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Stabilisation Unit Competency Framework – Users’ Guide
Welcome to the new Stabilisation Unit Competency Framework Users’ Guide. This Users’ Guide will help you to understand how the Competency Framework will be used by the SU when you apply for posts or when you are being assessed in post.  A separate Assessors’ Guide is also available for those who will be assessing individuals using the framework.

The intent is for the Competency Framework to be the definitive document for defining and assessing performance in post, as well as performance in interview; this will ensure that everyone who has a role in the SU is assessed in a consistent and fair way. 

This is a new tool for the SU and we welcome your feedback, as you use both the Competency Framework and the Users’ Guide over the next few months. Please provide any feedback to Ally McKenzie (a-mckenzie@stabilisationunit.gov.uk) 

Thank you,

Jane Williams

Stabilisation Unit Competency Framework – Users’ Guide
What is a Competency?

A competency is an underlying characteristic of a person which results in superior or effective performance.
Why do we use competencies?

Competencies are a signal from the organisation (the SU) to the individual (you) of the areas and levels of performance that we expect. They provide you with a map of the behaviours as well as the skills that will be valued and recognised by the SU.  They can help to drive up your performance and can also make the SU’s appraisal and recruitment systems fairer and more transparent.

Introduction

The SU Competency Framework describes a set of behaviours which the SU expects its staff to demonstrate; the framework will be used to assess an individual’s performance, both at interview and in post.

The Competency Framework is based on extensive consultations and interviews with SU personnel and stakeholders; this ensures that it accurately reflects the behaviours we require our personnel to exhibit in their SU posts.

It sets out a detailed set of indicators (bulleted statements) that define the required behaviours in a way that is meaningful and easy to understand for people who work in, or for, the Stabilisation Unit.

This guide is for SU personnel who will use the Competency Framework to apply for SU posts or who are being assessed while in post.  Taking some time to read through this Guide will ensure that you understand what evidence the SU is looking for when we assess you. 

There are no ‘tricks’ or ‘hidden agendas’ – we want you to succeed and we hope that the Competency Framework and this guide will help you to do just that!
What do the individual boxes and columns mean?
An understanding of the structure of the framework is essential to using it effectively, so please take some time to read through the following descriptions, which explain what each of the different elements which make up the framework mean:
Competency clusters:  Self-Management and Motivation, Working with Others, Applied Intellect
Each of the 6 competencies belongs to one of the 3 clusters.  Clustering the competencies together in this way makes it easier for users to understand the context of each of the competencies and how the competencies link together.
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Competency Titles e.g Delivering Results
Taken on its own, each title will mean something a bit different to everyone, so view them as an introduction to the individual competencies and don’t place too much weight on them.
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Definitions, e.g. Assure delivery through effective identification, planning and management of timeliness, people, risk, cost and quality requirements. Each definition summarises what the competency represents, and begins to demonstrate the specific meaning of the competency within the SU context.
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Context: SU personnel often deploy to conflict-affected or fragile states, therefore in the assessment of these behaviours particular importance should be placed on evidence relevant to the need for: safe and secure working and cultural awareness and sensitivity.
We recognise that SU personnel often operate in physically and culturally challenging environments and it is therefore essential for our personnel to be able to demonstrate the behavioural competencies from the framework in these difficult environments. This statement serves as a reminder to pay particular attention to evidence relevant to Safe and secure working and cultural awareness, when assessing the competencies. 
[image: image3.png]Stabilisation Unit Core Competency Framework
Essential personal behaviours required to operate effectively in all Stabilisation Unit roles including those in a hostile
environment

CONTEXT: SU personnel often deploy to conflict-affected or fragile states, therefore
assessment of each of these competencies, particular importance should be placed on
evidence which demonstrates: safe and secure working and cultural awareness and




Behavioural Indicators, e.g. Uses initiative to identify opportunities, explore alternatives and pursues solutions.
These indicators should be the main focus of any assessment using the framework.  Taken together, each set of indicators makes it clear to the assessor what sort of evidence would be appropriate and relevant in order to accurately assess whether the user has demonstrated that particular competency. 
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How do I use the framework?

There is significant evidence that past behaviour is a good prediction of future performance, so we are keen to hear about examples of how you have handled situations previously. In order for you to give us the best examples you can, it is recommended you take the following steps:

1. Study the SU competencies to make sure you share the common understanding of what Delivering Results (for example) means in the SU context.  The “devil is in the detail” – make sure you’re familiar with everything on the page and not just the headings!

2. Gather and record evidence of how in the past you have demonstrated the competencies:

· make sure it is observable evidence that others can understand and discuss with you

· the person assessing your example will be interested in your attitudes, values and thoughts as well as behaviour
· Key in mind the STAR framework, when writing down your evidence or answering an interview question:
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3. The context statement is important, so don’t ignore it! SU personnel often deploy to conflict-affected or fragile states, therefore in the assessment of each of these competencies, particular importance should be placed on evidence which demonstrates: safe and secure working and cultural awareness and sensitivity.  If possible, provide examples of when you demonstrated a particular competency in a physically or culturally difficult environment.
4. Use the indicators (bulleted statements) as a guide, not as a mechanistic “tick box” exercise:

· All posts are different and therefore require different skills and competencies. In some posts, one of the competencies may be more relevant than the others, while in other posts, a number of the competencies may be equally relevant and therefore important. 
· Read the job description carefully and try to anticipate which of the competencies are likely to be most relevant to that particular role and focus on these.

5.
Remember that we are not looking for ‘buzz word bingo’.  Don’t just repeat back or re-word the key words from the Competency Framework; use the descriptors as a guide to the type of examples you could give to demonstrate that particular competency.  The STAR structure described previously is a helpful way to ensure that you cover everything you need to in your answers.
Good Luck! 
What does a good competency-based answer look like?
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Leadership and developing people


S – When I took over management of the 105 people that made up the **** of the **** there had been a long history of not achieving the owners key performance indicators (KPI), low morale and a corresponding lack of understanding of how resources were distributed though the **** process.


T – My two tasks were to re-engineer the Division to achieve and exceed its KPIs restoring morale and to understand the resource requirement of each part of the **** process to inform the business unit budget area to exploit streamlining and efficiency opportunities.


A – I first organised a series of workshops not only involving the members of the different areas of the Division but also those areas likely to be affected by any re-engineering activity such as Corporate Services, TUs, Financial management, HR and the **** area – one our important internal customers. I also initiated a low level time and motion study of the processes within the Division and created a model in Excel that could be manipulated to provide different outputs based upon varying time, staffing numbers and process routing.


R – By making the workshops inclusive and my acting as moderator I was able to mentor staff through the re-engineering using their knowledge, expertise and enthusiasm to discuss streamlining methods, new technology and working procedures. Their swift adoption of new practices, with my encouragement, saw the systems in place within three weeks leading to the exceeding of the KPIs within three months including a significant reduction in a backlog of cases and improved Divisional morale. The Division model was able to track and inform the changes and provide evidence for staffing anomalies and the creation of a Divisional budget that went towards the assessment of through life costings for each individual **** case.
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