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Agenda

1. What are competencies?

2. Why do competencies matter?

3. How can competencies support performance 
improvement and performance management?



The Challenges
 Create flexible, systematic informal learning 

opportunities to encourage innovation and continual 
improvement

 Differentiate employee support to close learning gaps

 Communicate employee learning in a way that makes 
sense to employees, supervisors, and executive teams. 



Workforce 
Trends

State Civil Service Annual 
Report 16-17



Workforce 
Experience

State Civil Service Annual 
Report 16-17



Generations In 
the Workforce

The Bridge: 
Generation X



46…Average age of Classified Employee

45…Average age of Unclassified Employee



PERFORMANCE IMPROVEMENT

Formal, informal, and on-the-job  
learning opportunities

Performance discussions based 
on established behavioral 
expectations

Reflective practices

PERFORMANCE MANAGEMENT

Shared responsibility between 
the employee and the supervisor

Documentation of performance 
improvement opportunities

Documentation of reflective 
discussions 

Managing and Improving Performance



State Civil Service 
Competency Model



State Civil 
Service 
Competency 
Model



State Civil 
Service 
Competency 
Model



STATEWIDE
COMPETENCIES

CORE COMPETENCIES 
COMMON AMONG ALL 

EMPLOYEES WHO RECEIVED 
“EXCEPTIONAL” ON THEIR 

PERFORMANCE 
EVALUATION. 



SUPERVISORY 
COMPETENCIES

CORE COMPETENCIES 
COMMON AMONG 
SUPERVISORS WHO 

RECEIVED “EXCEPTIONAL” 
ON THEIR PERFORMANCE 

EVALUATION. 



CORE COMPETENCIES  OF A 
POSITION 

BASED ON A 360°
COMPETENCY SORT WHICH 

FOCUSES ON THE JOB 
REQUIREMENTS, NOT A 

PERSON. 

POSITION 
COMPETENCIES



COMPETENCIES RELATED 
TO SPECIFIC JOB 
REQUIREMENTS 

TECHNICAL  
COMPETENCIES



DEVELOPMENT 
WHEEL

REPRESENTS ALL 
COMPETENCIES REQUIRED 

FOR EACH  POSITION. 



The average age of a 
Classified Employee is 46

The average age of an 
Unclassified Employee is 45

Remember…



What Can Competencies Do 
for You?

 Achieve alignment

 Preserve Intellectual 
Knowledge

 Develop leadership 
competencies to attract and 
retain talent

 Align business goals with 
talent development efforts



Preserve Knowledge! 

Competencies Job Tasks Processes

TRSP



Position Competencies



Competencies Simplify Processes

Train existing employee

Reorganize employees

Buy new Talent

*Reorganization shall be in accordance with State Civil Service rules. Example is used to illustrate how competencies align organizational efforts.  



Locate the right 
candidates and 

offer a more 
realistic job 

preview

DIRECTOR OF LEARNING AND EVALUATION

Qualifications and Competencies

San Francisco ● San Francisco Bay Area

Posted 6 days ago

Minimum Competencies
• Ability to think creatively and strategically, 

employing a sense of curiosity and commitment to 
continuous learning and growth

• Able to inspire others to get excited about 
potential strategic shifts

Preferred Competencies
• Ability to consolidate and clean data
• Experience visualizing data/and or 

developing dashboards, scorecards, 
reports, etc. 



Interview Questions

• Give an example of a time when you went above and beyond 
the call of duty.  What did you do and how did it affect your 
organization? 

Selection Activities

• Present the candidate with a case study outlining an 
organizational problem.  The candidate must explain how 
he/she would address the problem.  If you wish to test 
presentation competency, have the candidate prepare and 
present a presentation.  If you wish to test written 
competency, have the candidate write out his/her response. 

INTERVIEW TECHNIQUES                             



Buy New Talent
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New Employee



TRP

New EmployeeNew PositionNew Position



Competency-Based
Performance Improvement and Management

FLEXIBLE ALIGNS VOCABULARY 
& BEHAVIORAL 
EXPECTATIONS

DUAL ASSESSMENT  
ENCOURAGES 

REFLECTIVE PRACTICES

ENCOURAGE SHARED 
OWNERSHIP OF THE 

IMPROVEMENT 
PROCESS



The purpose of the  
description is to 
identify job duties 
and classify the 
position

T

New Employee



Library of Competencies for 
Performance Improvement and 

Performance Management



Job 
Description 

Rubric

• Working definitions

• Leveled behavioral 
standards

• Used as tool for 
dual assessment 
sessions 

• Used to encourage 
coaching 
conversations 



Self-Evaluation 
Rubrics help 
employees 
reflect on their 
own 
performance



CPTP COURSES

• Benchmarking Basics (WBT)

• Self-Motivation in the Workplace (ILT)

Performance Management

• For the next performance year, outline how you will seek 
professional personal development opportunities. 
Opportunities can include volunteering for projects, taking 
external courses, seek feedback from peers and coaches

Further Study

Garland, D. Kathleen. (2016).48 Ways to Take More 
Initiative at Work. Journaling. 

GROW TECHNIQUES



Formal and Informal Improvement Opportunities



Critical Coaching 
Questions

1. What is going well? 

2. Where have you 
improved?

3. What isn’t going so 
well?

4. Do you have any 
ideas for 
improvement? 

5. How can I help 
remove any barriers?



COLLABORATIVE 
CONTINUAL 

IMPROVEMENT 

Align 
Behavioral 

Expectations

Self-
Evaluation

Develop 
Performance 
Improvement 
Opportunities

Dual 
Evaluation

Revise Goals


