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Competency-based Human Resource Development Approach:
An Experience from Leading Firms.

Jirapong Ruanggoon

Abstract

To respond many pressures and challenges from the changing environment,
organization should be oriented in human resource development. Competency- based human
resource development was used to achieve that goal. The purpose of this paper was to review
the concept of competency, human resource development and competency-based human
resource development. The successful experiences in the application of competency-based
human resource development of three leading firms (Sharp Electronics Corporation,3M and
American Medical System) ware provided. In the last section, five critical success factors of
competency-based human resource development, 1) the alignment of competency model with
vision, value and organizational culture 2) the concision of competency model methodology 3)
the involvement of management and employees at all levels 4) the communication and
understanding about competency concept of all employees and 5) the integration of

competency model in all human resource management activities, were provided.

Keywords: Competency, Human Resource Development
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