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Abstract: The competencies and the management of the competencies are an important determinant of the competitive advantage for an enterprise. Starting from the analysis of the demand/offer ratio for competencies on the labour market, we highlighted a few conclusions. The most important finding is that the enterprise should focus on a strategic approach based on enlarged competencies, including  „the capacity to learn” and „ the art of being” and not on traditional competencies including strictly professional or technical capabilities. In our view, the approach of the competencies should by guided by the strategy of the enterprise and integrated in a strategic platform.      
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1. INTRODUCTION
The approach based on resources represents the paradigm of the strategic management in the last three decades. This idea can be recognized from the beginning of the years ’60 in the works of Penrose (1959) and Learned (1969) who thought that each enterprise is able to cope on the market if it has access to adequate resources. Wernerfelt (1984) describes the resources as tangible and intangible assets, permanently associated to an enterprise. From this point of view the human resources are as important financial resources, technological or material resources.

The quality of resources that an enterprise has is a major determinant of the competitive advantage and is the source of the power of the enterprise to differentiate itself from the other enterprises. Therefore new concepts emerged such as the key competences of an organization developed by Hamel and Prahald (1990) and dynamic capabilities (Teece and co., 1997) enabling the development of the concept of intangible resources. If a resource can be considered as a set of assets that can be bought freely from the market, there is not a clear delimitation for competencies. The competencies cannot be bought and they are at the foundation of the competitive advantage. Within an enterprise, the competencies represent a complex level of analysis.   

The organizational competencies are composed from the individual competencies and from professional competencies of the members. The large part of authors in strategy don’t approach the concept of individual competences thou the two concepts are closely related. The concept of professional competencies designs the content of the resources that an individual has in order tot to be able to do his job, while the concept of individual competence represents the capacity of one person to realize a task with his qualifications. 

2. The emergence of the competency concept 
The emergence of the competency concept is contemporary with the transformation in the educational and productive system. The educational system from the European countries has noticed in the last fifteen years important shocks regarding the blossom of the educational offer, increasing number of specializations in conformity with labour market demands and also an increase in the number of students. If those who are present on the job market today are better prepared, more flexible and more easily to be integrated within organizations, instead they have higher standards regarding the enterprise, especially the possibility for further development. They ask for an environment that stimulates their competencies so they will remain attractive for the labour market.

Regarding the demand for competencies, the enterprises confronted with the pressure to improve competitively will always require from its employee a real professionalism. It will ask for more than a simple capability to perform a job. The enterprise wants to transfer to its employee a part of the competitive pressure that it is facing. The following can be observed: 

· the overvaluation of standards, that is the enterprises requires more performance and quality in shorter terms;

· increasing attention paid to non-technical and non-material individual competencies that are becoming indispensable to the production process. In this category we can include: the spirit of initiative, autonomy, adaptability, reaction, capacity to establish a diagnose, capacity to interpret the information, capacity to face unforeseeable and risky situations;

· the invitation to implication, mobilization of knowledge of each individual and the assumption of the production act.

The competency is in this way a concept that describes the expectations of employers according to the proposed salaries.  
3. The traditional approach of competencies
Traditionally, in an enterprise the management of competencies is realized based on the concept of professional competencies, that is according to the competencies necessary to realize the operational tasks in all areas: production, administration, commercial, accounting, human resources. Each task to be accomplish is identified and then there are identified the competencies necessary to accomplish these tasks. The recruitment, training, remuneration are done according to the professional competencies. Generally a competency is the assembly of characteristics allowing to a person to realize a superior performance in a sector of activity. Some of these competencies are easy to be identified: the ability to do, respectively the capacity of a person to realize efficiently a certain number of activities; the knowledge that is what a person knows about a certain issue. On the other side, other characteristics of people are strictly intrinsic: the social role describing the image they have in public, the image about themselves, the character, the motivations and the preferences.

The approach based on competencies allows establishing a framework of competencies based on the best performances. This framework guide the recruitment, helps to implement the remuneration policy, to apply the systems that will help the performers to progress more easily, to elaborate training programs better targeted. To define a framework for competencies it is necessary to take into consideration the nature of the markets of the enterprise, the strategy that an enterprise envisage and the mechanism to implement the strategy. Starting from this description it is possible to establish the qualifications, the paths, the functions and the jobs, in order to identify the competencies. Figure no. 1 describes this process: 


Fig. no. 1 The process of defining the individual competencies

Each competency defined above will have a description according to the necessity of each enterprise; for example the description will contain the professional knowledge but can include such elements as communication, managerial ability, and international openness. For each job the professional or technical competencies are considered to be the most important; the description of individual competencies can be evaluated as of major importance, significant importance or marginal importance.    

These approaches have allowed to many enterprises to improve their procedures regarding the human resources and to optimize the recruitment, training, remuneration, making them to describe with rigour and attention to detail the qualifications that needed to be ensured and to create complex framework for defining the competencies.

The necessity for long-term competencies management leaded to new complementary tools such as the succession plans and the management of high-potential personnel, in order to supply the enterprise with the competencies that are harder to forecast. Such succession plans appeared in major enterprises possessing a matrix structure; it is forecasted that two successor can replace in shortest time a manger or a person leaving a critical position. In the same spirit of preserving the competencies at all levels of the enterprise it is possible to create stocks for certain qualifications in order not to loose competencies by departures.The management of competencies is today integrated in information systems of human resources management that allow for an inventory of the existing competencies stocks and of those competencies that are used to fulfil the strategic and operational needs of the enterprise. In the present times, when the professional competencies are changing at a fast rate, the traditional approaches are harder to be adopted. The traditional approaches do not offer to the human resource manager answer to strategic questions such as the questions below: 

	· The competencies that we are searching now for a position, are good enough for other positions?

· Do we use correctly the internal or external resources? Does the stock of resources is sufficient for the next years?

· Do we have a clear framework regarding the recruitment policy? 

· Does the enterprise has enough competencies to fulfil its strategy? 

· Are we prepared to create new jobs that today cannot be defined?

· How can we meet the expectations regarding the promotion of a large personnel?


Box no. 1 Strategic questions about human resources

4. Strategic approach of the competencies
The strategic approach of the competencies pay little attention to technical or professional competencies, focusing more on the extended competencies comprising managerial or behavioural characteristics. Such approaches results from the fact that professional or technical competencies become obsolete after a period of time and the need to replace them is almost permanent. The technical competencies are necessary but insufficient in order to be successful professionally because of the fast pace of market evolution, the management of the enterprise, the globalization of exchanges. It is estimated that the volume of knowledge available to the world is now doubling at every seven years; in 2050 this volume will double every 72 days. 

From this reason, the new approach requires the identification of competencies that favour permanent learning and the skill to cope with the uncertainty. The employees must work differently and to maintain connections with the extremely changing environment. Many enterprises have a network structure, leaving behind the inflexible pyramidal structure. The new structures must function in a framework in which the authority depends on competency and not on status.    

In these conditions the objective of competencies management is changing: is no longer a simple task that permits the hierchization of salaries, but it is necessary to define the extended competencies that are correlated with the strategy of the enterprise, with the trend of qualifications, with the mobility needs, with the necessity to work in a network.

The extended competencies are much harder to define. They take into consideration behavioural traits such as “the capacity to learn” and “the art of being” that are totally different from the traditional competencies respectively the professional and technical competencies. They can hardly be learned in a traditionally, formally manner. In many enterprises, by over evaluation of the diploma one cannot take into account the managerial skills of an applicant for a job.  

The extended competencies do not become obsolete quickly: they are persistent and in time they go stronger. The extended competencies can be developed by using a well adapted training program. Starting from the strategy of the enterprise, a framework of the extended competencies for its commercial personnel may include: 

· Professional integrity (respecting the commitments, coherence…);

· The skill to establish connections with other people, teamwork, ability to listen, the impact and the influence;

· Capacity to analyze;

· Capacity to deliver concrete results;

· Creativity, inovative capacity.

Mastering these competencies can lead to best results in conformity with the strategy of the enterprise. The extended competencies are different and harder to manage than the professional competencies. The management of the extended competencies allows a superior adaptation to the strategy of the enterprise and preserving the key competencies within the enterprise. The approach for a dynamic management of competencies might comprise the following three steps:

· the evaluation of the competencies stocks within the enterprise by analysing the resumes and the evaluation reports of the employees;

· the evaluation of the existing and future working places;

· to establish what competencies can be transferred from one working post to another. 

The strategic management of competencies cannot be separated from the transfer of competencies by implementation of new technologies that are affecting the traditionally process, offering multiple possibilities to transfer the experience through e-learning. This process is integrated in the knowledge management, e-collaboration methods, thematic forums, etc. The enterprises use these new training methods in order to fulfil their need for competencies. The proposed e-solutions are different from the traditionally ones taking into account that their dissemination is fast and they can reach any geographical area in which the employee is located. 

These new management methods are the preamble of the e-collaboration, allowing the members of a project or of a community to share a reserved area in which they can synchronize their jobs and can communicate, to exchange documents and to identify experts. These common spaces developed thanks to the intranet networks implemented by large enterprises, allowing to the creation of functional communities (finance, supply), the rapid growth of the enterprise, the mobilization of resources toward certain objectives. Working by collaboration is the source for knowledge creation and diffusion, the lever for competencies development.    

The approaches described above must take into consideration the need for an enterprise to adapt to an increasing changing and unstable environment. As a response to this instability it is necessary to install mechanism that will improve the capacity to react of the enterprise. One of these instruments is the strategic platform developed by Boston Consulting Group. The strategic platform is a coherent set of professional competencies and organizational capabilities based on which one can perform different activities in an enterprise and allow for long-term competitiveness. The enterprises can perform activities with stable success if they are capable to define, develop and exploit a strategic platform.      

In conclusion, the constant evolution of the professional competencies requires new organizational capabilities favouring development and full coverage of the existing competencies. The optimal management of these organizational capabilities can become an important source of competitive advantage. These capacities are very different according to the economic conditions of the sector of activity: growth rate, density of enterprises, and intensity of the competition. Among critical capabilities we can cite the forecasting, anticipation and reaction capability, the capacity to deliver a fast market response, the capacity to understand the markets, the capacity to find and recruit the best available employees, the capacity to create a working environment that stimulates the creation and dissemination of knowledge, the capacity to run a process with a high quality, and the most important, the capacity to learn permanently.     

These organizational capabilities are specific to each enterprise; they are different to be copied because they are the results of the activity of the enterprise: the capitalization and the use of science, the role of training, the internal mobility, the quality of the information systems, the degree of in which the formal organization interact with the informal structures. The force of these organizational capabilities allows the enterprise to mobilize and develop its competencies in its area of expertise in order to preserve its competitive advantage.  
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