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Korn Ferry 38 Competencies Definition

Understanding the Korn Ferry 38 competencies is essential for organizations aiming to develop effective
leadership, enhance employee performance, and facilitate talent management. These competencies serve as a
comprehensive framework that identifies the key skills, behaviors, and attributes necessary for individuals to
succeed in various roles within an organization. By defining and assessing these competencies, companies can
align their workforce capabilities with strategic goals, foster a culture of continuous improvement, and ensure
that talent development initiatives are targeted and impactful.

This article provides an in-depth exploration of the Korn Ferry 38 competencies, including their origins,
structure, and practical applications. We will examine each competency in detail, discuss how they are used in
talent management processes, and highlight the benefits of integrating this framework into organizational
development strategies.

Origins and Purpose of the Korn Ferry 38 Competencies

Background of Korn Ferry

Korn Ferry is a global organizational consulting firm specializing in talent acquisition, leadership development,
and organizational strategy. Founded in 1969, the firm has built a reputation for its extensive research and
innovative approaches to human capital management.

Development of the Competency Framework

The Korn Ferry 38 competencies emerged from decades of research and empirical data analysis aimed at



identifying the most critical behaviors and skills that influence individual and organizational success. The
framework consolidates various competencies into a standardized set that can be adapted across industries
and organizational levels.

Purpose and Application

The competencies serve multiple purposes:

Selection and Recruitment: To assess candidate suitability.1.
Leadership Development: To identify areas for growth.2.
Performance Management: To set clear expectations.3.
Succession Planning: To prepare high-potential employees.4.
Organizational Culture: To reinforce desired behaviors.5.

Structure of the Korn Ferry 38 Competencies

Categorization of Competencies

The 38 competencies are typically grouped into broader categories or clusters that reflect different dimensions
of effective performance. These categories include:

Thought Leadership and Business Acumen1.
Interpersonal Skills and Relationship Management2.
Drive and Resilience3.
Technical and Functional Expertise4.
Leadership and Influence5.

Classification Approach
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Each competency is defined with specific behavioral indicators, enabling objective assessment and
development. The framework emphasizes both technical skills and soft skills, recognizing that success depends
on a combination of knowledge, attitude, and behavior.

Detailed Overview of the 38 Competencies

Below is an overview of the key competencies within the Korn Ferry framework, grouped into categories for
clarity.

Thought Leadership and Business Acumen

Analytical Thinking: Ability to interpret complex data and derive insights.1.
Business Insight: Understanding of broader industry and organizational context.2.
Creativity and Innovation: Generating new ideas and approaches.3.
Decision Quality: Making sound decisions based on analysis.4.
Strategic Agility: Ability to pivot and adapt strategies as needed.5.

Interpersonal Skills and Relationship Management

Active Listening: Truly understanding others' perspectives.1.
Collaboration: Working effectively with others toward common goals.2.
Influence and Negotiation: Persuading others and reaching mutually beneficial agreements.3.
Empathy: Demonstrating understanding and consideration for others.4.
Conflict Management: Navigating disagreements constructively.5.

Drive and Resilience

Achievement Orientation: Focused on setting and attaining goals.1.
Resilience: Maintaining performance under pressure.2.



Self-Development: Continually seeking growth opportunities.3.
Motivation and Initiative: Taking proactive steps without prompting.4.
Accountability: Taking responsibility for outcomes.5.

Technical and Functional Expertise

Technical Proficiency: Mastery of role-specific skills.1.
Quality Orientation: Ensuring high standards and attention to detail.2.
Process Improvement: Identifying and implementing efficiencies.3.
Project Management: Planning and executing projects effectively.4.
Compliance and Ethics: Upholding standards and integrity.5.

Leadership and Influence

Inspiring Others: Motivating teams to excel.1.
Change Leadership: Managing organizational change effectively.2.
Coaching and Development: Supporting others’ growth.3.
Decision-Making under Uncertainty: Making choices with incomplete information.4.
Visionary Thinking: Envisioning future possibilities.5.

Additional Competencies

Customer Orientation: Prioritizing customer needs.1.
Organizational Awareness: Understanding internal dynamics.2.
Delegation: Assigning tasks effectively.3.
Time Management: Managing one's workload efficiently.4.
Adaptability: Adjusting to changing circumstances.5.
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Personal Attributes and Values

Integrity: Upholding honesty and ethical standards.1.
Humility: Demonstrating modesty and openness.2.
Creativity: Thinking outside the box.3.
Cultural Competency: Navigating diverse environments.4.
Emotional Intelligence: Recognizing and managing one's emotions and those of others.5.
Resilience: Bouncing back from setbacks.6.
Flexibility: Being open to new ideas and approaches.7.
Perseverance: Persisting despite obstacles.8.

Practical Applications of the Korn Ferry 38 Competencies

Talent Acquisition and Selection

Organizations utilize these competencies to develop behavioral interview questions, assessment centers, and
psychometric tests that predict candidate success. The framework helps in identifying candidates who
demonstrate the desired behaviors aligned with organizational values.

Leadership Development Programs

By assessing current competency levels, organizations can design targeted development initiatives. For
example, a leader struggling with influence skills can participate in coaching or training focused on persuasion
and negotiation.

Performance Management

The competencies provide clear behavioral benchmarks for evaluating employee performance. Managers can
set specific goals related to these competencies, facilitating objective feedback and development planning.



Succession Planning

Identifying high-potential employees involves assessing their current competency profiles against future role
requirements. The framework supports selecting and nurturing future leaders.

Organizational Culture and Change Management

Embedding these competencies into organizational culture reinforces desired behaviors. During change
initiatives, emphasizing certain competencies (e.g., adaptability, resilience) can ease transitions.

Benefits of Using the Korn Ferry 38 Competencies Framework

Standardization and Clarity

Having a common language and clear definitions helps reduce ambiguity in talent processes.

Enhanced Objectivity

Behavioral indicators enable more objective assessments of skills and attributes.

Alignment with Strategic Goals

Competencies are linked to organizational priorities, ensuring talent development supports business objectives.

Facilitating Continuous Development

Regular assessment encourages ongoing growth and adaptability among employees.

Improved Organizational Performance

A workforce aligned with the desired competencies tends to perform better, innovate more, and adapt swiftly to
market changes.
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Implementing the Korn Ferry 38 Competencies

Step 1: Organizational Alignment

Ensure that the competency framework reflects the organization's strategic priorities and cultural values.

Step 2: Communication and Training

Educate HR professionals and managers on the competencies and their behavioral indicators.

Step 3: Integration into HR Processes

Embed competencies into recruitment, onboarding, performance reviews, and leadership development
programs.

Step 4: Assessment and Feedback

Use tools such as 360-degree feedback, self-assessments, and behavioral interviews to evaluate competencies.

Step 5: Continuous Review and Refinement

Update the competency framework as needed to reflect evolving organizational needs and industry trends.

Challenges and Considerations

While the Korn Ferry 38 competencies offer a robust framework, organizations should be aware of potential
challenges:

Overcomplexity: Managing 38 competencies can be overwhelming; prioritization may be necessary.1.
Context Specificity: Some competencies may need adaptation to fit specific roles or industries.2.
Assessment Accuracy: Ensuring assessments accurately reflect actual behaviors requires trained evaluators3.
and reliable tools.



Cultural Relevance: Competencies should be contextualized to respect cultural differences within global4.
organizations.

Conclusion

The Korn Ferry 38 competencies define a comprehensive set of behaviors, skills, and attributes that are critical
for individual and organizational success. By understanding and leveraging this framework, organizations can
enhance their talent management practices, foster leadership development, and build a resilient, high-
performing workforce. Implementing these competencies thoughtfully and systematically can lead to sustained
competitive advantage, improved organizational culture, and a clear pathway for employee growth.

Embracing the Korn Ferry 38 competencies as a strategic tool positions organizations to navigate the
complexities of today’s dynamic business environment with agility, confidence, and a clear focus on talent
excellence.

Korn Ferry 38 Competencies Definition: An In-Depth Exploration of a Leadership and Talent Framework
Understanding the Korn Ferry 38 Competencies Definition is fundamental for organizations aiming to develop
effective leadership pipelines, enhance talent management, and foster organizational excellence. These
competencies serve as a comprehensive blueprint for evaluating, developing, and aligning individual
capabilities with organizational goals. Korn Ferry, a global organizational consulting firm, has crafted this set of
competencies to guide companies in identifying high-potential employees, designing targeted development
programs, and ensuring that leadership qualities are consistently nurtured across all levels. In this article, we
delve into the detailed structure of the Korn Ferry 38 Competencies, explore their significance in organizational
development, analyze their practical applications, and assess their strengths and limitations.
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Understanding the Korn Ferry 38 Competencies

The Korn Ferry 38 Competencies are a curated set of behavioral attributes and skills that define effective
performance and leadership within organizations. These competencies are categorized into clusters that reflect
core capabilities, leadership traits, and functional skills. The comprehensive nature of these competencies
allows organizations to holistically evaluate an individual’s potential and performance. The competencies are
derived from extensive research into leadership behaviors across industries and cultures, ensuring they are
relevant and adaptable worldwide. They serve as both a diagnostic tool and a developmental framework,
enabling organizations to pinpoint strengths and identify areas for improvement.

Structure and Categorization of the Competencies

The 38 competencies are typically grouped into several key categories, each focusing on different aspects of
individual and organizational effectiveness:

1. Thought Leadership and Business Strategy

These competencies relate to strategic thinking, innovation, and the ability to drive organizational success.

2. Results Orientation

Focusing on achievement, accountability, and execution, these competencies ensure that individuals deliver
tangible outcomes.



3. Leadership and People Management

These traits highlight the capacity to lead teams, develop talent, and foster effective collaboration.

4. Self-Management and Personal Effectiveness

Centering on self-awareness, resilience, and adaptability, these competencies support personal growth and
stability.

5. Interpersonal and Communication Skills

Effective communication, relationship-building, and influencing are embodied in these competencies. This
structured approach ensures a holistic view of an individual’s capabilities, covering strategic, operational, and
interpersonal dimensions.

Key Competencies Explained

Let's explore some of the most prominent competencies included in the Korn Ferry framework, illustrating their
definitions, importance, and practical implications.

1. Analytical Thinking

Definition: The ability to examine complex problems, interpret data, and develop logical solutions. Importance:
Critical for decision-making, problem-solving, and strategic planning. Features: - Data-driven approach - Critical
evaluation of options - Identifying root causes Pros: - Enhances problem-solving efficiency - Supports evidence-
based decision-making Cons: - Over-reliance on data may delay intuition-based decisions - Can be challenging
to develop without proper training
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2. Driving for Results

Definition: The persistent pursuit of goals and the ability to overcome obstacles to achieve outcomes.
Importance: Ensures organizational objectives are met consistently. Features: - Goal orientation - Accountability
- Initiative Pros: - Promotes high performance culture - Encourages proactive behavior Cons: - May lead to
neglect of team dynamics if overemphasized - Risk of burnout if not balanced

3. Building Effective Teams

Definition: The capacity to assemble, motivate, and develop high-performing teams. Importance: Critical for
organizational cohesion and productivity. Features: - Delegating appropriately - Fostering collaboration -
Recognizing team contributions Pros: - Improves team engagement - Accelerates goal achievement Cons: -
Difficult to measure team-building skills objectively - Requires sustained effort and emotional intelligence

4. Self-Awareness

Definition: Understanding one’s strengths, weaknesses, emotions, and their impact on others. Importance:
Foundation for personal development and effective leadership. Features: - Reflective practices - Openness to
feedback - Emotional intelligence Pros: - Enhances interpersonal relationships - Facilitates growth and
adaptability Cons: - Self-awareness can be challenging to cultivate - May lead to over-analysis or self-doubt

5. Influencing Others

Definition: The ability to persuade and motivate stakeholders to support initiatives or change. Importance: Vital
for change management and stakeholder engagement. Features: - Communication skills - Building trust -
Negotiation abilities Pros: - Facilitates buy-in for initiatives - Enhances leadership impact Cons: - Can be



misused for manipulative purposes - May require significant interpersonal skills development

Practical Applications of the Korn Ferry Competencies

Organizations leverage the Korn Ferry 38 Competencies in various talent management processes:

1. Talent Assessment and Selection

Using competency-based interviews and assessments, organizations identify candidates whose behaviors align
with success profiles.

2. Leadership Development

Targeted development programs focus on strengthening specific competencies, such as strategic thinking or
emotional intelligence.

3. Performance Management

Competencies serve as benchmarks for evaluating employee performance, providing clear expectations and
feedback.

4. Succession Planning

Identifying high-potential individuals based on competency profiles ensures readiness for future leadership
roles.
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5. Organizational Culture Alignment

Embedding core competencies into HR policies reinforces desired behaviors and cultural values.

Strengths of the Korn Ferry 38 Competencies Framework

- Comprehensive Coverage: The extensive set of competencies addresses a wide spectrum of behaviors
essential for leadership and organizational success. - Research-Backed: Developed from extensive empirical
research, ensuring relevance and applicability. - Customization: Organizations can prioritize or modify
competencies based on their strategic needs. - Alignment: Facilitates consistent messaging across recruitment,
development, and evaluation processes. - Global Relevance: Designed to be adaptable across different cultures
and industries.

Limitations and Challenges

- Complexity: The sheer number of competencies can be overwhelming, requiring significant effort to
implement effectively. - Subjectivity: Assessing behavioral competencies can be subjective, potentially affecting
reliability. - Resource Intensive: Training and assessment processes demand time and investment. - Potential
for Rigidness: Over-focus on competencies might stifle flexibility or creativity if not balanced properly. -
Evolution Needs: Competencies may need regular updates to stay aligned with evolving organizational and
industry trends.

Conclusion

The Korn Ferry 38 Competencies Definition provides a robust, research-driven framework for understanding and
developing leadership and organizational capabilities. Its detailed categorization and clear behavioral indicators



enable organizations to make informed decisions in talent acquisition, development, and succession planning.
While there are challenges related to complexity and implementation, the benefits of aligning individual
behaviors with strategic objectives often outweigh the limitations. Ultimately, organizations that effectively
leverage these competencies can cultivate a high-performance culture, foster leadership excellence, and
achieve sustainable growth. As organizational landscapes continue to evolve, so too must the application and
refinement of these competencies, ensuring they remain relevant and impactful. Note: For organizations
considering the adoption or integration of the Korn Ferry 38 Competencies, it is advisable to complement this
framework with tailored HR practices and ongoing training to maximize effectiveness and ensure alignment
with organizational values and goals.

Questions & Answers About korn ferry 38 competencies definition

No Question Answer

1 What is the Korn Ferry 38
Competencies framework?

The Korn Ferry 38 Competencies framework is a comprehensive
set of behavioral skills and attributes used to assess and develop
leadership and professional capabilities within organizations.

2 How are the Korn Ferry 38
Competencies used in talent
management?

They are used to identify, measure, and develop key skills
among employees, supporting recruitment, performance
management, leadership development, and succession planning.

3 What are some examples of
competencies included in the Korn
Ferry 38 model?

Examples include strategic thinking, interpersonal skills,
adaptability, influence, and results orientation.

4 How does understanding the Korn
Ferry 38 Competencies benefit
organizations?

It helps organizations align talent strategies with business goals,
improve employee performance, and foster leadership
development by focusing on critical behavioral skills.
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5 Are the Korn Ferry 38 Competencies
applicable across industries?

Yes, they are designed to be versatile and relevant across
various industries and organizational levels, providing a
standardized approach to competency assessment.

6 How can organizations implement
the Korn Ferry 38 Competencies
effectively?

Implementation involves integrating the competencies into HR
processes such as hiring, training, coaching, and performance
evaluations, along with providing clarity and consistent
communication.

7 What distinguishes the Korn Ferry 38
Competencies from other
competency models?

They are specifically developed based on extensive research of
leadership behaviors and are tailored to align with Korn Ferry’s
talent management solutions, ensuring relevance and
practicality.

8 Can the Korn Ferry 38 Competencies
be customized for specific
organizational needs?

Yes, organizations can adapt or emphasize certain competencies
within the framework to better fit their unique culture, strategic
priorities, and role requirements.

Korn Ferry, 38 competencies, leadership competencies, talent management, organizational effectiveness,
competency framework, HR assessment, leadership development, talent acquisition, performance
management, competency modeling
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