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The primary objective of
PCMM is to improve the ca-
pability of the entire work-
force. It can be defined as the
level of knowledge, skills
and process abilities avail-
able for performing an or-
ganisation’s current and fu-
ture business activities.

There are five maturity
levels under PCMM like ini-
tial, managed, defined, pre-
dictable and optimising. The
PCMM was basically de-
signed for knowledge-in-
tense organisation and

workforce management
process. Nevertheless, it can
be employed in almost any
setting either to guide imple-
mentation of workforce im-
provement activities or as a
vehicle for assessing work-
force practices.

Ample planning
Competency mapping re-

quires ample planning from
the organisation. Identify-
ing weaknesses of the indi-
vidual and building them to
strengths would actually
mean draining their energy
levels. Instead, the individ-

ual could be deployed posi-
tively in areas of developing
or using the current
strengths.

Competency mapping is
one of the most powerful
self-marketing tools avail-
able for both individual and
organisation talent manage-
ment professionals of the
present day.

A well managed firm
should have a clear organi-
sational structure with well
defined roles in terms and
have mapped the competen-
cies required for each role.
High performing work-

places achieve numerous ob-
jectives, including attract-
ing good employees and be-
ing innovative and produc-
tive.

Attractive workplaces in-
clude those that promote
good work-life balance, have
good health and safety sys-
tems, balance the interests
of employers and employ-
ees, encourage career devel-
opment, and have a large
proportion of staff with
high job satisfaction.

Creative workplace
In a rigid labour market,

workplaces that are not at-
tractive may have difficul-
ty in recruiting and re-

taining good staff. Without
good staff committing
themselves long-term,
workplaces may struggle
to be innovative and pro-
ductive.

Creative workplaces
achieve superior output
and fruitful workplaces
provide greater opportuni-
ty for innovation. Utilising
the individuals in the ap-
propriate roles matching
their competencies would
enhance the performance
of individuals.

“There’s a common mis-
conception that a person’s
skill is his talent. Skills,
however, are not talents.
Talents, on the other hand,
require skills.

People can have skills
and knowledge in areas
where their talents do not
lie. If they have a job that
requires their skills but
not their talents, organisa-
tions will never tap into
their passion or voice,”
says Stephen Covey.

“They’ll go through the
motions, but this will only
make them appear to need
external supervision and
motivation. If you can hire
people whose passion in-
tersects with the job, they
won’t require any supervi-
sion at all. They will man-
age themselves better than
anyone could ever manage
them. Their fire comes
from within, not from
without. Their motivation
is internal, not external.”

The writer is Director, Post
Graduate Department of
Management Studies,
Adarsh Institute of Manage-
ment and Information Tech-
nology (AIMIT). She can be
reached at: anithar72@ya-
hoo.com
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eadership is the art
of getting someone
else to do something
that you want done

because he wants to do it.
The definition is simple and
easy to understand, but lead-
ership is a serious business.
As very appropriately de-
scribed by Peter Drucker,
Leadership is lifting a per-
son’s vision to higher sights,

the raising of a person’s per-
formance to a higher stan-
dard, the building of a per-
sonality beyond its normal
limitations.

Increasingly today, in
whichever business, it’s all
about managing and leading
people. This task is challeng-
ing and multifaceted be-
cause of complexities in hu-
man behaviour and atti-
tudes. We all live under the
same sky, but we all don’t

have the same horizon. A hu-
man being is a bundle of
emotions governed by com-
plex psychological factors.

There are various cate-
gories of emotions such as
conceptions, sensations, re-
flexes and expressions, each
having a purpose and a trig-
ger leaving mental or physi-
cal effects.

Further, emotions are
characteristics of individ-
ual, genetic and group fac-

tors. While the science be-
hind the theory of emotions
is indeed complex, experi-
enced leaders are aware of
the subject, in the context of
leading people. In corporate
environment, the followings
are some common behav-
ioural trends seen by all of
us:
� A feeling of pride with
promotions or high incre-
ments
� A feeling of humiliation

with demotions, termina-
tions
� A feeling of jealousy when
a peer is promoted or sympa-
thy or humour when a peer
is demoted
� A feeling of humiliation
when fired in public
� A feeling of anger and
frustration with personal
problems being brought to
office and vice versa.

Such feelings or emotions
can cause different effects,
either voluntary or involun-
tary such as horror or hu-
mour, anger or laughter,
smiling or blushing etc.

Conflicting issues
An employee always has

several conflicting issues
bothering him such as ca-
reer vs family, matrimonial
issues, financial problems
and inter personal prob-
lems. However, it is a pleas-
ure to give advice, humiliat-
ing to need it, normal to ig-
nore it. A humane leader un-
derstands this through ex-
treme sensitivity and empa-
thy.

Empathetic listening is
not easy and comes with a
lot of sacrifice and practice
as empathy has two parts —
the skill [the tip of the ice-
berg] and the attitude [the
mass of the iceberg].

A leader has to be a good
empathetic listener to pro-
vide vent for an employee’s
frustrations. A leader also
needs to do this genuinely al-
lowing an employee to open
up.

It is almost impossible to
smile on the outside without
feeling better on the inside
and hence all feelings have
to be genuine and originat-
ing straight from the heart.
For an employee to open up,
it’s also necessary that a

leader always shows the
same face of his personality
whether in private or public
so that trust is developed. In
other words, a leader has to
understand, before being un-
derstood.

Thus a leader under-
stands an employee, coun-
sels and plays a constructive
role in his professional and
often personal life.

Balancing act
A leader focuses on peo-

ple without losing the focus
on results, balancing the two
all the time tactfully. Being
humane, he manages to stay

in the circle of influence of
an employee, thereby having
a very high emotional bank
account.

However, such leaders
are not always popular but
respected for being humane
and result oriented.

A simple check list for a
humane leader:
� Be a good empathetic lis-
tener
� Understand an employee
before being understood
� Be genuine and sincere
� Create an atmosphere of
openness and trust
� Have patience and toler-
ance in plenty

� Focus on results but
through people
� Praise in public, criticise
in private
� Perceptions are more im-
portant than facts
� Exceptions made if any,
shouldn’t create wrong
precedents

Finally, it’s good to re-
member the lesson in Bha-
gavad-Gita: Do everything to
your people, but without ex-
pecting any returns.

The writer can be reached at
info@vpradeepkumar.com or
www.vpradeepkumar.com

Leadership: Do everything to your
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