


Organizational Transformation through Competency Modeling
By Diana Tyson

The contradictions in the workplace coupled with a very 
dynamic global market continue to plague and intrigue the 
Human Resource professional. One contradiction relates to the 
ongoing outsourcing of jobs to low cost countries and the con-
tinuous need for highly talented, very specialized professionals 
here in the US. The HR professional facilitates the movement of 
employees o�  payroll, maintaining, and refreshing the current 
employee base needed to move the business forward. One 
major telecommunications company compelled to change its 
business model based on market forces tasked a team of HR and OD practitioners to do this 
very thing, that is •refreshŽ a segment of the employee base to capture the new opportunity. 
Below is how they approached the project. 

Step 1: Revisiting the competency models. The team knew what the current organi-
zational model was and the requisite skills and experiences needed by employees to ensure 
continued success and growth of the division. However, the direction of the business was 
about to change somewhat radically and although some of the skills and experiences were 
transferable, the new model dictated a di� erent skill and knowledge base„one with lots of 
uncertainty surrounding it. The team collaborated with an external consulting organization, 
which had a history of working with companies that occupied this market space into which 
we were trying to break„and who would ultimately be our competitors. Over a period of 
several months through research, examining various competency models and interviewing 
analysts and trendsetters in the � eld, the team created a blended competency model that the 
organization accepted as their own. What made the new model successful is that it re� ected 
expertise the organization currently possessed which would be pivotal to the success of the 
new business model.

Step 2: Creating new job descriptions. After developing and 
gaining organizational support and commitment for the new 
competency models, all job descriptions for the organization were 
rewritten, socialized internally and distributed to some of the 
external employment � rms that served as the company•s recruit-
ers. The new model screened served as the framework to hire all 
new employees into the system and support current employees to 
re-evaluate their work and development plans accordingly.

Step 3: Performance Assessment. A behavioral based assessment process grounded in 
the new competency models became the framework. A team of two assessors interviewed 
incumbents and internal individuals who believed they could contribute to the new organiza-
tion. The assessment team consisted of external consultants: an organizational development 
expert and an expert who had many of the attributes of the new positions. Using external re-
sources was critical to the success of the project; the client wanted to ensure that the process 
was unbiased based on personal or professional relationships. 

> Continue reading at www.whprofessional.com/article-transformation.html 

Diana Tyson is a Senior Manager of Global Organization Development in the 
Telecommunications industry.
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Connecting Employees to Your Business
By Sandy Hughes

How many business owners go into business without an idea 
of what they want to do or a plan to get it done? If you needed 
to borrow money (from a bank, venture capitalist, or Great 
Uncle Harry), I•m sure you had your ideas well thought out and 
documented into a road map that would, at minimum, ensure 
that your loan was paid back, and, at best, that your business 
� ourished and became a resounding success. Why, then, do so 
many businesses not do as much for their employees? Where 
is the plan for them? Where•s the road map for them to help 
create that success?

A couple of weeks ago I found myself 
conducting a seminar for young profes-
sionals who were going through a train-
ing program to prepare them to become 
board members for non-pro� t organiza-
tions. My job was to go through the 
major Human Resource systems found 

within organizations. I got on my soapbox when we came to 
the Performance Management System, as I am passionate 
about linking employees to the mission/vision and goals of an 
organization. It doesn•t matter whether the organization is a 
not-for-pro� t or a for-pro� t concern; employees can•t possibly 
be the greatest support to the organization if they are operating 
blind. They will do the best they can do but this may not be the 
right thing at the right time or it may not be something even 
essential to the organization•s mission or success.

> Continue reading at www.whprofessional.com/
     article-connecting.html

Sandy Hughes, MSHR is President of Hughes-Consulting Human 
Resources & Business Management Consulting, Partnering with 
You to Achieve Results. Sandy can be reached at: 
hughesconsulting@bellsouth.net or www.hughes-consulting.org
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Book Nook: 

Transparency: How Leaders Create a Culture of Candor 
by Warren Bennis, Daniel Goleman, James O’Toole (2008)

Reviewed by Karen Toole, Ed.D., Principal

When reading Transparency (2008) it was apparent the similari-

ties of message with the book I reviewed in the fi rst issue of this 

newsletter, Moral Intelligence (2005). The diff erence, which is 

critical to all organizations to be successful post September 15th, 

2008, is that this book focuses on leadership. Organizations have 

found themselves in a very diff erent environment that will require 

new leaders to acquire new behaviors. Transparency (2008) speaks 

to new behaviors that will be required of successful leaders, such as integrity, open commu-

nication, acting on what you commit and creating an organization that is open to rewarding 

behaviors of performance, not loyalty. 

The book speaks to the importance of creating an organizational culture of transparency to 

attract talent. What does that organization look like? A transparent organization is one whose 

culture encourages associates to question the way things have always been done, to share 

ideas without risk of ridicule and where mistakes and failures are viewed as an opportunity 

for developing better product. The authors provide various case studies along the continuum 

of transparency including Whole Foods posting all employee’s, including the CEO’s, salary be-

cause of a “no secrets” policy. While some may see that as extreme, the notion of transparency 

will be a monumental cultural shift for organizations, but one that is compelling, especially as 

the millennials continue to swell the ranks of the workforce. 

“...Organizations need candor the way the heart needs oxygen. 

Ironically, the more corporate and political leaders fi ght 

transparency, the less successful they are...”

-Warren Bennis

To purchase the book, please visit Amazon, Barnes & Noble or Borders.
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About WH Professional Services, LLC

WH Professional Services, LLC, off ers practical, cost 

eff ective and seamless human resources, organizational 

eff ectiveness, and coaching products and solutions for your 

organization to win today...and tomorrow.

We take a holistic approach in working with our clients 

by ensuring that all solutions look at the four critical 

elements of an eff ective organization. Our goal for every 

engagement is that knowledge transfer is a priority. 

Visit the WH Professional Services Website 

for more on how we can help you!

www.whprofessional.com

Or call: 908.995.0655

www.whprofessional.com


