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	SAMPLE – EXTRACTED FROM THE IsDB COPETENCY FRAMEWORK

i. IsDB Competency Framework (Competency Anchored Rating Scales - CARS)
These general competency deﬁnitions include descriptors of Talented, Skilled, Less skilled, and Overused skill.

a. [bookmark: _bookmark9]Leadership Competencies:
i. Strategic Mindset
Definition: Seeing ahead to future possibilities and translating them into breakthrough strategies.

	Talented
	Skilled
	Overused Skill
	Less Skilled

	· Sees the big picture, constantly imagines future scenarios, and creates strategies to sustain competitive advantage.
· Is a visionary and able to articulately paint credible pictures and visions of possibilities and likelihoods.
· Formulates a clear strategy and maps the aggressive steps that will clearly accelerate the organization toward
its strategic goals.
	· Anticipates future trends and implications accurately.
· Readily poses future scenarios.
· Articulates credible pictures and visions of possibilities that will create sustainable value.
· Creates competitive and breakthrough strategies that show a clear connection between vision and action.
	· May be seen as too theoretical.
· May be so far ahead that others have trouble seeing how the organization will get from here to there.
· May be impatient with day-to-day tactical issues.
· May overcomplicate plans.
	· Is more comfortable in the tactical here and now.
· Spends little time or effort thinking about or working on strategic issues.
· Contributes little to strategic discussions.
· Lacks the disciplined thought processes to pull together varying elements into a coherent view.



ii. Develops Talent
Definition: Developing people to meet both their career goals and the organization’s goals.

	Talented
	Skilled
	Overused Skill
	Less Skilled

	· Views talent development as an organizational imperative.
· Consistently uses multiple methods to develop others.
· Stays alert for developmental assignments both
	· Places a high priority on developing others.
· Develops others through coaching, feedback, exposure, and stretch assignments.
· Aligns employee career development goals with
	· Concentrates on the development of a few at the expense of many.
· Overestimates people’s capacity for growth.
· May be too quick to adopt faddish development approaches.
	· Doesn’t take time to work on development of others.
· Is a check-the-box developer; goes with the easiest option to fulfill talent development obligations.
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	inside and outside own workgroup.
· Readily articulates the value and benefit of stretch assignments to others
	organizational objectives.
· Encourages people to accept developmental moves.
	
	· Doesn’t make use of available organization resources and systems to develop others.
· Has difficulty identifying developmental moves
or assignments.



vii. [bookmark: _bookmark11]IsDB Competency Framework (Behaviorally Anchored Rating Scales - BARS)
Understanding the Four Stages® of contribution

	Contributing Dependently
	Contributing Independently
	Contributing Through Others
	Contributing Strategically

	· Willingly accepts supervision
· Demonstrates competence on a portion of a larger project
· Competent at detailed and routine tasks
· Shows “directed” creativity and initiative
· Able to perform well under time and budget pressure
· Learns how “we” do things
	· Increases in technical competence and ability
· Assumes responsibility for definable projects
· Relies less on supervision; works independently and produces key results
· Develops credibility and a reputation
· Builds an internal network
	· Involved as a manager, mentor, or idea leader in developing others
· Stimulates others through ideas and knowledge
· Increases in technical breadth
· Represents the organisation effectively to constituents and external bodies
	· Provides direction to the organisation
· Exercises power to influence decisions or obtain resources
· Represents the organization on critical strategic issues
· Sponsors individuals to prepare them for leadership roles



Behaviorally Anchored Rating Scales (BARS): For each of the behaviors at a Stage of Contribution, behavioral descriptions illustrate speciﬁc gradations of skill. Behaviorally Anchored Rating Scales are often used to assess performance. Below are the BARS for core and leadership competencies identified for IsDB.

a. [bookmark: _bookmark12]Leadership Competencies:
i. Strategic Mindset
Definition: Seeing ahead to future possibilities and translating them into breakthrough strategies.

	Contributing Dependently
	Contributing Independently
	Contributing Through Others
	Contributing Strategically

	· Considers how the workgroup's performance may be improved in the future.
· Understands how own work fits into the bigger picture and
strategy.
	· Considers industry and market trends when making decisions.
· Identifies which efforts will have the greatest strategic
	· Clarifies the organization’s vision and strategy and ensures that efforts are prioritized to support them.
· Creates strategies that leverage competitive
	· Leverages the organization’s key differentiators to develop a viable long-term strategy.
· Explores future scenarios and possibilities to help
the organization



	· Considers how own actions can help the organization succeed.
· Pays attention to trends and issues that may impact own work in the future.
	impact on the organization.
· Balances strategic concerns with day-to-day activities.
· Considers future possibilities and scenarios that may affect the team/organization.
	advantages and emerging trends.
· Leads the team to pursue possibilities that will create sustainable value.
· Thinks beyond the day-to-day, taking a long-term, big-picture view of the business.
	respond to change and shape the future.
· Revisits and updates business strategies in response to evolving market dynamics and organizational needs.
· Develops and integrates organizational strategies to achieve and sustain competitive
advantage.



ii. Develops Talent
Definition: Developing people to meet both their career goals and the organization’s goals.

	Contributing Dependently
	Contributing Independently
	Contributing Through Others
	Contributing Strategically

	· NA
	· Offers constructive ideas on how others can better achieve team or organizational objectives.
· Provides timely and respectful feedback to help others develop.
· Shares own experience and expertise with others.
· Supports the developmental efforts of others.
	· Ensures that qualified successors are identified and ready for key team roles.
· Fosters an environment that encourages and enables others to build skills and develop their careers.
· Fosters an environment that encourages and enables others to build skills and develop their careers.
· Recommends developmental activities
and stretch assignments to others.
	· Creates a culture that emphasizes ongoing learning and development and reinforces its value to the organization.
· Coaches and mentors key talent.
· Sponsors organization-wide initiatives to ensure leadership excellence and ready talent.
· Champions organizational efforts that support the
development of all employees.



	

