase performance, 

team cohesion and engagement

 Negotiates both relationship conflict and 

information/task conflict effectively
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▪ Type: Behavioral Competency

▪ Cluster: Interpersonal

▪ Definition: The ability to value and consider the 

perspectives and background of all parties

 Effectively and respectfully interacts with colleagues, 

customers and clients of varying backgrounds and 

cultures

 Complies with inclusive hiring practices



41

▪ Type: Behavioral Competency

▪ Cluster: Business

▪ Definition: The ability to understand and apply 

information to contribute to the organization’s 

strategic plan

 Thinks in terms of the business and operations first 

and then applies the HR lens to work

 Applies systems thinking and economic awareness 

based upon four areas of knowledge: business 

administration, finance, marketing and operations 

expertise
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▪ Type: Behavioral Competency

▪ Cluster: Business

▪ Definition: The ability to interpret information to 

make business decisions and recommendations

 Masters measurement and assessment, critical 

thinking, and research design to answer workforce 

and business questions

 Evaluates data and analyzes it from different 

perspectives until thoroughly understanding the 

details

HR is all about numbers!
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▪ Type: Behavioral Competency

▪ Cluster: Business

▪ Definition: The ability to provide guidance to 

organizational stakeholders

 Translates complicated information about HRM 

practices into actionable recommendations

 Applies creative problem-solving to address business 

needs and challenges
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▪ Type: Behavioral Competency

▪ Cluster: Leadership

▪ Definition: The ability to direct and contribute to 

initiatives and processes within the organization

 Employs a results-oriented approach based upon 

SMART goals to manage resources, projects and 

products

 Navigates potential obstacles with extreme political 

savvy 
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▪ Type: Behavioral Competency

▪ Cluster: Leadership

▪ Definition: The ability to integrate core values, 

integrity and accountability throughout all 

organizational and business practices

 Adheres to an organization’s core values and ethical 

guidelines 

 Helps drive an organization’s ethical climate by 

responding to ethical issues
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Entry Mid Senior Execu-tive

Ethical Practice 1 1 1 1

Communication 2 3 4 5

Relationship Management 3 2 3 3

HR Expertise 4 4 2 2

Business Acumen 5 6 7 7

Critical Evaluation 6 7 8 8

Consultation 7 5 5 6

Global & Cultural Effectiveness 8 9 9 9

Leadership & Navigation 9 8 6 4
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Jon Decoteau, SHRM-SCP, 

Divisional Director - West  
State of California Field Services Lead

Jon.Decoteau@shrm.org

@SHRMJonD
916.990.7483

Thank You!

mailto:Jon.Decoteau@shrm.org
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