
How to Create Governance for an Organization’s Competency Management 

Competency management is essential for ensuring that employees have the skills and behaviors 
required to meet organizational goals. Establishing governance for competency management 
ensures that the process is consistent, transparent, and aligned with the organization's strategic 
objectives. Below is a step-by-step guide on how to create governance for competency 
management. 

 

Step 1: Define Objectives and Scope 

1. Set Clear Objectives 
o Identify what you aim to achieve with competency management (e.g., employee 

development, talent identification, performance management). 
o Align objectives with the organization’s strategic goals, ensuring competencies 

contribute to business success. 
2. Scope of Competency Management 

o Determine which roles, departments, or levels the competency management 
framework will cover. 

o Decide if this will include technical, behavioral, or leadership competencies. 

 

Step 2: Establish a Governance Committee 

1. Form a Cross-Functional Team 
o Include key stakeholders from HR, Learning & Development, departmental 

heads, and senior leadership. 
o Ensure representation from different business units to maintain relevance across 

the organization. 
2. Define Roles and Responsibilities 

o Governance Committee: Oversees the competency management process. 
o HR/Competency Team: Designs and updates competency models. 
o Managers: Ensure competencies are applied in daily work and appraisals. 
o Employees: Engage with the framework for self-development. 

3. Create Decision-Making Protocols 
o Define how decisions will be made within the committee (e.g., majority vote, 

consensus). 
o Establish a process for handling disputes or disagreements. 

 

Step 3: Develop the Competency Framework 

1. Identify Key Competencies 



o Perform a job analysis or consult industry standards to identify key competencies 
required for each role. 

o Categorize competencies into functional (job-specific) and core (common to all 
employees). 

2. Competency Levels 
o Define levels of proficiency for each competency (e.g., beginner, intermediate, 

advanced). 
o Ensure clarity on what behaviors or skills are required at each level. 

3. Validate Competency Models 
o Gather feedback from employees and managers to ensure the competency models 

are practical and realistic. 
o Pilot the framework in select departments before a full rollout. 

 

Step 4: Integrate Competency Management into Key Processes 

1. Performance Management 
o Embed competencies into performance appraisals. 
o Provide tools for managers to evaluate employee performance against 

competency standards. 
2. Recruitment and Selection 

o Use competencies as a guide for hiring criteria. 
o Develop interview questions and assessments based on core competencies. 

3. Learning and Development 
o Align training programs and development plans with identified competencies. 
o Offer targeted training to address gaps in proficiency. 

4. Succession Planning 
o Leverage competency data to identify future leaders and talent gaps. 
o Plan career development paths aligned with competency growth. 

 

Step 5: Implement Technology and Tools 

1. Competency Management Software 
o Choose software that allows easy tracking and updating of competencies, along 

with employee assessments and reporting tools. 
2. Integration with HR Systems 

o Ensure the competency framework integrates with existing HR systems, such as 
performance management and learning platforms. 

3. Dashboards and Reporting 
o Provide dashboards for managers to track competency progress and identify 

trends across teams or departments. 

 



Step 6: Communication and Change Management 

1. Develop a Communication Plan 
o Clearly explain the purpose and benefits of competency management to 

employees at all levels. 
o Use multiple channels (emails, workshops, presentations) to ensure the message 

reaches all staff. 
2. Training for Managers and Employees 

o Provide training on how to use the competency framework effectively. 
o Ensure managers know how to assess competencies and provide constructive 

feedback. 
3. Change Management Strategy 

o Address potential resistance by involving employees early in the process. 
o Create a feedback loop where employees can provide input on the competency 

framework. 

 

Step 7: Monitor, Evaluate, and Refine 

1. Regular Audits 
o Conduct annual or bi-annual audits of the competency management system to 

ensure it remains aligned with business needs. 
2. Collect Feedback 

o Encourage feedback from employees, managers, and stakeholders on the 
competency framework. 

o Make continuous improvements based on input and changing organizational 
goals. 

3. Measure Impact 
o Track metrics such as employee performance improvements, training 

effectiveness, and retention rates. 
o Use data to evaluate the success of competency management and adjust strategies 

as necessary. 

 

Step 8: Establish Policies and Documentation 

1. Create Governance Policies 
o Develop formal policies outlining how the competency management system will 

be maintained, updated, and evaluated. 
o Define the frequency and process for reviewing competencies and roles. 

2. Maintain Documentation 
o Document competencies, proficiency levels, and roles within a centralized system 

accessible to managers and employees. 



o Ensure documentation is regularly updated to reflect changes in business needs or 
roles. 

 

By following these steps, your organization can create an effective governance structure for 
competency management that ensures consistent development of employee skills, alignment with 
business goals, and long-term organizational success. 

 


