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Abstract

This paper seeks to give a perspective with regard to competences as human assets. It is
argued that an individual who wants to be successful on work life and non-work life as
well needs to possess seven competences, i.e., technical competence, human relation
competence, conceptual competence, intelligence, personality, individual character, and
personal management competences which have to be learnt by acquiring knowledge,
attitudes and skillsfromthe two sources, i.e., heredity and environment which consists of
education, training and experience. Motivation of the individual moderates the
relationship between the seven competences and success. Finally a personal approach
for building competences is presented.
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I ntroduction
It is theoretically and empirically evident thatceass of any organisation heavily
depends on quality of its human resources. Quafityuman resources heavily depends
on competences they possess. At individual leuelgess of the work life and non-work
life heavily depends on the extent of so-called petences the person possesses. The
term ‘competence’ is a frequently used one at ptesé&/hat is a competence? Is it
knowledge or skill? What are knowledge and skill$f2n what about attitudes? What
are abilities and capabilities? Are they convergantdivergent? How does knowledge
differ from skills? What types of competences do me=d to achieve success on the
job/work life and non-work life? How can we buildose competences to be successful?
These are some of the questions for which answerslar and not succinct. Different
answers may be possible and in fact existing liteeaof Management does not reveal
concise descriptions. This paper is a systemati#gt to give a perspective that gives
answers for the above questions to a certain sticeixtent or at least to a plausible
extent. In fact an attempt is made to give a mameple, practical and plausible
explanation with regard to competences rather thamore scholastic explanation.
Consequently the paper seeks to provide a genengbrehension of competence with a
comparison between competence and frequently uskded terms. Ostensibly, the
approach of the paper is more reflective and detseel. Also the paper gives a new label
human asset for ‘competence’.
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Toward A Definition of Competence
The meaning of competence (also termed as compgtesneot concrete as the concept is
abstract. Word itself is ambiguous as it has séwveeanings. Also there are several terms
such as capability, ability, attitudes, knowledged skill which are often used in practice
synonymously or interchangeably. From the focushef paper it is about a person’s
competence. A universally accepted definition isauailable. The New Oxford
Thesaurus of English (2000) defines competence amabdity and that someone
described as competent has the necessary skiflawlkdge to perform a particular task
or fulfil a particular role. According to this deftion competence resembles skill or
knowledge. Competence is the ability to do somethiell or effectively and its opposite
word is incompetence (Collins Birmingham Universiynglish Language Dictionary,
1987). The same Dictionary defines that someone whoompetent’ has the ability,
knowledge, and skill to do something in an effitiand effective way. The same defines
‘ability’ as quality or level of skill in doing agrticular thing; ‘efficient’ as doing a job
well and successfully, without wasting time andrggeand ‘effective’ as working well
and producing the results that were intended. Atingty competence is an ability
possessed by a person to do something succesSultgessful doing denotes achieving
intended results (goals) without wastage of resmistich as time, energy and so on. The
English Business Dictionary (1986) defines compet@®m able to do something or
efficient. The Oxford Paperback Dictionary (197%fides competent as having the
ability or authority to do what is required. Themeadefines authority as the power or
right to give orders and make others obey; a pemogroup with such power; and a
person with specialized knowledge, a book etc. tiaat supply reliable information. In
this context the term ‘competent’ is associatechiite ability rather than the authority.
The same defines ‘ability’ as the quality that nske action or process possible, the
capacity or power to do something. The DictionafyPersonnel Management (1990)
defines competence as being efficient and ‘competenable to do something. This
Dictionary definition is identical to the definitio given by the English Business
Dictionary. Viewing from the above dictionary defians, competence is about an
individual ability to do something successfully. iltly is the degree to which you are
capable of performing (Dunham, 1984).

Dessler (2005) defines competences as demonstchlleacteristics of a person that
enable performance of a job. Dessler’s definit®@miore relevant to work setting and it
includes characteristics of a person which are ablde shown or proved enabling
him/her to perform a certain job. Basic charactiessthat can be linked to enhanced
performance by individuals or teams are compete(idashis and Jackson, 2000). This
definition indicates competences as fundamentdlufesa possessed by individuals or
teams contributing to improve performance.

The term ‘capability’ is also used in the context ammpetence. The New Oxford
Thesaurus of English (2000) defines capable as etanp The Collins Birmingham
University English Language Dictionary (1987) deBn'capability’ as the ability or the
gualities that are necessary to something. Alscéme treats ‘capability’ as a synonym
to ‘competence’. ‘Capable’ is defined as able @vet enough to do something by the
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English Business Dictionary (1986). The Oxford Rbhpek Dictionary (1979) defines
‘capable’ as competent; and having a certain gbitit capacity. Thus, the term
‘capability’ has been used as a synonymous terncémpetence’ and it is treated so for
the purpose of this paper too.

Much of the literature does not give a clear dton between knowledge and skill.
What is knowledge? Is it skill or is it differentom skill? Exhibit 1 gives some
Dictionary definitions with regard to these tworter.

Exhibit: 1 Dictionary Definitions of Knowledge and Skill

Sour ce Knowledge Skill
The New Oxford Thesaurus 1. Understanding 1. Expertise
of English (2000) 2. Learning 2. Accomplishment

3. Awareness
4. Familiarity with
5. Information

The Collins Birmingham | Information and 1. The knowledge and

University English understanding about a ability that enables you to
Language Dictionary (1987)subject which a person has do something such as a jok
in his or her mind or which| game, or sport very well

O

is shared by all human 2. A type of work or an art
beings or craft which requires
special training and
knowledge
English Business DictionarnyWhat is known Ability to do something
(1986) because you have been
trained
The Oxford Paperback 1. Knowing Ability to do something
Dictionary (1979) 2. All that a person well
knows

3. All that is known, an
organized body of
information

Viewing from the above dictionary definitions, kniedge is what you know or an
organized body of information while skill is youbibty of performing something.

Knowledge is the degree to which you possess irdoan (facts, concepts, principles,
theories etc.) and understanding about a certaig {fior example, employee interviews)
and skill is the degree to which you are capabl@eforming that certain thing (for
example, employee interviews). With knowledge ahsthing you know what it means,
for what it is, how it works, and where it works.itivskill of something you will have

the ability to do it well. Knowledge is to undenstisomething while skill is to activate
on something. Knowledge is mainly for comprehengbm certain thing while skill is

mainly for performance of that certain thing.

A nominal definition assigned to the term ‘compenn this paper is as follows:
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“An individual’s capability or ability of performig a certain task or a role or a job
successfully”.

Seven Human Assets
An individual needs a set of competencies in otddre excellent on the job as well as on
the life in general. These competencies are labha#Human Assets (HA). An asset is
something that is useful or helps an individuahomorganisation to be successful. Human
assets which help an individual to be successfuboy job or in his or her life are
considered as seven categories which are givembelo

1. Technical Competence: This is the ability to use tools, techniques andhods
to perform a task or an activity. It involves yoability to develop or prepare
appropriate policies, procedures, rules, and bedgeta specialized field. It is
one’s capability about the relevant field (that ni@y accounting, engineering,
production, human resource management, marketa)gkr instance, If you are
a human resource manager you must have the capalfifperforming functions
such as job design, job analysis, human resousseplg, recruitment, selection,
hiring, induction, performance evaluation, trainiagd development, rewards
management, discipline management, management glogee movements,
career planning and development, grievance handiing management of labour
relations. You must possess sufficient technicatmetence to accomplish the job
for which you are responsible. You must be ablg@édorm the mechanics of
your job.

2. Human Relation Competence: This is the ability of understanding and dealing
with people without creating disorders, conflictelaconfusions. It involves your
ability to work with people well. It is the emplog/s ability to work effectively as
a team member and to build cooperative effort ie tmit, department or
organisation. If you are a manager, you must pgsaketiities in communicating,
motivating and leading your subordinates. In periog your duties, you will
definitely have to interact with another personadiew people or many people.
You are required to interact with them without nmakithem dissatisfied. You
must have the ability to make the other person hapg@t least prevent him or her
from becoming dissatisfied due to your interaction.

3. Conceptual Competence: This is the ability to understand the organizatas a
total entity. It includes your ability to comprelteall activities and interests of
the organization where you are working. It includesmprehending
interdependency and interrelatedness of variouts pHr the organization, and
environmental forces and their impact on the bsindlso it is your capability
of defining phenomena, imagining, analyzing, systtiag, theorizing, planning
and organizing.

4. Intdligence/Mental Reasoning Competence: This is the mental ability of

general reasoningt is your ability to reason mentally and solve problems.
Reasoning refers to a systematic process of agriatra particular conclusion by
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thinking carefully about all information that isvgn or available. It can be
divided into specific mental abilities such as ictike reasoning, deductive
reasoning, non-verbal reasoning, verbal reasoningmerical reasoning,
analytical reasoning, logical diagrams reasonigmislic reasoning, and abstract
reasoning. Refer to Opatha (2009) for a detailttneat of mental reasoning
competence.

5. Personality: This is about values, preferences, likes, andkdislof a person. It
includes your talk, your physical appearance, yaak, and other unique
features.It is your ability of adjusting your thinking and behaviour to relevant
environment/occasion/job appropriately. It focuses on a set of personality traits
which have more potential to lead to successes.elyatocus of control (the
degree to which you believe in that your decisiang actions determine your
destiny); authoritarianism (the degree to which pelieve in that there should be
a clearly defined structure of authority and stgtamgmatism (the degree to
which you are closed-minded with tightly held bfd)e Machiavellianism (the
degree to which you focus on obtaining and usinggvoto further your own
ends, regardless of the impact on others); typethdB (the degree to which you
choose to work aggressively under pressure witlmgatient and competitive
approach to others) (adapting from Dunham, 198#):rsonitoring of behaviour
(the degree to which you can observe and contmirttages and perceptions that
others form about you) and extroversion (to degoewhich you are very active,
lively, assertive and social). It has been obsemhed internal locus of control,
less dogmatism, less authoritarianism, less Maefliamism, type A-, high self-
monitoring and extroversion personality trait ineliions are positively associated
with managerial excellence.

6. Individual Character: This is the aggregate of all of the relatively sigtent
moral qualities person has that combines to forsdbr real nature. That is the
degree to which a person has virtues and viltes your ability to build and
enhance virtues and minimize or eradicate vices. Virtues are about thinking and
doing what are right and avoiding what are wrongaod qualities that a religion
or society teaches one to respect (The Collins Bigham University English
Language Dictionary); and they are about moral kewee, goodness or good
gualities (the Oxford Paperback Dictionary). Viduare universally accepted
principles and they do not differ from religion teligion, culture to culture, one
nationality to another, one race to another, arelgnoup to another group of the
same nationality like values which do so. As vigiul® not get different in terms
of nationality, religion, race, cast, sex, and ottlassifications in the society, they
are absolutes but not relatives like values. Valaesideals or standards upon
which actions or behaviours are based and theynarauniversally acceptable
(some values may be universally acceptable). Therealues appreciated by one
group of people but not appreciated (or discredlitgdanother group of people
(i.e., respecting adults, worshiping human beimqdaying crickets, doing rock
music, etc). Some virtues are responsibility, hongsatience, tolerance, respect,
humility, determination, courage, persistencejatiite, caring etcVirtues are the
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qualities to be nurtured within a person until tleeg upheld as a matter of habit
Opatha (2007, p. 5) writesVices are negative qualities which need to be totally
eradicated or alleviated within a person. In fact, character is to what extend a
person possesses vices. ldeally the extent to which vices are possessed by a
particular person should be zero or minimum to have the highest level of good
character. They include jealousy, greed, anger, stinginess, doubt, deception,
corruption, retaliation etc. Vices are the mal-qualities to be removed from a
person until they become totally eradicated.” For a detailed analysis about the
term ‘individual character’, please refer to Opath@07).

7. Personal M anagement Competences which are:

(1) Ethical Thinking Competencthis is your ability of thinking ethically before
making a decision. Do you have the ability to taksecision that is ethically
correct, specially when you face a complex ethieglision-making or an ethical
dilemma? You should be able to do an ethic testhhs seven focuses namely
utilitarianism, deontological perspective, chagacif the person, disclosure,
reversibility, happiness and the most virtuousgperin-belief.

(2) Positive Thinkingperceiving the life positively, perceiving thadte
optimistically and having a positive self-conc@uiur evaluation about yourself,
linked with self-esteem).

(3) Continuous Learninggou must have a passion for continuous learmvgp
you should have the ability of learning continuguBo you have a strong
interest in learning continuously and do you likeery much? Do you read as a
habit?

(4) Balancing Life and Workyou must be able to have a trade off between lif
matters and official matters. It is generally &gi¢hat when a person is happy in
his/her personal life, he/she is more efficierd affective at work. Do you
maintain a balance between your work and non-whrigs that get you excited-
family, hobbies, friends, whatever true passioms lyave? Do non-work matters
disturb your work matters or otherwise? Then there balance.

(5) Time Managemenyou must have the ability of managing your workloa
efficiently within the available time so that yogwals are achieved. What wastes
your time? A good understanding of what wastes yiowe needs to be developed
within you and also you should take actions diofelsome strategies to handle
your wasters.

(6) Career Managemeryiou must have the ability of planning and deveigp
your career. A successful professional developar@er plan and then takes
actions to accomplish his/her plan. Obtaining Bfmecareer information,
developing career goals and the path to thosesgaiatl undertaking personal
improvement actions towards the achievement oténeer plan are main steps in
career management.

(7) Stress Managemerybu must have the ability of coping with pressuyeu
feel in your life. Successful management of streiishelp you to be healthy and
to be efficient and effective on your work in fuastible manner.
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Among the seven human assets, individual charaeteibe perceived as the foundation
for all other assets. Character will work as thsiddor other assets as virtues will
contribute to achieve building of other human assBbssession of right character will
lead to one to acquire, build, maintain and impralleéypes of competencies required to
be successful on a job or profession. It is mdeelyi that a person with a high degree of
all the seven competencies will have an outstandimdjillustrious careefCompetence

of a person is defined as the aggregate of all of the above seven groups or types of
abilities he/she possesses enabling him/her to achieve success on the job being
performed and on higher life as well. Competence of a person consists of seven
human assets as specified above. Following Figure includes the above human assets.

Figure: 1 Seven Human Assets

Technical

competence
Human Conceptual
relations competence
competence

Intelligence

“ Character
Personality ||

Personal Management
competencies, i.e., ethical
thinking, positive thinking,
continuous learning etc

Building Competences
How to build the competencies? How are they buit@rder to build the competencies
one has to acquire knowledge, skills and attitwdés regard to those competencies. The
acquisition of knowledge, attitudes and skills thesult in a relatively permanent change
in behaviour is referred to as Learning (adaptethfHodgetts, 1985). An attempt was
made to define and differentiate between knowlesige skills under a previous section
of the paper. What is an attitude? An attitudehis beliefs, feelings, and behavioural
tendencies held by a person about an object oopdiBunham, 1984). Dunham (1984)
explains that an attitude is composed of three comapts, i.e., cognitive (beliefs),
affective (feelings) and behavioural (intention hehave). An appropriate attitude is
essential tdelieve in the thing/object/person being considered, ttoefeel it positively
and then, taend to behave positively toward it.
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It is argued that a person has to learn the sewsmpetencies by acquiring knowledge,
attitudes and skills about those competencies. iRstance, let us consider one
competence namely technical competence. If | waibiuild this competence within you
(to develop that ability) I will have to give infmation (concepts, definitions, theories,
methods, procedures, rules etc) to you; and | helle to describe and explain to you so
that you will understand it. What | do is in fadgsgsemination of knowledge. Thus, one
has to acquireknowledge about the technical competence in order to bulidt t
competence within him/her. Apart from that, | wikhve to develop good attitude about
the technical competence within you so that you hélieve in it (this competence is
important to me, this is useful for my successs thill lead to others’ success also), feel
it positively (appreciate it, give a high weightitpband then tend to behave appropriately
to it (1 will learn it; | will get that ability). h addition, | will have to allow you to acquire
skill about the technical competence. You will havedo actually what you have learnt
in order to get the ability. For all other typesamimpetencies, you will have to get the
right knowledge, develop the right attitude andntlaetivate actually in the right way.
Consequently it is possible for you to possessctimapetencies. Thus, knowledge is for
getting information, knowing and understanding. itAtte is for believing, feeling
positively and tending to behave positively. Sidlfor doing actually

Sour ces of L earning
Basically there are two sources of learning, igenetics or heredity and environment.
Heredity is the process by which features and dbariatics are passed on from parents
to their children before the children are born @wlins Birmingham University English
Language Dictionary, 1987). It is possible thatcsgequalities and abilities are passed
on from one generation to another by means of géf@smay have acquired knowledge
and skills, to a certain extent, with regard to @ndwo or several or all of the seven
human assets/competencies owing to heredity. Hgmecenay possess inherent or natural
abilities (talents) to do something well. Genergiby are not born with specific attitudes
(Dunham, 1984). One may argue that there is no nééshrning in case of heredity as
the relevant (inherent) abilities have already beessessed by the person. And therefore
heredity cannot be treated as a source of leariogever, from the perspective taken
for this paper it is argued that one may be abladguire knowledge and skills (not
attitudes) about one or two or several or all ¢ 8even human assets/competences
owing to heredity and therefore heredity is a sewflearning (acquiring knowledge and
skills).

Second source of learning is environment that a®ral sub sources which include
education, training and experience. Education mayfdymal education (systems of
teaching in schools, colleges and universities)n-foomal education (following a

programme of courses from institutes and otherrosgéions of learning) and informal
education (knowledge, attitudes and skills aboutmmetences learned from media;
reading papers, magazines, journals, books etce mlodels, superiors, peers,
subordinates, customers, and other people; andiasa of friends and so on). Training
includes a process of learning the skills thatregeded by you to perform a particular
job. Education is more general, less job orientethtively long-term and results of
learning are not immediately usable while trainiisg more specific, job oriented,
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relatively short-term and results of learning aremiediately usable. Experience means
knowledge or attitude or skill you have gained ttwgour working on the job for a long
time. Under experience you learn through trail amdr method mainly.

Moderators
It is likely that a person who possesses the aboyationed seven assets/competencies at
high level is going to be successful on the jolwa#l as on the life. It is theorised that
there is a positive relationship between the se@aenpetencies and success of the person
on the job and the life. The higher you possessdmepetencies the higher your success
will be. However, this positive relationship willnty be true when the person has
motivation (degree of willingness to exert effastgerform something successfully). In
other words, only the person who possesses the smrapetencies and has motivation
too will be successful. Thus, motivation will be raoderator. In fact employee
performance is a function of his/her ability (cortgree) and motivation. Motivation is a
person’s drive to take an action because he orwsids to do so (Werther, Davis,
Schwind, Das and Miner, 1985). They (p.305) vieW: geople are pushed, they are
merely reacting to pressure and acting because they feel that they have to. However, if
they are motivated, they make the positive choice to do something because they see the
act as meaningful to them. Therefore, motivation can be simply defined as goal-oriented
behaviour.” There may be several other moderators such akingpconditions, resource
availability, etc. Figure 2 depicts competenciesd arelated variables and their
relationships.

An Approach for Building Competences
A personal approach is presented to build comp&en€irst you should do an
evaluation with regard to your performance. A popular method known as 360 degree
programme can be utilised for the purpose. The oakitivolves use of several evaluators
(at least four) and combination of all evaluatialmme by each evaluator. The objective
of this evaluation is to determine your positionstate (your degree of success) with the
intention of improving it further. Two types of duation are needed: one for
performance evaluation on your job and the otherprformance evaluation on your
life. Who should be evaluators? You can be anuatat. Your boss/superior, peer,
subordinate, outsider (an expert in evaluationyt@mer, immediate superior's superior
etc. can be evaluators. Use of several evaluatdrasmnimise disadvantages of each
source and maximise advantages of each source ilirédsult in a more comprehensive
evaluation done from different perspectives. Fer¢laluation purpose, techniques such
as BOS (Behavioural Observation Scales) or BARSh&Bm®ural Anchored Rating
Scales) could be applied. Refer to Opatha (2009 ftetailed treatment of the BOS and
the BARS. It is essential to identi§ritical Observable Behaviours (COBs) which are
found from highly successful people who demonstiatperforming each of the above
mentioned seven competences. COBs are specifionacor activities which you can
observe, perform and practice for continuous impnognt. In fact use of BOS or BARS
will be appropriate as they focus on COBs.

Second you should do a Gap Analysis (GA) in order to identify your weaknesses and/or
behaviours for improvement. Assume your evaluation has five standards (iery poor,
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poor, satisfactory, good, and excellent or very,lbw, average, high and very high or

almost never, rarely, sometimes, often and almi@styes). Your ratings as very poor and

poor are your serious weaknesses and your ratsgatasfactory and good are areas for
improvement. You will never develop if you do naddeess to your negative gap

effectively.

Third you should do learning with regard to identified weaknesses and/or behaviours for
improvement. You should acquire knowledge, attitudes and skilith regard to COBs
which are missing from you. You will have to engageanformal education and non-
formal education. Also an appropriate training wiélve to be secured. Observation is a
good method of informal learning. You can learn @@Bs by observation of successful
people. It is possible to imitate their productibehaviours. Also you can learn by
observing unsuccessful people. It is possible éotseir unproductive behaviours/failures
and resultant consequences.

Fourth you should do a review regarding your progress of building the COBs under the
relevant competencies. This involves internal (self) and external seaf@hinformation
about your improvements. Post evaluation has tee®rmed and then you can compare
your current ratings with your earlier ratings irder to determine whether there are
improvements or not. You will get a good feedbawit twill have to be used for further
improvement.

Figure: 2 Competences and Related Variables

Human Assets
] 1. Technical
Heredity Competence
2. Human Relations
Competence
Conceptual
- competence Success
Learning . Intelligence Efficiency
Knowledge . Personality Effectiveness
Skills . Character Productivity
Attitudes . Personal Mgt etc.
Competences
(ethical thinking,
positive thinking,
continuous
learning, balancing
work and non-work
life, time mgt,
career mgt, and
stress mqt)

M otivation
Working
conditions
etc.

Environment
Education (formal,
informal and non-formal)
Training
Experienc
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Conclusion
An individual’'s capability or ability of performing certain task or a role or a job
successfully has been defined as a competence. €engies labelled as human assets
include seven main types, i.e., technical competetuman relations competence,
conceptual competence, intelligence, personalihgracter and personal management
competences. These competencies are required i®vackuccesses on the job and also
on non-work life. They are secured through learniigch is the relatively permanent
change in behaviour by acquiring knowledge, atésidnd skills which are secured from
environment that is composed on education (forrdatation, non-formal education and
informal education), training and experience. Hayethay provide one or some of the
competencies to one to a certain extent sincedridinth. Possession of the competences
does not guarantee success on work life and nok-liferas well. Motivation is viewed
as a main moderating variable for success meafaga person who has the seven
competences at a high degree will not be able heeae successes unless he/she has the
required motivation. A practical approach consgtof four steps, i.e., evaluation of
performance, gap analysis, learning COBs, and wewieprogress, is proposed. Let me
ask three questions from you before conclusion.

Do you want to be the best person in a certain field of S Lanka compared with your
peers or even with non-peerg/all? Can you be the best? If you think that you are not in a
position of becoming the best in the field (due gome reasons which may be
uncontrollable), then

Do you want to be one of the best personsin a certain field of Si Lanka? Can you be one

of the best? If you think that you are not in a position of batng one of the best in the
field (due to some reasons which may be unconti@)athen

Do you want to be an excellent person/ a person of success in a certain field of i
Lanka? Can you be excellent or successful ?

In order to be the best or one of the best or éxuelyou must possess the seven
competences to a high extent. Also it is essemtiaimaintain your excellence for a
prolong period of time, if possible, until your iretnent.Perfect excellence is to be an
objective that can be sought but it will never be reached. You will have to improve
continuously owing to creativity, innovation and changes whidtwr in the world in
which you are living.
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