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How are Skills and Competencies Different?

Skills: Skills define specific learned activities,
and they range widely in terms of complexity

Knowing which skills a person possesses helps us determine
whether their training and experience has prepared them
for a specific type of workplace activity.

In other words, skills give us the “what.” They tell us what
types of abilities a person needs to perform a specific
activity or job.

Competencies: Skills give us the "what,"” but
don’t give us the “how”

For example: How does an individual perform a job
successfully? How do they behave in the workplace
environment to achieve the desired result?
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Skills: Skills define specific learned
activities, and they range widely in terms
of complexity. (“Mopping the floor” and
“performing brain surgery” can both be
classified as skills.)

Knowing which skills a person possesses
helps us determine whether their training
and experience has prepared them for a
specific type of workplace activity.

In other words, skills give us the “what.”
They tell us what types of abilities a person
needs to perform a specific activity or job.

Competencies: Skills give us the
"what," but don’t give us the “how.”



Skills + Knowledge + Abilities =
Competencies

 Competencies take "skills, knowledge and
abilities" and incorporates them into on-the-job
behaviors. Those behaviors demonstrate the
ability to perform the job requirements
competently.
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What is a Competency?

* A cluster of related abilities, commitments, knowledge, and skills that enable
a person (or an organization) to act effectively in a job or situation

* Competencies refer to skills or knowledge that lead to superior performance

* Measurable skills, abilities and personality traits that identify successful
employees against defined roles within an organization

* A competency is more than just knowledge and skills. It involves the ability
to meet complex demands, by drawing on and mobilizing psychosocial
resources (including skills and attitudes) in a particular context

* A measurable pattern of knowledge, skills, abilities, behaviors, and other
characteristics that an individual needs to perform work roles or
occupational functions successfully

* Competencies specify the “how” (as opposed to the what) of performing job
tasks, or what the person needs to do the job successfully

* Competencies, therefore, may incorporate a skill, but are MORE than the
“ skill, they include abilities and behaviors, as well as knowledge that is
fundamental to the use of that skill




Examples of Core Competency




Competencies

effectively fall
in three groups

Behavioral (or Life Skills) Competencies

Life skills are problem solving behaviors used appropriately and
responsibly inthe management of personal affairs. They are a set of
human skills acquired via teaching or direct experience that are used to
handle problems and questions commonly encountered in daily human
life. Examples are: Communication, Analytical Ability, Problem Solving,
Initiative, etc.

Functional (or Technical) Competencies

Functional competencies relate to functions, processes, and roles within
the organization and include the knowledge of, and skill in the exercise
of, practices required for successful accomplishment of a specific job or
task. Examples are: Application Systems Development, Networking and
Communication, Database Analysis and Design, etc.

Professional Competencies

Professional competencies are competencies that allow for success in an
organizational context. They are the accelerators of performance or — if
lacking in sufficient strength and quality — are a reason people may fail to
excel in jobs. Examples are: Business Environment, Industry and
Professional Standards, Negotiation, People Management, etc.



What is a Skill?




BUILDING ORGANIZATIONAL CULTURE
EMPOWERING EMPLOYEES
ENHANCING DEFENSIBILITY
ENSURING CONSISTENCY

DELIVERING RESULTS

Top 5 reasons
to use
competencies




1. BUILDING

ORGANIZATIONAL
CULTURE

While job-specific competencies identify the behaviors
that ensure success for each individual employee, core
competencies can be used to identify the shared behaviors
that drive organizational success. Identifying core
competencies for the organization helps to articulate,
reinforce, and communicate the behaviors that give the
organizationits core competitive advantage.



* Because they provide an objective basis for evaluating
performance, competencies support a more
collaborative approach to performance management
and career development. In addition, competencies use
a common language to describe every job in the

2. EMPOWERING
E M P LOYE ES organization, which encourages employees to take
charge of their careers, direct their own personal
development and explore their potential not only within
their current role but in future lateral or vertical roles.




By bringing greater objectivity to processes such as hiring,
assessment, performance management, and promotion,
competencies help organizations ensure the defensibility

3 . E N HAN Cl NG of their HR practices, providing a greater degree of

protection from internal and external criticism or legal

DEFENSIBILITY action.




4. ENSURING
CONSISTENCY

Competencies form the basis of every activity across the
talent-management life cycle, including hiring,
development, and succession planning. With a
consistent language in place to describe requirements at
the micro (job) and macro (organizational) level, HR
professionals can achieve greater



5. DELIVERING
RESULTS.

Results-focused organizations with clear objectives are
drawn to competencies because the research shows that
they produce a measurable impact in the workplace. A
meta-analysis of competency-based talent management
practices recorded a median 63% reduction in turnover,
19% improvement in employee performance, and 12.5%
increase in sales and profits.onsistency, co-ordination, and
integration of all HR activities.
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Skills vs Competencies. What’s the Difference?
- https://www.talentalign.com/skills-vs-
competencies-whats-the-difference/

What’s the difference between skills and
competencies?
https://resources.hrsg.ca/blog/what-s-the-

difference-between-skills-and-competencies

http://www.hrtms.com/blog /skills-or-

competencieswhats-the-difference

HRSG Competencies Ebooks -
https://resources.hrsg.ca/ebooks

https://www.bing.com/videos/search?q=comp

etency+versus+skill&view=detail&mid=E6E90QC

A2823BI99DEDF3FE6E9OCA2823B99DEDF3F&F

ORM=VIRE
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