HR Capacity Check

Overview of the Capacity Assessment Tool

Objectives
of the Human
Resources
Capacity Check
The e-Government
Capacity
Check

A diagnostic tool to
assess the current
and future (desired)
management
capabilities of your
organization in the
management of your
people.



Assess the state of management practices
against a common standard— Tool evaluates
current capability and future capability needed
against recognized best practices and principles
consistent with modern HR management.



Compares against best practices — Comprised of
29 criteria grouped into 6 categories that cover the
full range of capabilities important to building and
achieving management excellence.



Provides key improvement information — Shows
what capabilities need to be in place to improve in
each criteria area. You will be in a better position to
prioritize the opportunities for improvements in your
HR management practices identified from the
assessment, and to develop action plans to pursue
high priority areas.



Builds upon changes already underway — to
existing HR management practices.
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Key Elements of the Capacity Assessment

Leadership
(Where we’re going)
Criteria to assess an
organization’s capacity to
implement a clear people
vision and strategy
aligned with client and
partner expectations.

Enabling Work
Environment
(Is the right culture in place)
Criteria to assess an
organization’s capacity to
provide a work environment
and culture that foster a
high level of performance
and personal growth.

Public Service
Values
(What we believe in)
Criteria to assess an
organization’s capacity
to communicate,
implement and sustain a
shared understanding of
HR values and ethics.

Sustainable Work
Force
(Are we ensuring staff
continuity)
Criteria to assess an
organization’s practices
to maintain continuity
and retain corporate
knowledge.

Productive Work
Force
(Are we sustaining a high
performing workforce)
Criteria to assess an
organization’s capacity to
provide an enabling work
environment and recognize
peoples’ contributions.

HRM Capabilities
(Is the HR expertise
available to the
organization)
Criteria to assess an
organization’s HR specialist
support, policies and
programs, and tools and
techniques.
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Human Resources Management Capacity Assessment Criteria*
Leadership

Public Service Values



Mission and vision





Management structure





Management behaviour



Staff relations



Management development




Contribution to Objectives
Employment Equity
Official Languages
Human Rights

Productive Workforce








Clear Accountability







Clarity of responsibilities and
organization
Performance agreements and
evaluation
Specialist support
External reporting

Sustainable Work Force






HR planning
Continuous learning
Competency profiling
Workload management
Compensation

Service standards
Clarity of responsibilities
Recruitment and staffing
Language of service
Continuous improvement
Performance management
Orientation and training

HRM Capabilities




HR specialist support
HR policies and programs
HR tools and techniques

* Capacity Check criteria were developed by KPMG Consulting LLP.
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The Mechanics of the Tool – How it Works
Current capabilities are
assessed based on the
seven key elements. The
assessment is done for
each criteria area within
each element.

The organization’s current
state, or existing “as is”
capability, is determined
based on the criteria
descriptions, and the results
of the
interviews/workshops.

TOPIC 1
Competency
profiling

The organization does not
document the knowledge and
skills required for key work
roles. Jobs are segregated
and clearly defined and
selection and training is jobspecific. Job descriptions are
the primary tool for selection
and training.

A rating system of “1” to “5” is used. A high
capability does not necessarily mean
“goodness”, but rather formality or maturity of
capability. The ideal capability level for any
area depends on the needs and goals of the
organization.
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Job requirements have been
introduced to aid in the
selection process and to
guide career and succession
planning efforts. These are
generally professional or
technical skills and knowledge
related to performing specific
job duties.

The organization has
introduced technical and
behavioural competencies
based on mission and values
as well as business
requirements. Personal
suitability is highlighted as
well as the generic
requirements of the initial
placement, increasing the
probability of sustained
performance and flexibility.

“as is”

Existing capability

The capability descriptions are based
on generally recognized best
practices.
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Use of competency models
has been integrated into the
performance management
process. Staff are aware of
the competency profiles.
Staff profiling and
succession planning are
based on comparisons
between ideal competency
models and individual and
aggregate profiles.
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Competencies are linked to
most human resource
management programs, and
are tied to current and future
business strategies. Models
are adjusted as change is
introduced. Employees can
access competency profiles
associated with various roles,
assess their fit and determine a
possible career path.

“to be”

Future capability
Where the organization may
strive to be in the future

The “to be” capabilities described
represent different states or plateaus
that the organization may strive to
achieve. The descriptions are
incremental.
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The Self-Assessment Process

Managers are
interviewed
individually by
consultant/
organization team
member.

A capacity assessment
report is developed with
aggregated findings from
all interviews, representing
a corporate/organizationwide view.

Findings from report and ratings are
validated in a workshop with managers,
using an electronic voting tool.

Individual notes from
each interview are
compiled on a
confidential basis
using a standard
template that groups
responses according
to each of criteria.
The team agrees on “as is”
and “to be” capability levels
for each of the HR
management practices
assessed. Supporting
rationale is noted.

The notes, and supporting
documentation are
reviewed by the
assessment team, one
criteria at a time, to draw
out findings, challenges
and opportunities.

Next steps:
Results feed into
development of strategy
and action plan
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