
Competency Update



Objectives

• Outline the Competency Definition process
• Identify the components of a competency model
• Review the structure of a competency model
• Define a sample competency with associated 

developmental indicators
• Illustrate the grouping of competencies into 

competency profiles
• Identify resources available to map items to 

competencies
• Work in progress – Forest Service and NASA



AgLearn Competency Process

Identify Competencies, Profiles

Build Competencies, Profiles in AgLearn

Associate Competencies with Items, 
Tasks, Objectives (optional)

Assign Competency Profiles to Users

Record Assessment Ratings



Competency Model Components

• General Competencies
– Applied across occupations and organizations
– Based on OPM, augmented with agency 

specific information
– Examples: Oral communication, flexibility 

• Technical Competencies
– Varies across occupations and across 

organizations
– Defined by special requirements of position
– Developed by experts, validated by others

Presenter
Presentation Notes
A general competency is a competency that may be applied across occupations and organizations. “Oral communication” is one of the more frequently used general competencies. The general competencies are based on OPM’s governmentwide, empirical research and were augmented with occupation- and agency-specific information and validated by others knowledgeable of the specific occupation.

A technical competency varies across occupations and frequently varies across organizations. Technical competencies are defined in terms of the specialized or technical requirements of a particular occupation or position. The technical competencies, including all components, are usually developed by the work group of subject matter experts and validated by others knowledgeable of the specific occupation.

 



USDA Competency Model Example

Job Series

Job Function 
and Duties

Competency

Basic Level

Benchmark

Developmental 
Indicators

Foundational 
Level 

Benchmark

Developmental 
Indicators

Intermediate 
Level 

Benchmark

Developmental 
Indicators

Advanced Level 
Benchmark

Developmental 
Indicators

Expert Level 
Benchmark

Developmental 
Indicators



Example: Conflict Management

Definition (Explanation) - Identifies and 
takes steps to prevent potential situations 
that could result in unpleasant 
confrontations.  Manages and resolves 
conflicts and disagreements in a positive 
and constructive manner to minimize 
negative impact. 



Developmental Indicators
(Rating Criteria)

A developmental indicator is a behavioral or 
performance indicator that is an example of 
work to be performed while an individual is 
at that career level and for which the 
individual may require training and 
development in order to be successful on 
the job.



Developmental Indicators for 
Conflict Management

A. Demonstrate Self Understanding and Emotional Control. 
B. Demonstrate Understanding of Others and Empathy. 
C. Ability to analyze personal, structural and other sources of conflict 

within the team or organization and plan for long-lasting, long-term 
improvements.  

D. Know the value of and be able to develop a culture of 
inclusiveness, respect and civility that values and respects different 
ideas and preferences. 
Knowledge of and ability to use state-of-the-art conflict 
management practices.

E. Knowledge of and effective use of in-house resources to manage 
conflict.  

F. Understand and demonstrate a knowledge of the role that change 
has in contributing to possible conflict. 

Presenter
Presentation Notes
Demonstrate Self Understanding and Emotional Control. (EI)
Demonstrate Understanding of Others and Empathy. (EI)
Ability to analyze personal, structural and other sources of conflict within the team or organization and plan for long-lasting, long-term improvements.  �(E-K and E-S)
Know the value of and be able to develop a culture of inclusiveness, respect and civility that values and respects different ideas and preferences. �(E-K and E-S)
Knowledge of and ability to use state-of-the-art conflict management practices. (E-K and E-S)
Knowledge of and effective use of in-house resources to manage conflict.  (E-K and E-S)
Understand and demonstrate a knowledge of the role that change has in contributing to possible conflict. (E-K) (EI) E-S) 




USDA Competency Model Example

Conflict 
Management

Basic Level

Benchmark

Developmental 
Indicators  A,B

Foundational 
Level 

Benchmark

Developmental 
Indicators A ‐ C

Intermediate 
Level 

Benchmark

Developmental 
Indicators A ‐ E

Advanced Level 
Benchmark

Developmental 
Indicators  A ‐ F

Expert Level 
Benchmark

Developmental 
Indicators  A ‐ G
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1. Demonstrate self-understanding and emotional control.
2. Demonstrate understanding of others and empathy.
3. Know the value of and be able to develop a culture of inclusiveness, respect and civility that values and respects different ideas and preferences.
4. Ability to analyze personal, structural and other sources of conflict within a team or organization and plan for long-lasting, long-term improvements.
5. Knowledge of and ability to use state-of-the-art conflict management practices.
6. Knowledge of and effective use of in-house resources to manage conflict.
7. Understand and demonstrate knowledge of the role that change has in contributing to possible conflict.





Competency Profiles

Supervisors 
Profile

Interpersonal 
Skills

Conflict 
Management

Team Building

Decisiveness

Emotional 
Intelligence Influencing 

and 
Negotiation

Leveraging 
Diversity

Problem 
Solving

Resilience



Map Items To Competencies

Moving into Management
Taking on a Management Role mgmt_03_a01_bs_enus

Becoming a Manager: Responsibilities and Fears mgmt_03_a02_bs_enus

Becoming a Manager: Leading and Communicating mgmt_03_a03_bs_enus

A New Manager and the Company's Future mgmt_03_a04_bs_enus

Moving into a Management Role Simulation MGMT003A

Leadership and Management Simulation MGMT003B

Moving from Technical Professional to Management
Management Development for Technical Professionals MGMT0121

Communication Skills for Successful Management MGMT0122

Process Management Skills MGMT0123

Leadership Development for Technical Professionals MGMT0124

Strategies for Transitioning into Management MGMT0125

Transitioning From Technical Professional to Management MGMT0120

From Technical Professional to Leadership Simulation MGMT012S

http://library.skillport.com/coursedesc/mgmt_03_a01_bs_enus/summary.htm
http://library.skillport.com/coursedesc/mgmt_03_a02_bs_enus/summary.htm
http://library.skillport.com/coursedesc/mgmt_03_a03_bs_enus/summary.htm
http://library.skillport.com/coursedesc/mgmt_03_a04_bs_enus/summary.htm
http://library.skillport.com/coursedesc/MGMT003A000000/summary.htm
http://library.skillport.com/coursedesc/MGMT003B000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0121000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0122000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0123000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0124000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0125000000/summary.htm
http://library.skillport.com/coursedesc/MGMT0120000000/summary.htm
http://library.skillport.com/coursedesc/MGMT012S000000/summary.htm


Competency Record– Summary 
Data

Presenter
Presentation Notes
What AgLearn will need from you as you build your competencies:
What is the name of your competency – Plateau uses the term description to mean name.
What category does you competency belong in? This is a fairly free floating term, but you must define it.
What type is this competency? You may decide to use the standard knowledge, ability, skill etc, or in this case, we used the OPM Core competency to define type
Let’s skip rating scale for a minute – what is the source for this competency? This can be a field you leave blank or customize.
In what domain will the competency be used? This will default to your domain.
Provide an explanation – a broad definition of what the competency is. Notice this is different from description. 
What will your rating scale look like for this competency? Let’s take a look at the example for the 2210 conflict management



Proficiency Rating Criteria

Presenter
Presentation Notes
Here’s an example of a proficiency rating criteria. There are five levels and the criteria provide the behavior that determine how the employee will be assessed



Competency Items

Presenter
Presentation Notes
In this example, we’ve found a Skillsoft course called Communication Skills for Resolving Conflict. Now I need to associate a competency with the course. 



Associating Items and Rating 
Levels

Find the course (Item) 
that meets the criteria for 
a required proficiency 
level. From the Item’s 
Competency tab, 
search for the 
competency you wish to 
add to this Item.

Select the rating 
criteria level that 
will automatically 
be assessed upon 
completion of the 
Item. 



SkillSoft Course Map

Presenter
Presentation Notes
SkillSoft provides a map that maps the ECQ competencies to their courses. They don’t do all the work for you, however! You will need to decide which of these course best fit your competency and if the completion of the course will satisfy the achievement of a rating criteria level.  For instance, notice that those courses most directly linked to the ECQs are highlighted in gray, and those courses with double dots are particularly valuable for the supervisor category. So it looks like those trying to associate items with the conflict management competency for 1st line supervisors should begin by looking closely at course PD0232 and PD0233.  



Map Links to Description, 
Objectives

Review 
description, 
examine 
Lesson 
Objectives

Presenter
Presentation Notes
The course maps link to course information so that you can more easily make your decision. You can review the description from here or dig deeper into specific course objectives.  You can’t launch the course from here, but you certainly can within AgLearn. 



Next Steps

• Define your competency model
• Work with HR to determine what currently exists –

don’t reinvent the wheel
• If HR data aligns with AgLearn structure, work with 

Team AgLearn to import
• Select one area to pilot within AgLearn
• Map items to courses or rating levels
• Notify Team AgLearn - we can provide

– Guidance
– Job aids
– Templates
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Presentation Notes
If you feel like you’re reading to begin, what next?
Our advice is to first define your competency model, then work with your HR department to determine what data currently exists. If the data aligns with the AgLearn structure as shown, the data may possibly be able to be imported rather than entered by hand
Select one set of competencies to work with as a pilot.
Once you’ve entered the competency, map items to courses and if possible, you may even want to set rating levels
Notify TeamAgLearn that you’re planning to input and test your competencies so that we can monitor your work and provide guidance in such areas as
(naming conventions, and testing procedures). We can also provide job aids as implementers share their best practices and lessons learned.




Questions?

• Work in Progress
– Veterans Affairs
– Forest Service – Josh Fowler
– NASA – Chris Carlson

Presenter
Presentation Notes
Brief update on collaboration with VA,
Explain that Josh will speak now and Chris tomorrow morning
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