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n many companies, top management define and Icascade company objectives and strategies downwards. 
These plans are then translated and ideally reflects the 
details of how the company goals and targets are to be 
achieved. 

Like management in competitive sports, the process of 
defining a game plan, deploying specific tactics and 
reaching for the best results from a player's performance 
is similar in a corporate environ.

People performance is crucial to the success and 
sustainability of an enterprise. 

Company strategies and tactical plans will have no 
meaning nor value unless the necessary capabilities to 
make them happen are put in place in the right areas of 
the organisation. This can only happen through attention 
to people and their competencies, and how these 
competencies are manifested as they are deployed in the 
organisation.

In Part 3 of this Series, we discussed how to 

Build and Sustain a Supply Chain Function 

within an organisation. Core capabilities in 

supply chain execution are essential to 

delivering the results expected from the 

business strategy. In this part 4 of this series 

we will examine the many key elements of 

people delivering value in the supply 

chain. Stephanie Krishnan, Joe Lombardo 

and Raymon Krishnan continue with the 

series. 

People and 
Competencies 
in the 
Supply Chain 
Execution Model

Silo configurations need to be eliminated and the focus should be on 
core capabilities that enable the supply chain to perform and deliver 
the targeted results.
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The People Factor

Understanding the Value of the Right 
Competencies

Identifying Competencies

single person, group or function perform a task with a high degree of 
should exist unless they are connected success" (Adapted from the Oxford 
and are contributing to the delivery of Dictionary) and illustrated as follows: 
the product to the customer and/or 
consumer. If, however, people find 
that they are not connected and 
contributing, then their role should 
be challenged. It should be evaluated 

Having the right balance of against the core capabilities in the 
competencies in an organisation business cycle, and redesigned to Today, customer demands dictate 
creates the necessary capabilities to ensure that it does contribute, and the speed of supply chain execution. 
deliver performance, enabling the utilises the capabilities of people in This demand results in an ever-
organisation to attain higher levels of these roles in the best possible way. decreasing tolerance for error, and 
success. less allowance for recovery. Short 

time cycles, fast response times and 
high service levels all need to be 

It is not uncommon to hear top coordinated. Automation, through 
managers say that despite hiring data processing, systems and instant 

It is this link of people competencies, experienced people to do the job, information access, plays a big role 
capabilities andbeing able to focus the evaluating competencies and past in facilitating this. The derived 
abilities of the human capitalthat will employment history, going through benefits give us speed, accuracy and 
make the difference in overall the myriad of interviews, hiring the ability to process huge and 
performance of the organisation. policies and on-boarding protocols, complex amounts of data in 

that they are not seeing the expected minimal time. This technological 
results and feel that the new hire falls innovation however does not 
short of their expectations. Why is it Identifying and using competencies eliminate the need for competent 
that experienced and skilled people effectively is fundamental to people in the supply chain. 
who have shown good credentials managing performance. 

In Part 3, we explained how the both in academic achievements and Competencies are not easily identified 
Supply Chain spans across the past work experience, fail to deliver by first impressions or limited contact 
entire organisation. Often the the expected results? with people. This is because a 
organisation do not fully appreciate professional competence is related to In seeking better outcomes, we often the relevance and the an ability to execute a non-routine or look to the selection and appointment interconnectedness of people and complex tasks. process however, the problem actually fail therefore to understand the 

starts before the interview process. To There are however some clues that importance of the organisation's 
optimize human resources to deliver will identify some competency types. supply chain model, and the impact 
results, it is crucial to understand the The most obvious personal they have on the outcomes of this 
capabilities required and environment characteristics of competencies are model and the organisational 
in which they need to operate and manifested in behavioural display of strategy as a result. 
deliver to the organisations goals. confidence,quick thinking 

Whilst no individual can be assessments and in the ability to So what is competency and why is it considered indispensable in their communicate with clarity but in so important in the supply chain roles, the capabilities of collective general, most competencies can only execution model?  people clusters, functions and be confirmed when tested in a 
departments may not be The word competency could be a scenario that requiresthe execution of 
indispensable to overall success. term confused and interchanged with specific capabilities and deliverables. 

many other terms and definitions. All personnel involved in the supply We can divide the various levels of Competency in this context can be chain must understand their competence and relevance to defined as having the "ability to position in the overall structure. No 

Competency = Technical 
Knowledge + Business 
Experience + Ability to apply

Source: ESP Consult- Enabling Supply Chain Competencies

Competencies Capabilities Performance
<create> <deliver>

All personnel involved 
in the supply chain 
must understand their 
position in the overall 
structure.
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requirements into 3 major groups, with some of more accurate dimension of the competencies already 
their characteristics: available in the organisation and the ones that will need 

to be developed or need to be acquired. 1. Strategic Competencies- Leading, Visualising, 
Anticipating, Simulating.

2. Communication Competencies - Connecting 
enablers, Clarity & Precision of messages, Fact-
based content, Diligence & manner of delivery, 
Empathy, Decisiveness.

3. Execution Competencies - Agility in behaviour, 
Simplification of Complexity, Recognition of 
appropriate situations & Impact, Timeliness of This model illustrates the importance and relevance of 
Actions, Initiative & Drive to tackle complex issues. defining and structuring a competency model with a 

visual clarity. This is fundamental to building the These are competencies associated with capabilities to deliver the desired and expected delivering high-level performance, and which performance. The next step is the analysis of the key a reassociated with the ability to attain an competencies groups and categorise them into Task organisation's strategic goals. If such 
Competencies & Personal Competencies.

competencies are manifested by individuals, 
Task Competencies will cluster all job and technical teams and management then collectively 
related skills and experience, and sub-divide them into these competent abilities would be a huge 
sub groups- 'Knowledge Base' and 'Skill Sets'.asset within the organisation's control.

Personal Competencies cluster all the personal skills 
and related personal attributes into sub-groups such as 

As companies and organisations work in different 'Attribute Bundles' and 'Performance Drivers'.
ways, developing the right competency model that 

In Fig 3 the full competency model is illustrated using a fits the company business model and execution 
bottom-up approach. capabilities is crucial. It is important that 

collectively, a company creates the necessary The core part of the model is capturing the 
capabilities in the organisation to achieve and competencies. It is a very important process that will 
sustain their company business strategy. need a degree of time and effort to design and deploy 

within the organisation. The starting point should be 
the second and third levels of the organisation from the 
CEO through the rest of the organisation.

Competencies create capabilities, which in turn, 
delivers results. As illustrated in Fig1, converting 
key terms into relative definitions, we can build a 
coherent and effective model. Using this simple 
principle we can develop the model to link 
competencies to enable capabilities that will 
facilitate the delivery of supply chain performance 
results.

In fig 2 below, we start to build the model from a 
Expanding the Task and Personal competencies is not bottom up approach. This approach will give a 

Developing the Competency Model

1. Performance             

2. Capability                  

3. Competency             

                                       

 Delivers Results

Applied Competencies

a. Task Competencies

b. Personal Competencies  
Fig 1: High level drivers for achieving performance

Source: ESP Consult- Enabling Supply Chain Competencies

Fig 2: Illustrates the core composition of business competencies

Source: ESP Consult- Enabling Supply Chain Competencies

COMPETENCIES

PERSONAL
COMPETENCIES

TASK
COMPETENCIES

Competencies 
create 
capabilities, 
which in turn, 
delivers 
results. 

Fig 3: The Competency Model illustrated from a Bottom-up Approach

Source: ESP Consult- Enabling Supply Chain Competencies

PERFORMANCE

COMPETENCIES

TASK
COMPETENCIES

PERSONAL
COMPETENCIES

CAPABILITIES
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included in this article as it involves some deep analytical ensure that the capabilities to deliver 
processes. However, we can share some of the key elements high performance are deployed 
that form the characteristics of these competencies for effectively. 
reference.

a. Knowledge-Based Competencies are based on the 
As we have seen in the last four parts of industry sector specifics, experience, exposure and industry 
this series, the supply chain is a crucial technical know-how.
function that spans across the whole 

b. Skills Sets are based on personal core skills and organisation. The closely synchronised 
management skills and the application to a specific role. cross-functional processes required to 

drive a high performing supply chain c. Attribute Bundles are competencies that are acquired 
execution model puts people in a key role to create the through work exposure, experience, technical knowledge or 
capabilities that deliver performance and achieve results that special training, examples of leadership, value creation, 
meet the strategic goals of the organisation. adaptive working styles and personal attributes.
In part 5 of the series we will be looking at the risks and costs d. Performance Drivers are competencies that make the 
in the supply chain and how management need to address difference between achieving mediocre & excellent results 
external factors that can affect the performance levels of the which are essential to enabling sustainable performance & 
supply chain execution model. enterprise growth.

The competency matrix is a fundamental blue print of the 
human capital in an organisation. The matrix needs to be 
refreshed and kept relevant, at least every two years, to 

Conclusions

Note: The charts contained in this series, are designed for illustration of the 
point of principle and are not intended to represent the optimum supply chain 
model nor the structure of any specific company or industry.

The 
competency 
matrix is a 
fundamental 
blue print of 
the human 
capital in an 
organisation
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