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What is OCMM? The Organisational Competency Maturity Model (OCMM) is a framework 
for assessing and benchmarking your organisation’s current position and 
for developing plans for improvement.
With the OCMM you can review your current approach to workforce 
management and understand the journey to embedding a competency-
led approach.

Benefits OCMM allows you to determine your organisation’s current state, 
including strengths and weaknesses, so you know which changes will 
deliver the most value.
OCMM will deliver the following benefits:

• Ensuring the organisation has the correct skills to deliver the vision and strategy
• Improved staff retention due to transparency of career development
• Assurance to internal and external clients of the capability of individuals and 

teams
• Visible commitment to staff development and improved succession planning
• Targeting development spend in proven areas of need
• Improved workforce agility enabling matching of skills to roles
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Who is OCMM for?

How does OCMM work? 

OCMM benefits corporate, public sector, government, and non-profit 
organisations of all sizes and in a diverse range of industries.

Results of the assessment will support change initiatives at strategic 
and operational levels, and therefore will be of particular interest to:

• Directors
• Portfolio, programme, or project managers
• Heads of centres of excellence
• Bid managers or procurement leads
• Capability/performance improvement teams
• Auditing and assurance professionals.

Comaea consultants and partners carry out an initial assessment and 
advise on the route to maturity or optimisation. 

The assessment can be scaled to suit the organisation and objectives, 
and provide important data to create a business case for implementing 
a competency-led approach to workforce management.
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Organisational Competency Maturity Model (OCMM) 

• No understanding or application 
of competency frameworks

• No desire to implement a 
competency based approach

• The organisation understands 
competencies are important for 
transparency and execution of 
strategy

• Ad-hoc competency self-
assessments are carried out 
sporadically using forms or 
spreadsheets.

• Roles are not generally aligned to 
competencies

• Competencies do not regularly 
feature in development discussion

• Pockets of regular competency 
assessment happen in small 
areas of the organisation

• Structured competency 
frameworks are used to provide a 
self-assessment and occasional 
180 review using forms or 
spreadsheets

• Some roles are mapped to 
competencies and provide 
opportunity to focus development 
on gaps.

• Some Career paths are mapped 
using competencies to provide 
clarity on development

• Regular competency 
assessments are carried out 
broadly across the organisation. 

• Most roles are mapped to 
competencies

• Self-assessments are moderated 
and competency is part of 
development discussions

• A technology solution enables 
consolidation and aggregation of 
data

• Career pathways mapped to 
Competency frameworks provide 
transparency for development. 

• Occasionally competency based 
interviews are used

• Cross-organisation skills have 
been identified and are used by 
some some families

• Competency frameworks are an 
integral part working in the 
organisation and are linked to 
strategy

• Competencies are structured with 
a common taxonomy and 
regularly reviewed.

• A technology solution is 
implemented to provide detailed 
metrics and insights 

• Skills are mapped to Roles and 
periodically updated to ensure 
their currency. 

• Transferable skills (e.g. 
behaviours, leadership and 
cultural competencies) are used 
across all job families 

• Employees and managers use 
skills assessment as part of 
regular development discussions.

• Competency frameworks are 
used for recruitment, succession 
planning and workforce agility and 
align with the strategy and vision 
of the organisation

At what level is 
your organisation?
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TARGET TO IMPROVING

24 MONTHS

TARGET TO MATURE

36 MONTHS

TARGET TO OPTIMISED

60 MONTHS

TARGET TO ACTING

12 MONTHS

Typical timeline
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for more information:

Tony Martin
tony.martin@comaea.com 
+44 7889 660025


