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Guidelines for Using Competencies for Group Development
Using the SCC All Employee or the Manager/Supervisor Competency Models to develop a group can be very effective and productive. 
Listed below are some guidelines to help make this activity successful.

· The intended use of the SCC Competency Models is for Self-Development. This means taking an assessment is voluntary and not mandatory. As an established practice of many feedback and assessment tools, the employee’s results are private, and are to be shared only by the employee.
· In using this information for identifying development areas for a group, it is recommended that the employees send their individual results (Assessment Score Sheet) to a third party (i.e.; agency trainer, LED staff) to be tallied and summarized into a group report.

· This keeps individual results confidential and private.  
Role Recommendations for this Activity
Employees- individuals in the target group who are completing the Assessment
· Complete their assessment and send it (Assessment Score Sheet) to a third party for compilation into a Group Summary Report.
Manager or Sponsor of Employees

· Highly encourages, not mandates, employees to complete their Assessment, then sends the completed Assessment Score Sheet to a third party for compilation.
· After the Group Summary Report is received, share the data with the group. Determine how (see strategies below) you would like to share this information. DO NOT share individual scores WITHOUT the individual’s permission. For this activity, summary scores are being used.

· Once skill areas have been chosen to be developed, allow for and follow through on the activities necessary for building those skills.
Third Party or Trainer for the Agency
· Collects all participants’ Assessment Score Sheets.
· Completes the data entry and analysis. Instructions for completing the Group Summary Report are included in the Excel document. Note: At this time, the data entry is completed manually.
· Identifying (by scores) the Two Most Skilled Areas (Highest Scores) and the Two Least Skilled Areas (Lowest Scores) is done manually (meaning, at this time, it is not automatically calculated). These scores can be recorded at the bottom of the chart.
· Presents the Group Summary Report to the Manager/Sponsor to discuss next actions.
· Selecting the key areas for development is the responsibility of the sponsor/manager. There may be several factors going into that decision, not just lowest scores.  
Strategies of Sharing the Data and Making Decisions
There are several ways to think about sharing this data and determining next steps

	Strategy 1: Group Involvement Strategy

· Manager/sponsor shares the report with the participants.
· Have a group discussion on what the group thinks of the report and what is most critical for the group to develop. This discussion could be facilitated by the manager/sponsor, trainer or other 3rd party.

· Discuss with group ways they would like to develop the skill(s). Ways to develop skills could be classes, online, through mentoring, a retreat, offsite, coaching, etc. 
· See the Development Resources Tab in the Development Toolkit.

· Participants make the plan and review with sponsor/manager.


	PROs
	CONs

	Employee participation creates more: 

· engagement and involvement
· more commitment 

· more participation

· more ownership

Could help develop the team, team spirit and collective engagement.
	· Takes more time 
· Adds to groups’ workload

· Could bring about conflicts, difference of opinions to deal with


	Strategy 2: Leader Directed Strategy

· Manager/sponsor shares the report with the participants.
· Based on the data, tells the group the key areas manager/sponsor thinks are important to develop.
· Manager/sponsor determines how the group will be developing the skill area (classes, retreat, offsite, online, coaching, mentorship, etc.).
· Manager/sponsor makes and shares the plan.


	PROs
	CONs

	· Faster-less steps, less people involved

· Easier to make decisions and implement

· Not have to deal with group disagreements


	· Likely to have less commitment, participation and engagement of the group

· May be less successful

· Could have more criticism (critics)


	Strategy 3: Combination of the two strategies above

· Select the steps that work the best for the leader and the group to support and implement 



	PROs
	CONs

	· Make it fit for the group, the task and the leader
	· Takes time to think through and choose the best option for each step
· Could have conflict, difference of opinions to be worked out


Contact Learning and Employee Development at 408 993-4830 or led@ceo.sccgov.org  for assistance.  10/19

