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COMPETENCE ASSESSMENT  

 

Joke Six, Valérie Vanhecke 
Abstract: In a company or organisation, employees have a key role. Deploying the right 

people for the right tasks is important. Thereby it is important that you are getting a clear 

view of the desired competencies in order to perform a certain function and that you acquire 

knowledge on the present competencies of every employee. 

Syntra West developed an online tool to measure competencies, the COMET (Competence 

Measuring Tool). With this tool you can create a competence profile per function and map 

the existing competencies of the employee. So you get per employee or team a view of the 

shortage or reserves.  

Within the TrainWind project a competence profile for windturbine technicians has been 

developed based on research and surveys. This profile sets out all knowledge, skills and 

attitudes required from a windturbine technician. By screening the (potential) technician 

you get an overview of their skills and gaps, linked to a training proposal. 
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І. INTRODUCTION   

Competence management and assessment is 

a wide area of expertise. It has been and is still 

evolving over time. There are numerous theories 

and examples and this paper does not, in any way, 

wish to give an overview of all existing theories 

and literature. This paper simply wants to give a 

comprehensible and practical guideline on 

competence assessment and discuss its specific 

application in the TrainWind project. 

 

 

ІІ. MAIN TEXT   

1. Competence Management  

A competency is the real and individual 

capacity to use knowledge, skills and attitudes to 

accomplish successful behaviour in various 

conditions. It is thus a combination of knowing , 

ability and willingness.  

Competence management is the 

management of qualities of individuals, teams and 

the organisation as a whole. This quality 

management is embedded in the strategic policy. 

Competence management is only a means. The 

goal is to achieve individual,  team and 

organisational best.  

A first step in competence management is 

knowing the qualities of your employees, as well 

as the skills required for each position (team, 

organisation). So in other words, competence 

management includes the determination of the 

required competencies, the listing of the present 

competencies and the implementation of a 

development strategy.  

 

To chart the required competencies for a 

certain job, a competence profile has to be 

created. A competence profile is the set of 

competencies required to perform a certain job 

successfully. Each competency is an unambiguous 

definition associated with one or more behavioral 

indicators.   

A behavioral indicator is a description of 

behavior that shows whether an individual 

possesses a competency. Each behavioral 

indicator is: 

 Formulated SMART; Specific, 

Measurable, Achievable, Realistic 

and Time-bound, 

 Recognizable and comprehensible 

for all employees, 

 Positive and formulated without 

value judgment. 

One can work with a list of behavioral 

indicators for each competency or with different 

levels, such as not 

present/insufficient/sufficient/strong presence. 

 

There are different methods to create a 

competence profile for a certain function. A 

competence dictionary can help to analyse this. 

Important is to collect as much information 

as possible related to the function. Examples of 

this could be to: 

 Translate the mission, vision and 

values of the organisation (core 

competencies) 

 Query the management and 

supervisors (desired behavior) 

 Query function-holders and 

supervisors (current succesful 

behavior) 

 Differential analysis (difference 

between successful and 

unsuccessful function-holders) 



ГОДИШНИК НА ТЕХНИЧЕСКИ УНИВЕРСИТЕТ–ВАРНА, 2013 г. 

 

 Critical incident method (situations 

from the past that led to success or 

failure) 

Knowledge, skills and attitudes are 

clustered into different competencies. 

The difficulty in creating competence 

profiles is in securing the balance between 

completeness and workability. A tip is to be 

pragmatic: profiles are a means, not a goal in 

itself. 

 

In a competence profile start competencies can be 

identified, the minimum competencies required to 

perform the function. These competencies are 

tested during the selection interview. 

Competence profiles are a stepping stone 

for the HR policy and are used in recruitment, 

selection, reception, training, retention ...  

Through competency measurement the 

competencies of employees are mapped and used 

as a starting point for competence development.  

 

In addition to job-related competency profiles, 

you can also create and use individual (personal) 

competence profiles. This is for example 

interesting to develop functions tailored to the 

employee and / or to work with competence 

matrices. Job seekers can also draw up an 

individual profile, a competence CV. 

 
 

 

2. Assessment of competences 

A competency is a snapshot of the ideal job 

holder. Through competency measurement the 

extent to which (potential) employees have certain 

competencies can be identified. Competence 

measurement occurs both in the 

selection/recruitment process as systematically 

during employment and forms the basis for 

competence development. 

There are different methods to measure 

competencies: 

 Competence directed interview, 

STARRT method 

You ask the employee for examples 

from the past, using the STARRT 

method:  

- Situation: describe what 

happened, where, when, whit 

whom. 

- Task: what needed to happen, 

what was expected from you? 

- Action: which actions did you 

undertake? 

- Result: what was the result of 

your actions? And what was the 

received response on this? 

- Reflection: was your approach 

good? Would you do the same 

next time? 

- Transfer: how can you apply this 

experience and the lessons 

learned in the future? Which 

support do you need for this?  

 Assessment/observation 

 Self-evaluation 

 360° feedback 

 Performance appraisals 

 Questionnaires 

 …. 

 

Each method off course has its pros and 

cons. It is important to chose a method that is: 

 Adapted to the individual (target 

group) 

 Adapted to the organisation 

(culture, structure, strategy) 

 Focused on concrete behaviour 

 Actively involving the employees 

 

Competence management is based on a 

belief in the development potential of each 

employee. The ultimate goal is growth of 

employee, team and organization. 

Competence development can be mapped by 

means of a personal development plan. Based on 

competency measurement, one or more 

competencies are shifted forward as working 

points. These are included in a personal 

development plan (PDP) that is created and worn 

by the parties involved. To each to be developed 

competence, achievable objectives and concrete 

actions are linked. A PDP is used throughout their 

career and makes for employee and supervisor 

individual growth and development visible. 

 

3. TrainWind – Competence profile of a wind 

turbine technician 

The TrainWind project benefits the 

technical staff responsible for the operation and 

maintenance of equipment in the Wind Energy 

Sector and facilitates their professional 

development. The training process is directed 

towards the young specialists, who are willing to 

prequalify, or to complement their knowledge and 

skills for operating the latest technologies and 
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maintenance of equipment. More information on 

this EU project, funded by the Lifelong Learning 

Programme Leonardo da Vinci can be found on 

the project website  http://www.tu-

varna.bg/TrainWind/ and in the paper from Ovid 

Farhi, Vencislav Valchev, Todor Ganchev, 

Valérie Vanhecke, Idoia Arteta Gorriz, Dirk 

Bischof, Hristo Nikolov, Velizar Kiriakov, „The 

TrainWind project: an e-learning platform for 

vocational training in wind energy technologies”, 

to appear in Proc. of the International Jubilee 

Conference „50th Anniversary Department 

ETET”, October 4-5 2013, Varna, Bulgaria. 

 

To support this the project partners created 

a competence profile for wind turbine technicians. 

Based on literature, job descriptions, interviews 

with organisations in the sector… a competence 

profile was created consisting of general 

behavioural competences and technical 

competences grouped into six clusters each 

divided in different competences (table 1). 

 
General Personal Skills/ Abilities

General Physical Abilities

Teamwork

Site access Site access

Theoretical (Wind) Wind Basics

Basic electrics

Components

Control systems

Hydraulics

Mechanical engineering

Components

Assembly

Rotorblades

Safety precautions

Fire fighting

Rescue from heights

Sea survival

Working at Heights

Manual Handling

COSHH (Control of Substances 

Hazardous to Health )

First Aid

Health and Safety

Electrical systems

Mechanical and hydraulic systems

General Attributes

 

Per competence several behavioural 

indicators were created to be able to assess to 

which extent each employee obtained that 

competence. 

To be able to do the assessment Syntra 

West vzw used its software tool Comet and 

uploaded the created competence profile herein. 

This software tool allows to do a self-assessment, 

a 360° feedback or a team analysis based on the 

created competence profile for wind turbine 

technicians. After completion of the assessment a 

report can be generated to show the competence 

gaps of a certain employee or of the team. Based 

on these competence gaps a training suggestion 

can be done to develop certain competences. 

Here below are some examples of the 

Comet software tool and its applications: fig.1 

Example of the competence profile in the Comet 

tool, fig. 2 Example of a self-assessment in 

Comet, fig. 3 Example of a report – visualization 

with a bar chart and  fig.4 Example of a team 

analysis. 

 

Table 1: TrainWind Competence clusters 

 

 

Figure 1: Example of the competence profile in the Comet tool 

http://www.tu-varna.bg/TrainWind/
http://www.tu-varna.bg/TrainWind/
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Figure 2: Example of a self-assessment in Comet 

 

 

Figure 3: Example of a report – visualisation with a bar chart 
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Figure 4: Example of a team analysis (2 team members) 

 

 

 

ІІІ. CONCLUSIONS 

This paper does not give a complete literary 

overview of all applications of competence 

management, only some general guidelines and an 

example of the application of competence 

management in an EU project. 

The created Comet tool has many 

possibilities. In this case the project partners hope 

the sector and (potential) employees will benefit 

from the tool by being able to do pre- and post-

assessment tests. Competences, gaps and progress 

can be monitored by using this tool. Linked to the 

training package provided as another result of the 

TrainWind project the partners hope to have 

created a complete support package for the sector. 
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