SAI Competency Framework


The Society of Actuaries in Ireland has developed a competency framework comprising the knowledge, skills and attributes that actuaries typically draw on in their work. 
This framework is aligned to our vision, mission and goals. For each competency definition within the framework there is an indication of appropriate capabilities and behaviours across three competency levels.
The framework is intended to be suitable for use by all members of the Society of Actuaries in Ireland from student through to experienced professionals and regulated roles, and in traditional industry sectors, adjacent sectors and wider fields. However, it is not a mandatory tool and does not enforce any additional compliance requirements on any member. Furthermore, it is expected that the framework will complement, rather than conflict with, employer competency frameworks were these apply to actuarial employees.
The purpose of this guide is to help users to use the framework for a range of scenarios. For simplicity, the term “SAI member” is used throughout this document in respect of any or all membership types (e.g. Fellow, Associate, Student etc).
This guide should be considered in the context of a single purpose at a given time. For example, an actuary may also be the manager/mentor of another actuary but if they are following this process for the purposes of their reportee/mentee then they should follow the manager/mentor path, not the actuary path.
The first step is to identify the purpose for which you are using the competency framework.
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Every competency has been defined with 3 levels: core, expert and master. However, within these levels, there will naturally be some variation. In using the Competency Framework to assess yourself or others, it is recommended that you consider not just which level which the position within that level. Any consistent measure will work for this but a simple, numerical rating system (e.g. 1-10) is generally the easiest for everyone to understand and apply consistently.

a. Identify development needs in a current role
Working through each competency in turn, self-assess:
· Your current level of competency
Think critically about your own skills, knowledge and attributes. You do not need to sell yourself or be modest, the framework is most effective if you are honest and realistic.
· The current level of competency required for your role
Think specifically about your role and what is required for it. There will be things you enjoy and things you do not, which will naturally influence your focus within your role. Try to disregard these biases and focus on the needs of your role. It can help if you think about what you would include if you were writing a job spec to recruit someone for your role.

Use Template A to record your self-assessment in each category. Once you have done this, comparison of the two columns will highlight any mismatches. A mismatch indicates an area of development (current level < required level) or an area of relative strength (current level > required level). Awareness of both strengths and development areas is essential to your ongoing professional growth. 

At this point, you have identified your development areas and therefore you could end the assessment and move on to focusing on how to address these areas and close the identified gaps. This may be done through identifying on-the-job opportunities, attending training courses, self-study, mentoring or a range of other means. However, greater value and insight can be gained if you ask the person you report to (“manager”), a person in a similar role (“peer”) or another user of your work (“stakeholder”) to assess your role and/or current competency against the SAI Competency Framework. Template A includes space for such an assessment to be recorded.

Consideration of your self-assessment against the assessment of another party can provide insight in itself. You may find that your perception of the requirements of your role and the perception of your manager or other stakeholders is different. Focusing on self-assessed development areas to the detriment of an area perceived by your stakeholders to be of greater importance, could be problematic. Understanding the how your manager or other stakeholders perceives the requirements of your role is key to understanding expectations and meeting them. Similarly, understanding how your competence is assessed by your manager or other stakeholders, will allow you to identify development needs which you might not otherwise have identified or areas where awareness of your competency is low and you need to focus on presentation/communication of your work.

b. Identify development needs for a future role
Working through each competency in turn, self-assess your current level of competency and capture this in Template A. Think critically about your own skills, knowledge and attributes. You do not need to sell yourself or be modest, the framework is most effective if you are honest and realistic.

Ask a relevant person to assess the requirements of the role you are aiming for against the Competency Framework. The relevant person/people will vary by role but the most likely options are:
· Someone that is currently in the role you are aiming for;
· Someone that was very recently in the role you are aiming for; or 
· Someone that manages the person in the role you are aiming for.  

Once you have done this, comparison of the two columns will highlight any mismatches. A mismatch indicates an area of development relative to your target role (current level < required level) as well as areas where you are already at or above the level required for your target role (current level ≥ required level). 

At this point it is appropriate for you to focus on how to address the development areas identified and close the gaps between your current level and that required for your target role. This may be done through identifying on-the-job opportunities, attending training courses, self-study, mentoring or a range of other means.

c. Identify relevant CPD events
It is recommended that you follow 1a or 1b to identify development areas prior to following this area to identify relevant CPD events. However, this section can also be used on its own.

If development areas have been identified, consider the relative priority of each (i.e. which need to be address this year?). For the highest priority areas, consider whether that are best addressed through SAI CPD events or through other development channels. For those best addressed by SAI CPD events, search the SAI events pages for relevant events. For awareness development areas, a standard CPD event may be sufficient. For other development areas, standard CPD events may act as a useful starting point but it may be appropriate to look for deep dives or masterclasses within the SAI events.

Consider the relative importance of each competency for your role and/or for meeting your professional objectives, classify each competency as High, Medium or Low. Use Template B to record your assessment against each competency.

Map your CPD activities for the past few years against each of the competencies, the information required for this is be available online in your SAI CPD submission.

Comparison of the columns will highlight any areas where you need to focus your CPD activities this year. Broadly speaking, if you have classified the significance of the competencies appropriately, the following levels of CPD are appropriate for each competency (note that these are guidelines not rule):
· High: some CPD activities in this area every year
· Medium: some CPD activities in this area every second year
· Low: CPD activities as opportunities arise / ad-hoc

Now that you have identified areas on which you need to focus your CPD activities this year, search the SAI events pages for relevant events. 

Depending on the level of competency you are seeking to develop or maintain in each area, standard CPD events are useful but it may be appropriate to look for deep dives or masterclasses within the SAI events.
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2. Manager/Mentor of SAI member

a. Support the development of a SAI member in current role
Working through each competency in turn, assess the person you mange/mentor:
· Their current level of competency
Think critically about their skills, knowledge and attributes. The framework is most effective if you are honest and realistic.
· The current level of competency required for their role
Think specifically about the role and what is required for it. It can help if you think about what you would include if you were writing a job spec to recruit someone for the role.

Use Template A to record your assessment in each category. Once you have done this, comparison of the two columns will highlight any mismatches. A mismatch indicates an area of development (current level < required level) or an area of relative strength (current level > required level). Awareness of both strengths and development areas is essential to inform your discussions with the individual.

At this point, you have identified development areas in respect of your reportee/mentee and therefore you could end the assessment and move on to focusing on how to address these areas and close the identified gaps. However, greater value and insight can be gained if you ask your reportee/mentee to also complete a self-assessment against the SAI Competency Framework. Template A includes space for such an assessment to be recorded.

Consideration of your assessment against the individual’s self-assessment can provide insight into challenges of perception or awareness either on the part of the individual or of the work they do. 

b. Support the development of a SAI member progressing to a future role
Assess the requirements of the role your reportee/mentee is are aiming for against the Competency Framework. If you are currently in the role the individual is aiming for, if you were recently in the role or if you manage the person/people in this role then you are well placed to assess the requirements of the role yourself. If not, it is recommended that you seek input from someone who is more closing linked to the role and its requirements.

Working through each competency in turn, assess the current level of competency of the person you mange/mentor and capture this in Template A. Think critically about their skills, knowledge and attributes. The framework is most effective if you are honest and realistic.

Once you have done this, comparison of the two columns will highlight any mismatches. A mismatch indicates an area of development relative to their target role (current level < required level) as well as areas where you are already at or above the level required for your target role (current level ≥ required level). 

At this point it is appropriate for you to focus on how the individual can address the development areas identified and close the gaps between their current level and that required for their target role.

c. Understand what I should expect from my reportee/mentee
Some degree of competency in all areas of the framework can be expected from all SAI members. The extent of competency in each area will depend on the individual’s years of experience and their work history (i.e. prior roles) as well as the needs and expectations of their current role. While increasing competence is generally expected in all competency areas which are important to the individuals’ role, it is recognised that the needs of successively more senior roles are different and therefore some decreasing competence in some areas over time may be appropriate. For example, a new actuarial student in a modelling team would be expected to gain competency in modelling methodology and techniques as they move up the team. However, the manager of the team needs broader management and regulatory competencies and therefore a decline in specific technical knowledge of modelling tools is normal and generally appropriate for both the individual’s current role and their future progression/contribution to their employer.
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3. Potential employer of SAI member(s)

Some degree of competency in all areas of the framework can be expected from all SAI members. The extent of competency in each area will depend on the individual’s years of experience and their work history (i.e. prior roles) as well as the needs and expectations of their current role. While increasing competence is generally expected in all competency areas which are important to the individuals’ role, it is recognised that the needs of successively more senior roles are different and therefore some decreasing competence in some areas over time may be appropriate. For example, a new actuarial student in a modelling team would be expected to gain competency in modelling methodology and techniques as they move up the team. However, the manager of the team needs broader management and regulatory competencies and therefore a decline in specific technical knowledge of modelling tools is normal and generally appropriate for both the individual’s current role and their future progression/contribution to their employer.
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