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ABSTRACT

One of the core driving factors of any organizatisthe competency level of its employees. Compm¢snare
important to organization as they focus on peopl@igjue skills, knowledge and attitudes which amarthan measuring
only the technical skills of people. For the susceSany organization it is important to measure gkills, attitudes and

knowledge of people that leads to success.

Competencies are more durable than job tasks. Ctermgies are part of people, not the work they de @inique
characteristics has been overlooked or poorly ifledtin most traditional job descriptions, whicypically have a brief

list that may cover only technical skills.

People Performance Competency 20 is a psychomatsessment that measures the competencies based on
knowledge, skills and attitudes. It has multiplendfits like it helps in understanding the strength®aknesses,
opportunities and threats for individuals, it alelps in identifying the gaps in the existing skiiVel and requisite skill
level demanded by the job, identifying right perdonthe right job etc. Using these assessmentnizgtions will be in a
better position to recruit, select, develop, rewandd promote the most successful people. Henecape®ncies are an
important tool, much like a compass, to find diil@ctin attracting, developing, retaining, and posiing the best, most
productive and promotable people. Measuring it Wit appropriate psychometric tools like PPC 20 lihg effective
results in mapping individual competencies

KEYWORDS: (Competency, Competency-Based Approaches, Corep€mmcy, People Performance Competency 20,
Managing Change, Planning and Organizing, IntegraisDynamics, Result Orientation and Leadership)
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A competency is defined as a behaviour or set babieurs that describes excellent performance éngifren

work context.

A competency is an underlying characteristic okaspn which enables him/her to deliver superiofguerance
in the given job, role or situation. They consi$tctusters of knowledge, skills and personal atités that affect an

individual’s ability to perform.

Hayes (1979)ays that competencies are generic knowledgeyedtait, social role or a skill of a person linke

to superior performance on the job.

Albanese (1989)says that competencies are personal charactethstic contribute to effective managerial

performance.
COMPETENCY ICEBERG MODEL

It can be helpful to think of competencies in terafsan iceberg. Technical competencies are atithe the
portion above the waterline that is clearly visifdad therefore easier to assess). Behavioral cemges are below the
waterline - they are more difficult to assess, aftdn harder to develop. We thus require highlyhsstirated assessment
tools to accurately bring out a true picture ofimdividual’'s behavioural competencies. Behaviomnpetencies can be
understood as manifestations of how a person viemior herself (self-image), how he or she typicakhaves (traits), or

motives him or her (motives).

Skill
Knmu dgﬂ water ling
Figure 2

Skill: A person's ability to do something well. For exdamjs great at using Microsoft Word.

Knowledge: Information that a person uses in an area. Fompla this might differentiate the outstanding
waiter or waitress who speaks many languages frisnohher average counterpart in a restaurant aithinternational

clientele.

Self-image: A person's view of him or herself, identity, peratity and worth. For example, seeing oneself as a

leader, or as a developer of people.
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Trait; A typical aspect of a person's behavior. For exanieing a good listener.
Motive: What drives someone's behavior in an area (anrlyimig need for achievement, affiliation or power).
Reasons why competencies are needed:

The best way to understand performance is to obsehat people do to be successful rather thannglgn

assumptions pertaining to trait and intelligence.
* The best way to measure and predict performaneassess whether people have key competencies.
e Competencies can be learnt and developed.
e They should be made visible/accessible
e They should be linked to meaningful life outcomest tdescribe how people should perform in the weald
REVIEW OF LITERATURE

The concept of competence as a formal field ofatehas undergone many evolutions and has inspiwide
range of approaches. Literature around the glokesimze the early 1960s presented competenciebelawioural form
of pedagogy, a means to structure work, a basisrfyanizations achieving competitiveness or thadiations for national

vocational education and training systems.

In the late 1970s and early 1980s many writers cerpl the concept of competence as a basis for wirgo

human and management performance.

Research shows that competency-based approachesning, assessment and human resource actiyites
recruitment, selection, etc.) have been in evidemitiein organisations since the early 1970s. In18680s the emergence
of formal, national strategies to implement compejebased systems began to have a profound inffuenahe field of

research.

Boyatzis proposed a model of management trainidgca&ion and development based on competency.diedst
competencies would make clear:... what sort ofqrergill be effective in our organisation in specijobs... a template for
decisions such as selection, promotion, firing aedign of and assignment to management developawtivities...
interpret responsibility for success or failurelwiespect to accomplishment of performance objestivcommunicate to
all managers how they should act and what they Idhbe doing... basis for the design of managemeins jand the

organisational systems, policies, procedures aograms (Boyatzis, 1982:13).
Boyatzis's Model for Competencies and Effective P&rmance

In very simple terms Boyatzis saw effective perfante as requiring a consistent attainment of tfaet®rs: job
demands, organisational environment and individuahpetence (Boyatzis, 1982:13). Other dimensione welded by

later literature to expand upon these three aspéetective performance.
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Job demands were being formed around roles in plgnorganising, controlling, motivating and coaoratiing
(Boyatzis, 1982:17).

The organisational environment was almost excligigeen as being formed around a study of climaig a
culture with a heavy emphasis on theorists and equiscassociated with identifying the role/functaord characteristics of
management in a given organisational environmehis Was consistent with ideas advanced by suchrigteoas
Mintzberg (1973) and Drucker (1973).

Boyatzis found common or core management clustersould be determined by examining tgeupings of
specific sets of competencies under different funons. This is an important factor as Boyatzis was faogison
developing functional management competencies. tbted that the list of specific competencies inistréte or highly

specialised function 'is not as important to thialgsis as the predictive accuracy of the entite(Beyatzis, 1982:203).

Contemporary research and literature still indicadenpetence-based approaches at an organisateedlvill
vary (Hodkinson & lIssitt, 1995; Barrie & Pace, 1993pencer and Spencer suggested competenciescaveefining
features (1993:15):

A competency is an underlying characteristic ofiladividual that is causally related to criteriorfeenced

effective and/or superior performance in a jobatitin.

» Underlying characteristic means the competencyfarly deep and enduring part of a person's peistynand

can predict behaviour in a wide variety of situat@nd job tasks.
e Causally related means that a competency caugeedicts behaviour and performance.

» Criterion-referenced means the competency preditis does something well or poorly, as measured on a

specific criterion or standard.

Other authors stress thaele of competenciess the core technical skills, knowledge and teldugies thatenable
organisations to maintain unique productive capacif. Such approaches reinforce the need for competgrioi be
specific to the organisation and unique componehtbe overall competitive capabilities held by @iganisation and its
workforce (Prahalad & Hamel, 1990:79; Sanchez &néed 997:5-6; Allee, 1997:21).
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These types of models may be able to accommodatenak approaches to competency frameworks but
ultimately these approaches recognise competitsgenannot be generated from the same skill and ledow available to

anyone in the marketplace.

It is important to know that core competencies wotgmain the same in any managerial position across
organizations and across countries. However, enmiemtal differences (organizational or cultural)uldbbe taken into

consideration during the interpretation stage efdhsessment.
Boyatzis identified management clusters that inetiid
* Goal and action
e Leadership
* Human resources management
» Directing subordinates
» Focus on others and
* Specialized knowledge.

Another management theorist Frenchman Henri Fayadiders management to consist of seven functions:

e Planning
e Organizing
e Leading

» Co-ordinating
» Controlling

» Staffing

* Motivating

Numerous researches have shown the significantieeofbove-mentioned competencies in various fi€ltis
shows the importance of these competencies in nesiahgoles. Since 1982, research in competencyrihend
assessment have come a long a way. Extensive chsearthis field to added to our understanding cinagerial
competencies. These competencies have been anadywbdrought together to provide us with a morebaiate

understanding of competencies.
People Performance Competency (PPC) 20 Assessment

PPC 20 is an effective tool in enabling peoplehaiirt performance competency and comprehensivelgrsahe

Big 5 — Managing Change, Planning & Organizingetpersonal Relations, Result Orientation and Lesimigr

The PPC 20 Assessment has five major competenogndilons which are further subdivided as follows:
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Managing Change

* Initiative

* Risk Taking

* Innovation

»  Flexibility/Adaptability
Planning and Organising

e Analytical Thinking

e Decision Making

e Planning

e Quality Focus
Interpersonal Skills

*  Oral Communication

»  Sensitivity

* Relationships

+ Teamwork
Results Orientation

* Achievement

»  Customer Focus

* Business Awareness

* Learning Orientation
Leadership

» Authority/Presence

e Motivating Others

» Developing People

* Resilience
Initiative for Managing Change

This competence measures the ability to originatedivity, task, or managerial action. According3oyatzis, a

manager with this trait has a self-image of beiimgcontrol of what happens to him or her”.
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Initiators are inclined to take action to achiehings. They are prepared to do whatever it takémyTare
adventurous, do what they say, often take thedtegt, have a hands-on style, like to take the laetdndependently when

needed, and are quick to take advantage of opptetin
Risk Taking For Managing Change

This assesses how far managers are prepared torblesdand take risks in order to make things beRésk

Taking is a central feature of Kirton's Adaptatioimnovation model of creativity and problem solyin

They question custom and tradition, are prepardgetw the rules, are willing to take risks, willitmbreak with
the past and question the way things are doneleciggs rules and procedures. They thrive on chandecut through red

tape.
Innovation for Managing Change

It is about a general concern for making thingsdvett measures the ability to generate ideaspandhese into
practice. Innovation is the focus of Kirton’s wark creativity and problem-solving style, and istcalrfeature in Boyatzis

(Efficiency Orientation), Mintzberg (Entrepreneuahd Pedler t al (Creativity).

They make things happen. They are creative, otigichange, think laterally, tinker with, and impeothings.

They need the stimulation of change, generate fapphoaches and try out new ideas
Flexibility/Adaptability for Managing Change

This measures an individual's ability to responeéxitbly to different people and situations. Flextlil
/adaptability are a feature in Boyatzis (Stamina @daptability), Pedler et al (Sensitivity to Eventand Schroder

(conceptual Flexibility).

They handle change with an open mind, give a littheen necessary, adapt quickly to new situatiorts ane
flexible. They are prepared to give a little, pnegghto go along with what others want to do. Theynpromise to get

agreement and modify plans if necessary.
Analytical Thinking for Planning and Organising
It is the ability to think systematically, logicglland scientifically

They zero in on the key issues, think things thipugeak problems down, analyse things before gcfilhey
make logical and rational decisions, display caatfice in their own judgement. They analyse factsroigsly and evaluate

and consider options carefully.
Decision Making for Planning and Organising
It is the ability to make effective decisions.

They make decisions carefully and without hesitatithey are quick to act, take responsibility fogit decisions
and are prepared to make difficult decisions. Tehegl with problems quickly, don’t worry about thdecisions and make

sound decisions under pressure
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Planning for Management Development
It is the ability to plan and organise resourcdigiehtly.

They work in a neat and organised way, never |¢iaivgs to the last minute. They prioritise theirrwactivities,
tackle tasks systematically, organise their tinfeatively. They draw up detailed plans; also plawldeadlines are going

to be met and are always ready and prepared.
Quality Focus for Planning and Organising
This measures an individual’s attention to quadityl detail.

They never leave problems behind them and areatisffied with average performance but believe misfiing
jobs. They get the details correct and deliver aredule. They come across as systematic and meéhogéet involved in

the details and have very high standards.
Oral Communication for Interpersonal Skills
It measures a person’s influencing and verbal pitasen skills

They are excellent communicators; assert themseladsare good at selling ideas. They are good wiitds,
make effective presentations and are skilled atip@peaking. They express themselves clearly amtisely and are

assertive and forceful.
SENSITIVITY for Interpersonal Skills

Interpersonal sensitivity measures the ability dspond sensitively to other people’s needs. Baoyatalls this

having a positive regard for others - that is,dbéity to manage people in a way that resultsaopie feeling valued.

They consider the views of others and involve pedpldecisions. They explain their decisions tceotbeople
respond to people in a helpful way and consideeropieople’s problems and concerns. They make tintisten to people,

ask other people as to what they think and ardtsent people’s needs and feelings.
Relationships for Interpersonal Skills
The Relationships scale measures whether a peessralpng well with other people.

They relate well to people and get to know peoplieldy. They enjoy being surrounded by people, @rtgoing

in nature and are lively and enthusiastic they teawéde range of contacts and have many friends.
Teamwork for Interpersonal Skills

It is the ability to work effectively in a team. dmwork is an important competence in organisational

frameworks, reflecting such things as the imporawicself-performing teams.

They are easy to work with and are strong teameptayl hey work best in a team and enjoy being gfaaitteam.

They are group-oriented and are helpful and suport
Achievement for Results Orientation

It is an individual’s motivation and career comngtmh
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They want to win, take action to achieve thingg ambitious and competitive and act as if workhis most
important thing. They focus on getting the job dane have the drive and determination to get tadpe They try again

and again and want tonake their mark”
Customer Focus for Results Orientation
It is a person’s commitment to customer service@rmsomer relations and customer benefits.

They are patient with customers and are commitbeduality. They apply internal customer conceptg,tb
improve the service to the customer, respond guittkicustomer complaints and strive for excelleinceervice

delivery. They know about their customer’s needs @@ courteous to colleagues.
Business Awareness for Results Orientation

It is about one’s business orientation. Businesaramess is being increasingly incorporated int@oigational

frameworks.

They focus on performance, use resources caredulllyset tough business targets. They keep up wihnéss
news, watch costs closely and manage money cayefiiey think about how to get more for less anekabreast of the

competition.
Learning Orientation for Results

It is your commitment to improving yourself througbvelopment & learning. It is a key to acquiringather

competencies.

They address their weaknesses, seek ways to éesséives and ask for feedback. They enjoy leanmavg ways
of doing things, learn from their mistakes and krtbeir own strengths and weaknesses. They havéisgearning goals

and take charge of their own learning and develapme
AUTHORITY / PRESENCE for Leadership
It is about self-confidence and self-presentatiatiss

They pitch in and lead by example, are charismaatid have self-confidence. They have presence ahdriy,

are dynamic, inspire confidence and enjoy beingharge.
Motivating Others for Leadership
It is the ability to manage a team through delegaéind empowerment.

They trust people to do the right thing, don’t miedok deal with trivia and delegate tasks effedyiv@hey listen
to what the team wants to do, are prepared tothers lead, empower team members and use perswasioexpertise to

motivate people.
Developing People for Leadership
It is your ability to help team members diagnose develop their skills.

They go out of their way to help people developctepeople new skills and create a challengingatino work
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in. They try to act as a role model, give peoplpaunities to show what they can do, coach pedméy people learn

from their mistakes and give people regular feeklbac
Resilience for Leadership
It is your physical and mental toughness and sattrol.

They are relaxed, are tough and cope well withsstr&hey deal with difficult situations calmly, lide criticism

positively, deal with setbacks effectively and havet of self-control.

RESEARCH METHODOLOGY

Purpose
The aim of the assessment is to measure an indiksdoerformance competencies.
Test Audience

The PPC20 assessmengijgplicable and used byndividuals who are working. It can be applied to a variety of

backgrounds.
Applicability of the Assessment

The PPC20 has a vast range of applicability widedgd across various fields to gain a better uraledstg of
self and others includinigdividual development, enhancing interpersonal relationsimproving communication skills,

team building, better decision making, risk takingability, leadership training, etc.
Quality of the test items and the test manual

The quality of the test is enhanced as it'sany to useersonality test with the items catering to a wialege of
audiences. The items do not include aagial or genderstereotyped commentswhile theinterpretation andscoring of
the test is simple anéasily comprehensible The derived test score is reliable, as the tesadministered under
standardized settings arektraneous variablessuch as test instructions and the test administlaave aminimal
influence on the variation in test scores as these are atdizeéd across situations. The test also nreepsisite practical

aspectsas it includes the following considerations:

e The items are formulated in simple layman English

* The testis legible (can be easily understood)

e The test material is durable (does not change athog)
Nature of the Items

All the items in the questionnaifgelong to the content domain which facilitate in assessing an individual’s
performance competencies. The 160 items are clesistct of the various competencies being assesBegse items
present situations in which the assessed competace demonstrated. The items are standardizéwpasre the same

for every respondent with respect to tmatent, form andorder.
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Assessment Administrator Qualifications

The user needs to an average of 2 years work exmerin managing people, or a PG in PsychologydBugy or
an MBA.

Comparison with Other Assessments

Firo-B looks only at three interpersonal 'need siremhich again gives a very limited picture abthat individual.
FIRO-B analyses the individual on factors of in@wus control and affection, which are basically icadors of social

behaviour and how test taker gets along in groups.

PPC 20 comparatively gives a wholesome picture tatheuindividual, which assesses various behavidactors

affecting performance at work.

The Occupational Personality Questionnaire 32 (GBQ&mensions are grouped into only three areas:

relationship with people, thinking styles, and fiegé and emotions.

PPC 20 has twenty competencies, which gives aldétanderstanding that makes the strengths ofritigidual

conspicuous and helps identify capability of thaedidate in meeting the challenges thrown open bydh
Instructions for the Test Administrator (for Paper Pencil Format)
» Make sure the subject is seated comfortably inl&livand ventilated room
« Build rapport with the subject, make him feel atea
« Educate the subject on the confidentiality elenudiihe test
» Give instructions of the test (as specified below)
» Clear doubts if any
» After test completion give instructions on the segmethodology
» Interpret the scores and clear doubts that mag aris
Instructions for Test Takers (for Paper Pencil Fornat)
e There are 160 items based on various competentie$ Wwave five options.
e There is no right, ideal or wrong response for afthe items.
» Please choose which alternative is most applidaneu
» SAis for Strongly Agree
» Alisfor Agree
* Nis for Neutral

» Dis for Disagree
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e SDis for Strongly Disagree

* Mark your answer with a checkl] in the appropriate box, that is either SA, A, N,or SD. If you make a

mistake, cross it out and check another box
Sample Item

| completely trust people with the work | give them

Sé a/ | n d sd

» Kindly be as honest as possible and do not guekmbifor a response that may seem right as ttsene iright or

wrong response

* Do not leave any items unanswered

» Do not take too much time or ponder over an itemyer as quickly as you can

* There are no time limits observed but the tests i&20 minutes for completion
The results of the test will be kept confidentiatianay be used for research/ career developmepbges only.
Scoring of the test: {or paper - pencil formats onlgs the online scoring is auto generated)

The scoring system of the test is objectivas any qualified person involved in scoring th& teems will give

same score$or same answergdepending on the responses marked by the indiljidu
Step 1: Enter the checked item from the answertshem®rresponding box in the scoring sheet.
Sample item

Answer sheet:

sa a/ n d sd

Score sheet:

Step 2: Once all the boxes are checked, add thkeftsteach row and enter the sum in the box giénis is the
Raw Score (R)

Step 3: Enter the raw score into the Profile Chheet.

Step 4: Convert the raw score into Sten Score ¢Bi)guhe conversion table provided and enter tleescin the

Profile Chart sheet.
Step 5: Plot the Profile chart as per the stenescor

Note: The assessment will not be given in the papeencil format at any given time. It will only be an
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online test. The above information is given for knaledge of the instructions and how the scoring isahe.

ANALYSIS AND FINDINGS
Sample Report(to help the test user with the interpretationhaf test scores)
People Performance Competency 20 (PPC 20)

People PerformanceCompetency20 (PPC 20 - questionnaire assesses 5 Meta Performance Comopete
namely;Managing Change, Planning and Organizing, Interpersnal Dynamics, Result Orientation and Leadership,

which are further subdivided into 20 core compes)mn a ten-point scale.

25
20
=
18
0

Result  NManaging LeadershipPlanning dnterpersonal
Qrientation Change Organising  Skills

= &

Figure 4
Each of the 5 competencies mentioned above aressesb¢éhrough 4 parameters, on a scale of ten pexwts, as
mentioned in the tables below. These scores aceistied in order, from highest to the lowest andals® being graded in

terms of their, being over strength, good, modevatew.
Result Orientation (Score-24)

Table 1

Competency | Achievement | Customer Focus | Business Awareness| Learning Orientation
Score 5- Moderate 4- Moderate 7- Good 8- Over strgth

Being fairly achievement driven, the person is emlion getting the job done. These traits, howeleenot make
you overly anxious, to achieve targets. On the @ust front, s/he may set standards to provide gmodices to them.
However, the person may not be very anxious tosglg@ur customers in terms of catering to theicspelemands and
concerns. Having good scores on Business Awareségscan manage money effectively, thinking of sveoymaximize
profits. The person possesses a penchant for lggpurself updated and hence put in efforts towarlsdevelopment.
There are chances that s/he may lose intereseijpthyou are doing and would be more intrigueteton and improve

your knowledge.

Managing Change (Score-22)

Table 2
Competency Initiative Risk Taking Innovation Flexibility
Score 7- Good 6- Good 7- Good 2- Low

The person is likely to act independently while diarg difficult situations. S/he usually will not ait for
instructions, instead taking the initiative to solwroblems. S/he seem to be good at creating lassaral self development

opportunities by creating options which may be &or which have never been applied before. Hdisébility to take
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risk helps him/her face change in a positive marfmeéng ready to handle uneven and fluctuation 8d@na. The person
does possess the ability to perceive things difftiyeand come up with different solutions and methevhich would not
only bring about positive results but would alsmegate a lot of interest among people. Having & Vew score on
Flexibility/Adaptability, the person may be unyigld in many situations which /might need cooperati/he may not

give in easily, defending his/her position ratheorggly.
Leadership (Score-20)

Table 3

Competency Authority Motivating Others | Developing Others | Resilience
Score 5- Moderate | 6- Good 6- Good 3- Low

Moderate scores in authority indicate that the gensossess the sense of leadership to assume sésfiynin
certain situations. However, s/he may prefer toaienmconspicuous under other circumstances. Sdlsegbod scores in
the area of motivating others. This means thaptrson exhibit faith in the potential of his/hearte members and utilize
their strengths optimally. Being good at developpepple, the person takes the effort to createadleriging climate
which provides others with learning opportuniti8she has low scores in the area of resilience atitig that the person

has the tendency to bog down under pressure iftecigithg situations.

Planning and Organizing (Score-18)

Table 4
Competency Analytical Thinking | Decision Making Planning Quality Focus
Score 5- Moderate 1- Low 7- Good 5- Moderate

Being fairly analytical in his/her approach, thegmn tends to absorb a large amount of informatoa)yse and
synthesize it and come to a logical conclusiontivhes, the person will also rely on his/her indsnand intuition as well.
S/he is a slow decision-maker seen as prudent amedut. Thus, the person may hold things for tawldoeing perceived
as rigid and indecisive. At times, the person mkp decome uncertain about the decisions s/he dlan tcausing
uncertainty. Being good at planning and prioritigis/he work in systematic and procedural manndraae rather well
prepared before entering new projects, tasks aretimgs. The person’s quality focus results show $fiae may strive to
do his/her job well, not being satisfied with awgggerformance. However, the person may at timeb tie ignore minute

details, focusing more on the big picture.

Interpersonal Skills (Score-15)

Table 5
Competency | Oral Communication Sensitivity Relationships | Team Work
Score 6- Good 5- Moderate 2- Low 2- Low

Possessing a Good score in this area, the persorooaey his/her thoughts in a powerful mannemdgeioquent
and influential. Being moderate on sensitivity,esfmight consider others’ perspective and thoughtsnhight finally
decide on what s/he wants. Often the person prdiesther space, not actively seeking close bondgersonal
relationships. The score on team work being low,ghrson tends to be strong individual performet,being very team

oriented.
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FAQ's
* What is a Competency?
* What is a competency model?
* How do competencies differ from skills and knowle@g
* How are competency models developed?
e Can a competency model be tailored to a specificipe
* How can performance management work in a competbasgd system?
* What are the benefits of implementing a competdrased approach to developing professionals?
¢ How do you gain management commitment to suppodnapetency-based system?
* How can competencies be used in a coaching/sedsasgnt process and tool?

e Can competencies be tied to compensation (e.ce, msor incentive pay)?
Norms

Norms arestandard modelsor patterns regarded as being typical. A norm of one typeher ather is a basic
requirement of all tests. Aorm-referenced test / NRTis a type of test, assessment, or evaluation wiiells an
estimate of the position of the tested individumhbipredefined population, with respect to thet tsaing measured. This
estimate is derived from the analysis of test sc@ed possibly other relevant data from a sampdsvarfrom the
population. In the case of BPA, a sample of 9,234 taken and the test was administered. The saapyed from entry
level managers to senior level management fronmouarsectors such as IT, Manufacturing, Retail, B#gjiing, Research

& Development, Apparel, Textile & Fashion and Tra&eT ourism.
Reliability

Reliability refers to theconsistency of a testor the degree to which the test produces appiateily thesame
results over time under similar conditions. Ultimately, reliabilifg a measure of a test’'s precision. Number of diffe
methods for estimating reliability can be used,aeing on the types of items on the test, the ciberniatics a test is
intended to measure, and the test user's needsmbbecommonly used methods to assess reliabiliytte Test-retest
andSplit half methods.

Test- Retest Reliabilty— This method looks at thetability of the test scores over timeéy administering the
same testto thesame peopleafter a reasonable time interval. The PPC 20 ass&d is purely based on environmental
factors that influence a person. Therefore, ifradividual takes a test after a period there is bdaorbe a minimal amount

of change in the scores based on the environmeatsdividual is exposed to.

In a controlled environment where there is no eminental input, an 86% accuracy ratio was recordeeh a

comparison of the test scores on both the testsiveasn.
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Internal Consistency Reliability - indicates thdhomogeneity of the testlf all the items of the test measure the
same functionor trait, the test is said to be homogenous. Thetrnommon method of estimating internal consistenc
reliability is by theSplit half method. In this method, &est is divided into two formsand scores on the two forms are
correlated with each other to assess the degraditth all the items are assessing the same chasticteThe PPC 20
assessment which consists of 160 items was split two forms (even numbered pairing of 80 itemshgaand
administered to verify if the pair contributes issassing an individual's behaviour pattern. It whserved that PPC20 is

high on split half reliability as both the formeaymbolic of an individual's competencies on vasidactors.
Validity

Validity refers to thedegree to which a test measures what it claims toeasure A test is valid to the extent
that inferences made from it aappropriate, meaningful anduseful. The different ways of obtaining validity are gpema

into three categories nameBontent, Criterion-related andConstruct validity

Content Validity: refers to how well a test covers the charactesstiis intended to measure. Thus, items are
assessed to see if they ar@pping into the characteristic being measured;omprehensive in covering all relevant
aspectsand balanced in their coverageof the characteristics being measured. Contentlitsalis usually assessed by
careful examination of individual test items andithrelation to the whole test. The PPC 20 assessimdiigh on content
validity as all the 160 items in the questionnalisplay an individual's response in various sitoiasi through which

his/her behaviour is displayed.

Criterion — Related Validity: deals with the extent to which test scores maadict certain behaviour referred
to as the criterion. Criterion is defined aseatternal and independent measur®f essentially the same variable that the

test claims to measureConcurrent and Predictive validity are two typésriterion related validity.

» Predictive validity refers to how well the scoresatest predict certain behaviours. In predictiakdity a test is

correlated against the criterion to be made avigilabme time in théuture.

e Concurrent Validity is very similar to predictivahdity except that there %0 time gap in obtaining test scores

The correlation between test scores and the @iterariable indicate the degree of criterion- edatalidity.

PPC 20 is an environment-driven Competency Mappasgessment that categorizes people performance
competencies into five major areas, which are Mamtpghange, Planning and Organizing, Interpersdhatamics,
Result Orientation and Leadershifhe scores on the five areas helps predicts a raigge of competencies which include
oral communication, analytical thinking, innovation, team work, developing peopleetc (concurrent validity). PPC 20

helps identify competencies which can be used veldp the individual.

Construct Validity: is defined as the extent to which ttest measures a constructA construct is anon
observabletrait such as personality, intelligence etc whetplains our behaviour. Construct validity deals with how
well a test assesses the characteristics it isdeie to assess (in this case personal effectiverniglsre is no single
method for assessing a test's construct validitsaviing close parallels with content validity, PPQ i8 also high on
construct validity as it classifies competenciew ithe five major areas, which are Managing Charmjanning and
Organizing, Interpersonal Dynamics, Result Origatatand Leadership which explicitly explaaral communication,

analytical thinking, innovation, team work, developng people,etc of the five areas of competencies.
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Face Validity: A test has face validity if tboks valid to the usersexaminersandexaminees It is amatter of

social acceptabilityandnot a technical form of validity. Though not a technical form it is needed in gflets of tests.

The PPC 20 is high on face validity as the 160 stémthe assessment are symbolic of the variougpetencies and the

environmental stimuli an individual is encounteweith, that help serve as a valid base for a pelggrassessment.

CONCLUSIONS

PPC 20 will help in an in-depth analysis of StréwsgtWeaknesses, Opportunities & Threats (SWOT) for

individuals
Such an analysis helps identify capability of thadidate in meeting the challenges thrown operhéydb

Helps gauge present level competencies for eadssad and then evaluate the individuals on the leslel

competencies

Identifies gaps between requisite skills level amdnded by the role and that which is possessawtibydual
Delegate tasks based on strengths and potengamhployees

Relates the potential of an individual to the parfance delivered

Identifies “Right man for the right job”

Helps identify skills, strengths and deficits withiusiness units, divisions and groups

Identifies learning priorities and development gdthr everyone

Beneficial for effective succession planning
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