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performance requirements in the past and defining standards 
from there, rather than the classical top-down approach of 
predetermining job requirements from a theoretical point of 
view. If one wants to know, for instance, what competencies are 
needed from a good software developer, he or she will need to 
observe, interview, document and analyze behaviors related to 
key performance indicators of a software developer who has 
previously delivered above-average performance. Picture sports 
analysts doing a playback on Simone Biles while she performs a 
signature move during the recent Olympics. This approach has 
brought forth insights on the ideal body mass and proportions 
needed to complete a unique and complicated physical feat. 
Theoretically, it follows more of an inductive rather than 
deductive approach to defining constructs. 

Competency requirements are defined based on the 
knowledge, skills and attitudes that have been found to be 
beneficial for the employee in achieving superior performance 
under the unique physical, social and environmental conditions of 
the job. In some instances, some personality traits that are 
predictive of certain attitudes or behaviors emerge as part of this 
exercise. Because each position in an organization evolves over 
time as requirements change, competency profiles—unlike 
personality profiles that are relatively stable over time—will tend 
to change every three to five years, some within one to two years 
depending on the volatility and complexity of the business 
environment.  

New jobs, position titles and roles are continuously being 
created to adapt to social, economic, technological, and even 
political changes. New positions such as User Interface Designer, 
Interactive Media Buyer, Innovation Officer, Social Media 
Strategist, and Email Marketing Manager are just some positions 
in the industry today that may not have been relevant ten years 
ago. In creating competency profiles for such positions, managers 
will need a combination of deductive, inductive or empirical 
approaches to describe the behaviors and constructs that lead to 
success.  
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For the purpose of this paper, I’d like to zero in on the 
emerging need for innovation, which has been critical for business 
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will need to have mechanisms by which to measure: What kind of 
talent do I need for my organization’s environment? With such 
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acknowledgment, there is limited ownership of activities leading 
to development. Individual growth in the work setting appears to 
be anchored on a realistic concept of self, and a preservation of 
the individual’s autonomy to decide and seek for situations and 
challenging work assignments that stimulate that growth. When 
such opportunities arise, the process of positive behavior toward 
repeated exposure tends to produce the enactive mastery 
required.  

Because self-awareness is key to understanding personal 
weaknesses and moving toward developing strengths, it is 
important for an organization to put necessary mechanisms in its 
performance management system or organizational development 
framework to allow for reflection and autonomy. For instance, in 
performance appraisal, employees should be allowed to assess 
themselves first in terms of their outcomes and behaviors based 
on agreed upon and communicated standards before finalizing 
ratings. This voice should be recognized and given value in the 
process, which may come in the form of due acknowledgement 
or even points in the final rating. In this discussion, employees are 
asked to describe their current performance and the challenges 
they encounter based on their perspectives. 

Performance target setting must also come from an 
interactive and consultative process by which the employee is 
asked how they feel about and plan to achieve goals. Each phase 
in planning, execution and evaluation of performance is a 
collaboration that starts with employee input, and ends with an 
agreement of employee contributions and organizational support. 
In this model, performance management is focused on employee 
experiences rather than the manager’s, because the employee is 
recognized as the primary contributor to performance.  

Metrics must measure and reward both outcome and 
behaviors or actions in order for the organization to ensure 
performance and motivate individual aspirations. In order to 
work, however, this framework must extend to all levels in the 
organization, including leaders and top management, who need to 
be open to, and accept, feedback coming from peers, 
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daily lives of the working class. After all, they say, work is not just 
about what you get—but the kind of person it makes you become. 
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