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managing projects for development of methodology, standards and associated
assessment and certification systems.

The UK and USA concepts and processes of competency framework
significantly ~ differ. The UK system focuses particulary on
vocational/occupational competence, supplemented by a model of personal
competence while US models focus more on the... aspects of personal
competence, or on the differentiation between competence and excellence.
(Fletcher 1998:20, Vol.5). The term coined by UK and USA also differ. USA uses
the term competency and competencies instead of competence and competences
as popularly used in UK. Usage in the UK and the USA has been slightly different
(Potts, 1998:34). Competencies are... seen as more ‘input’-based while
competences are more about ‘output’-based (Potts, 1998:35).

Review of literature portray that competency framework is a recent edition
in the HRD arena, so recent that many countries of the world are yet to
assimilate and apply the idea. Moreover, the concept is complex, confusing and
conflictual having diverse definitions, methodologies and connotations. Collin
(1989, quoted in Williams, 1999:99) reconfirmg that confusions between
competences and competencies seem... to have been there right from the early
days and it has been compounded by lack of definitional rigor and {Williams,
1995:99) by loose use of terminology in much of the literature. Potts {1998:35)
views that ...there is increasing confusion as to what the definitions are and how
they can be implemented. He further argues that some competencies are...
immeasurable in that they cannot be really be defined or broken down. Very long
lists of competencies are problematic... (Potts, 1998:10) as it .. becomes
impossible for assessors to assess long lists of attributes with any degree of
accuracy (Potts, 1998:10-11). Rule of thumb says 6-9 competencies are not only
assessable but will also capture what is required of most jobs. Fletcher views that
..competence is also open to various interpretations. There are various
competence-based systems and concepts of competence (1998:19, Vol.5).
McKelvey’s (1982) organizational taxonomic scheme, inter alia, deals with
population of organizations and dominant competence. The notion of dominant
competence .. refers to the technical and managerial knowledge and skills that
enable an organization to survive (Hall, 1987:53). Pfeiffer (edited, 1996:208,
Volume:4) classified competencies into five major areas: knowledge, skills,
ability, experience, and orientation. He terms orientation as a ...person’s values
with respect to his or her job... Knowles’s typology of competencies include:
“Knowledge, Understanding, Skill, Attitude, Values {(Quoted in Nadler
edited,1984:13.4). OED definition of competence and competency shows that
they are interchangeable (Potts, 1998:34): ‘
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multiple methods of data collection like questionnaire, critical incidence,
discussion, workshops, literature review and other allied methods were adopted.

Competency framework is an extension of the traditional training and
development process. The training and development mainly focus on course
based, input-based, time-bound, percentage rated norms while competency
framework is outcome based, open-ended and individual learners’ need based.
Thus the focus is shifting from training and development to ... competence and
“competences’ (Brookes 1995:12 and Potts, 1998: 34). UK has ... shifted from the
process of training and development to the assessment of the outcomes of such
development (Brookes 1995:12). NVQ and SVQs systems of qualifications
introduced in UK have been constructed from competence-based standards. The
conceptual  shifting defined above ... does not mean that the course-based
programs are defunct;... rather ..they are complementary to the competence-
based development process (Brookes 1995:46). Major features of the traditional
and competence-based qualifications listed by Brookes (1995:12) are presented
below:

Traditional Competence-based
Time-bound Open-ended
Nomn-referenced Criterion-referenced
Percentage-rated Not percentage-rated
Input-based Outcome-based

Competency framework has variety of uses in organizations. The
framework sets occupational qualifications, appropriate norms and standards of
services, determines work roles expectations, working context and conditions,
underpinning knowledge, skills and other abilities required in human resource
planning, recruitment, selection, socialization, training and development, career
planning, job evaluation, performance review and appraisal and host of other
related issues. Moreover, the framework assists in raising job performers
commitment, motivation, accountability and openness and other personal qualities
in delivering the desired services to the customers, Thus, a study to determine the
generic competency framework for the Bangladesh Civil Service seems relevant.
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author clarified complex questions to the respondents. The outcome was
discouraging. Subsequently, the questionnaire was revised and simplified
(appendix-2). A separate questionnaire (appendix-3) was also designed
and distributed to 80 NGOs, private sector enirepreneurs, academic and
training professionals.

Discussion:

In addition to questionnaire, the author approached ADAB, FBCCI and
DCCI to organize workshops or discussion meetings with NGO and
private sector executives and entrepreneurs.On April 04, 2000 ADAB
could organize a meeting with major NGOs. 14 senior level NGO
Tepresentatives attended the meeting. Prior to the meeting, the author
transmitted a concept paper outhining conceptual model of competency
framework, relevance of the framework in civil service and objectives of
the study. A tentative discussion outline similar to questionnaire-2 was
also forwarded with the concept paper. .

At the beginning of the meeting, the author gave a succinct view of the
concept and clarified points raised by the NGO representatives.
Thereafter, discussions were held mainly over the expectations of the
NGOs from the Bangladesh Civil Service . However, other supporting
issues like underpinning knowledge, skills and abilities for outstanding
performances were also discussed.

Literature Review:

To design home grown competency framework, govemment documents
like national development plan, Bangladesh’s constitution, administrative
reform study reports, rules of business with schedule 1 on the allocation of
business of the ministries and divisions and other related literatures were
reviewed. Other contemporary management and human resource
development literatures were also reviewed and analyzed. A list of such
literatures is presented in appendix-5.

Critical Incidence Technique:

The structured questionnaires introduces the critical incidence technique
where questions on the underpinning competencies (knowledge, skills,
experience and other abilities including personal characteristics) of most
successful and or unsuccessful - event(s)/experience(s), directly or
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Consider the attached list and decide

Are they appropriate competencies?

Are any vital competencies missing?

Amalgamate competencies where considered appropriate.
Attempt to reduce competencies to no more than six in each
cluster.

Finally, rank revised list of competencies in order of
importance and list.

000D

o

2. Select a member of your group to present your findings in plenary.

On April 30, 2000 workshop, participants were divided ineto three groups
and each group was assigned three clusters while on May 02, 2000
workshop. participants were divided into nine groups and each group was
assigned one cluster. The schedule of assignment is listed in table-2:

Table-2: Schedule of Competency Cluster Assignment

WORKSHOP-1 (April 30, 2000)

Group Number Competency Cluster(s) Assignment

1. Strategic Thinking
Systems Designing
Service Delivery
Personal Characteristics
Administrative Ethics
Leadership Behavior
Managing Human Resources
Managing Non-Human Resources
Managing Stakeholders
WORKSHOP-2 (May 02, 2000)
Strategic Thinking
Personal Characteristics
Managing Human Resources
Systems Designing
Administrative Ethics
Managing Non-human Resources
Service Delivery
Leadership Behavior
Managing Stakeholders

Dooooopbo g
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The study focuses on the following variables:

strategic thinking enunciated in key national documents like constitutions,
development plans and other national documents.

Generic managerial roles and characteristics defined in the contemporary
management literatures; key business documents like rules of business,
job descriptions etc.

Service provider's perception of role and service delivery; service
receiver’s expectations from service providers; future political, economic,
social and technological challenges of Bangladesh Civil Service; critical
issues of successful performance and performance outcomes.
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vaguely and sporadically outlined in the planning document. It is very hard for an
individual to easily perceive or identify the national vision unless he has the sharp
eyes or appropriate skills of knowing or picking out such visions from the fugitive
statements. The term “Sonar Bangla” (English meaning is Golden Bengal)
enunciated in the Fifth Five Year Plan (1997-2002:39) seems to be the national
vision of Bangladesh. Mission statements are either absent or unclear, goals and
objectives are lumped . The number and nature of objectives widely varies from
plan to pian. The number of objectives of the 1 FYP had sharply declined from
11 to 5 in 4® FYP. The number again rose to 15 in 5™ plan and again declined to
10 in perspective plan. The 2™ and 3 FYP, however, coincidentally maintained
objectives at 8 . Moreover, the national development objectives, in most cases, do
not exactly quantify or spell out as to how much of the objectives will be
achieved withina year or within the plan period.

Though the planning documents do not exclusively outline vision and
mission statements, the general trend depicts continuity of certain objectives from
the beginning of independence like employment generation, economic growth ,
education and traiming, self sufficiency, population growth while certain
objectives have recently been incorporated in the plans. These include child
rights, gender discrimination, participatory planning, protection of environment,
cffective local government, development of hill districts, industrial development,
development of infrastructure. Poverty alleviation, an important agenda, was not
directly viewed as priority areas in two year, 2™ and 3™ five year plans. Self
reliance/reduce dependency on foreign aid continued from the 1% FYP until the 4™
FYP have suddenly been dropped from the 5% FYP. Satisfy basic needs, a
constitutional obligation, adopted from the 1% FYP to the 3" FYP seems to have
been replaced by poverty alleviation from the 4™ FYP. This establishes
incoherence and wide variations in strategic thinking of the Bangladesh Civil
Service.

12
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However, how these sectoral goals and objectives are linked to the overall
national goals and objectives are not clears No single objective statement of the
public administration sector has been reflected in the national objectives.

The goals and objectives of the public adminisiration sector as
enunciated in the fifth plan and possible emanating roles of the Bangladesh Civil

Service are analyzed below
(Table-5).

Table-5: Strategic Thinking of the Public Administration Sector and the

Role of BCS Managers

BASIC OBJECTIVES OF THE PUBLIC
ADMINISTRATION SECTOR

BASIC ROLES

the capable and sustaming fast tracks for the best and the brightest .

a. foster and sustain good governance by maintaining sound judicial | @  Be accountable, transparent for all actions
system; impartial, fransparent and accountable administration and | @  Ensures justice, equity and neutrality
a justifiable rule of law;

b put in place sound commercial and regulatory laws and highly | O Designs need based policy & legislation
competitive financial and banking system that will develop market | O  Designs competitive financial & banking system
eronomy as a compliment to governmenta! activities; 0 __ facilitate growth of market cconomy

¢ encoursge and actively promote transfer of such functions hitherto | @ Comumitment for private sector growth
performed by the public sector to the privaie secior who can do | @ Devolves relevant public sector functions to
these better and more economically; private sector

d. make the government capable to serving the people better by 0 Builds effective local government institutions
establishing appropriate elected local T  Encourage people’s participation in planning,

government bodies and by providing forum for policy and decision making process
people’s participation at all levels of policy planning
_and execution; :
e bring in economy and efficiency in government O Determines human resource demands realistically
opzpations by stroamlining and restructuring all 00 Designs need based structure for public
poblic organisations through a process of organizations
climinating redundancies, inefficiency and inertia;

f  help create a professional cadre of mid-level and top managers by | 1 Designs and introduces merit based professional
cosstituting a Secretariat Services Pool where induction will be on civil service
the basis of proven merit only;

& iiroduce large-scale techmological changes in all public | O Assesses IT needs correctly
organisations with computerisation that will foster modern record- | @ Supports investment in IT
keeping, filing and other office procedures; QO  Supports investment in HRD for IT operations

. O Introduces IT based officc management system

h. enhance the knowledge and skill of the public personmel for | @ Continuously updates own knowledge and skills
delivering goods and services and implementation of development | 01 Supports investment in HRD
programmes; O Designs need based development plans

QO Implements development plans efficiently

i, make the public administration free of incfficiency, corruption and | 0 Ensures prompt service delivery to customers
red-tapism; and ) ) 3 Prevents corruption aud bribery

j.  make the system capable of attracting the meritoriots, prometing 3 Designs need based , progressive human resource

management policies for sustainable motivation
and commitment.
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national key documents or institution profiles. The members of the civil service
also lacks analytical and planning skills demanded by the dynamic
environment. This has been proved valid when the researcher asked the
respondent civil servants to define the current and future vision, mission, goals
and objectives of the civil service. In response, they said that they do not know
how to define those statements. Subsequently, a briefing by the researcher also
did not produce significant result. This signifies lack of skills in strategic
thinking. A comprehensive, rigorous and practical HRD interventions on
strategic thinking and planning are necessary for all BCS managers.

Generic Managerial Role of Bangladesh Civil Service

Every manager, irrespective of hierarchic levels, broadly performs certain
common or universal as well as technical functions. Technical functions are job
or desk specific and varies from job to job while universal functions are universal
in nature and is common at all levels. However, the scope of the universal
responsibilities may vary depending on the authority and level. Managers at the
top are more concerned about organization-wide planning while the first line
managers design operational plan for his own umits. Classical management
theorists viewed these managerial ~ functions as planning, organizing,
commanding and controlling. Neo classical theorists replaced commanding by
motivating or leading. Luther Gulick’s famous acronyms “POSDCORB” ascribes
planning, organizing, staffing, directing, coordinating, reporting and budgeting
roles to managers. Mintzberg identified 10 managerial roles grouped under three
major categories: interpersonal, informational, and decisional (Quoted in
Heliriegel and Slocum,Jr, 1986:14-17). On reviewing these roles, core managerial
criteria are identified and presented in Table-6.

16
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Table-7:

Generic Managerial Characteristics and Core Criteria

MANAGERIAL CORE CRITERIA
CHARACTERISTICS ,
o A bias toward action a__Well defined goals
Q_ Setting few goals
0 Design short and simple business plans
@__Handle problems quickly
0 Ideas solicited, tested and implemented or rejected
_____ . quickly and regularly
@ Simple form and lean staff | o Structure Organization into smaller segments
Q Focused & simple systems and procedures
e O _Assigns key activities to small, manageable groups
@ Continued contact with | o Personal contact with customers
customers a__ Customer satisfaction survey
Q__Secure customers’ ideas
a__Accommodates customers demands promptly
o _ Prompt service delivery
! 0 Prompt customer complaint processing
N o Effective and regular communication with customers
G Productivity improvement | o Superior-subordinate joint goal setting
through people g __Autonemy in goal setting
I Q__Recognition programs
@ Operational autonomy to ' @ Encourage entrepreneurship
| encourage G Freedom and autonomy in decision making
____enfreprencurship
@ Stress on one key business | o Set and upheld one core corporate value
value o__Avoid conflicting corporate values
¢ Emphasis on doing what | o Identify & explore organizational strengths
___they know best
0 Simultaneous loose-tight | o Develop yardsticks for monitoring and control
controls

18
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Structured questionnaire secured

Perceptions and Expectations of Services

open ended response from service

providers {civil service managers, trainers and other public sector managers) and

service receivers (NGO and private sector repres
perceive, understand and expect the standards a
responses received were analyzed, synthesized
process, repetitive, overlapp
The final products depict
services of the respecti
(Table- 9). Major service standards covers. promptness, ti
continuity, clarity and objectivity, correctness, completenes
and effectiveness and host of
coherence in thinking,
service providers and s

other related variables. The
perception, understanding and e
ervice receivers. However, some important gaps still

entatives) as to how they
nd quality of services. The
and clustered in table-9. In this
ing and inappropriate responses were screened out.
the perceptions, understanding and expectations of
ve parties with concurrent service/role specifications
meliness, punctuality,

s, openness, efficiency

table portray significant

xpectations between the

subsists between the parties. The gaps like: meet special needs of customers, clear

terms of reference/job description, feedback/follo
fesponse to customer complaints, protect citizen
building, independent review, evaluation and
performance etc. are not acknowled
receivers’ missed som
deadiine of work,

W up of service delivery status,
rights, establish rule of law, team
attitude survey on civil service
ged by the service providers while the service
e deserving service expectations like: fixin
‘maintaining regular contact with custom

g and meeting
ers, inspection,

monttoring and supervision of work, delivery of services at minimum cost,
religious beliefs, islamic values, continuous updating of knowledge and skills efc.

The missing elements of services
potential competency framework.

Table-9: Service Provider’s Perceptions and Service Receiver’s

may be reviewed and incorporated in the

Expectations of Services
[ SERVICE SERVICE SPECIFICATIONS SERVICE SERVICE
STANDARDS PROVIDER’S RECEIVER’S
PERCEPTION EXPECTA-
OF SERVICES TIONS OF
SERVICES
Clarity/ long term vision/visionary Yes Yes
Objectivity/ skills/forward looking
Effectiveness understand objectives/development | "Yes -
priorities
set fargets Yes Yes
specialization in own field/knowledge Yes Yes
of jobs/managerial role .
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1 2 3 4
Accuracy / O supply of information Yes Yes
Completeness/

Quality/
Efficiency
O deliver right quality of goods/ services Yes Yes
at right time
| Q__preserve/protect citizen rights - Yes
' Q _patient hearing/active listening Yes Yes
U ensure best use of resources /deliver Yes -
| services at minimum cost
O place human resources rightly Yes Yes
| Updating/ O update personal knowledge and skills Yes -
Wipdernizing :
O modernize archaic systems, structure, Yes Yes
j rules and procedures
| 8 introduce lateral entry/specialized - Yes
recruitment system in civil service at all
. levels
_j O _introduce IT Yes Yes
O __establish rule of law everywhere - Yes
, O delegation of powers/empowerment of Yes Yes
| local people
" Dpenmess / O inform  stakeholders about the Yes Yes
| Transparency actions/decisions taken/coordinate with
i stakeholders
g U accountability for all actions and Yes Yes
decisions
! O creates enabling environment - Yes
! @ easy/free access of people/encourage Yes Yes
people’s participation in development
l O buoild team - Yes
G fiiendly, open, free and broad mind Yes Yes
O independent teview and evaluation of - Yes
f performance
O independent  attitude survey on - Yes

performance standards
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Future Challenges and Roles of BCS

Table-10 depicts future political, economic, social and technological
challenges of the Bangladesh civil service and concurrent roles, The prediction of
the future reveals more challenging tasks for the BCS managers. More agitation,
chaos, conflict, corruption, degradation of moral values, administrative
domination, increased people’s expectations and awareness, competitive market
competitions, and fast changing technology. This calls for dynamic civil service
equipped with modern ideas of management and information technology, flexible
and positive attitude, more commitment, hard work and stamina,

Table-10: Future Political, Economic, Secial and Technological Challenges

and Civil Service Role

FUTURE CHALLENGES OF BCS FUTURE ROLE / SERVICE SPECIFICATIONS

Political serve people as servant not administrator
prioritize national interest over personal interest

Paositive: mare commitment of fhe BCS managers

More people’s participation i development |
more accountable bureaucracy, stronger rule of
law, more neutral & fair elections, healthy grass
root level politics, increased people’s awareness,
responsible electorate, institutionalization of

democracy, toleramce fowards opposition,
¢ political siability
Megative:

Hnived of politics, no significant change, more
political corruption , undue political interference,
more inier cadre conflict, dominance of
administration over politics, political wnrest

CO00D0000D O0000 COOOCDOCO

farsightedness

correctly scan political environment

create and sustain democratic environment

formulate need based people oriented policies and programs
continuity of policies of previous government

design/ensure  uniform  promotion opporhmities  for
cadres/services

massive human development efforis

stronger judiciary and rule of law

stronger legal actions for corruption

maintain healthy relations with politicians

understand & operate effectively within political & government
framework :

mobilize/ concientize people

cncourage participation of others

respect for others

cooperative aititude, good behavior

honest :

open, transparent and accountable

patriot/upheld national values/spirit

olerant

all

Economic
Pasitive:

More GO-NGO-Privaie pamwrshxp stronger
economy, more domestic resources, increased

00 OO

update knowledge on economic trends /'

secure and maintain information about international and domestic
market

pricritize resource atlocation / redistribution

squitable distribution/ allocation of more resources for poor
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Table-11: Critical Issues of Successful Performance of BCS Managers

CRIICAL SUCCESS FACTORS
SERVICE STANDARD , SERVICE SPECIFICATION
O Cooperative/ pro people QO Attitude
=] Clearly defined {8 Authority and  responsibility
3 Senseof Q _ Accountability
3 Free U Access/interaction with the BCS Managers
U Descent/courteous 1 Behavior
0 Political neutral 0 Behavior
Q _ Effectively mana ing O Conflict
QO Personal Q  Commitment angd dedication to:
»  work

> employee welfare and development
»__introduce new ideas/methodsnechnologg

L Effective O _Coordination
Y _ Effective O Communication
} L Openio Q  Criticism
| & _Continuous £ Coercion
O _Always feel O __Self confident
O Effective O  Delegation
] Bo!dness/ﬁrmness/gxx_»m_@gs/amgathy in | O Decision making
H  Encourage _ O Participation of others in decision making/gval settin
Regularly U _ Guide and counse] subordinates
¥ Collaboration/parmership U GO-NGO
0 Alwaysg demonstrate u] Honesty, heutrality and faimegss
L Free access io 8 Information
{ O Firm belief in O __Islamic values
B _Always encourage , 9 __ Creative ideas
2 Clear / specialized U Knowledge of jobs, rules and procedures
[ 3 Democratio O Leadership quality/siiils ]
|0 Active . |0 Tistening
S Always willing to O Learn from mistakes
B Open, free and frank O Mind set
U Regular L Monitoring, supervision and inspection
i & __Regular and effective Q Networking with al]
[ O Always O _ Serve nation /people not personal interest
L Interest and initiatives Q) national issues A
2 Need based/customer focused l U Program/service
& Semsecf Q _ Patriotism
 Sar | O Priority
L _ Professional norms and ethics q
| O Publication of administrative/annual repoits

O Respects subordinates
O Realizes personal strengfhs and weaknssses
8 Looks smart

O  Syeo and backbitin
Q- ‘Develop team spirit

=] Managing time
O Thinkin

O  Tolerant and patient
O Personal mnvolvement in work
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The model is named as “ACTS™ where A stands for Acting and covers the
managing part, C stands for Characterizing and covers the behavioral part. The
Characterizing signifies that the behavioral qualities can produce long term
coherent results if behavior forms integral part of character or lifestyle. T and S
stand respectively for thinking and synthesizing that cover strategic thinking,
system designing and service delivery portion of the matrix. A summarized view

of the ACTS competency model is demonstrated in table-14,

Table-14: Summarized View of ‘ACTS’ Competency Model

I~S STRATEGIC SYSTEMS SERVICE DELIVERY
T THINKING DESIGNING
C PERSONAL ADMINISTRATIVE LEADERSHIP
CHARACTERISTICS ETHICS BEHAVIOR
A MANAGING MANAGING NON MANAGING
HUMAN HUMAN STAKEHOLDERS
| | RESOURCES RESOURCES ]

Cluster-wise detailed performance criteria are presented in table-15.
Initially, 10 performance criteria for each competency cluster (total 10 X 9 = 90)
weare  introduced (Appendix-4) . Subsequently, workshop participants were
assigned to review the competency criteria and reduce it to six for each cluster.
‘The group findings were then reviewed and finalized by the author. The final
competency framework introduces total 54 performance criteria (6X9=54).
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3.0 RECOMMENDATIONS & CONCLUSION

Recommendations

The competency framework proposed in this paper may be adopted as
generic managerial competency standards in the following areas of Bangladesh
Civii Service:

1. Strategic Thinking:

The study establishes ambitious, ambiguous and incoherent strategic
thinking pattern in Bangladesh Civil Services. Vision and mission
statements are not separately and clearly outlined, development goals are
lumped with objectives and the objectives also lack specificity and
quantification. Thus the national planning document must spell out the
national and sectoral vision, mission, goals and objectives separately,
clearly and realistically and wherever possible, the objectives may be
prioritized and quantified. Depending on the availability of resources, the
objectives may be categories as follows:

0 Moust do objectives  (First Priority Objectives)
0 Should do objectives (Second Priority Objectives)
Q@ Nice to do objectives (Third Priority Objectives)

Every BCS manager, in addition to his routine Jjobs, must continually scan
and analyze the present and future political, econoinic, social,
technological environmental forces, identify possible strengths,
weaknesses, opportunities and threats of the Bangladesh Civil Service and
design and implement strategic plans to meet the challenges.

2. Huoman Resource Demand Forecasting:

The competency model translates input driven job(s) or task (s) into
outcome driven core performances. Thus the tasks or jobs that have little
or no direct links to outcome may be deleted or restructured. This
demands reassessment of the present human tesource needs of an
organization including the human resource needs of the Bangladesh Civil
Service. Human resources, over or under the desired level, may be
readjusted in other sectors of economy. Non-formal education, non-formal
training for farmers in agriculture, fisheries and livestock, tree plantation,
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whole training processes. The training objectives, modules, course
contents, training methods, assessment methods and other interdependent
training activities need be redesigned based on the competency standards.
Thus all public sector training institutes dealing with management training
should remodel their training programs accordingly. To accomplish these
remodeling tasks, competency cluster specific specialized committees or
task forces may be constituted.

Performance Appraisal System:

Present performance appraisal system of the government, commonly
named as ACR (Annual Confidential Report) are very genmeral and
common for all cadres and services. Moreover, the appraisal criteria
neither matches with the real jobs nor Job outcomes. The core criteria
mtroduced in the competency model may be incorporated in the present
performance appraisal system. This would enable monitoring, review and
assessment of performances on more objective and rational basis, Job
holders would realize what is expected from him and would thus feel
much more motivated and committed to accomplish his tasks.

Personality Development:

Realizing personal strengths and weaknesses are preconditions for
developing balanced personality and interpersonal relations. The ACTS
competency model, in this respect, may assist in constantly checking,
cvaluating and detecting personal strengths and weaknesses of BCS
managers. Development center(s) for the growth of personal
characteristics may be established at BPATC and every BCS managers
may undergo regular personality test and undertake relevant training,
counseling, mentoring and other guidance by the professional staff
members.

Promotion & Placement:

Seniority based promotion policy followed from long time discourages
outstanding performers. Lack of performance criteria fails to correctly
determine outstanding performers. Thus promotion policy based on merit,
performance and competency cannot be introduced unless objective
outcome based standards are set. The ACTS competency model can help
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Process of Designing Competency Framework

1. Identify and analyze national / organizational key purposes:

O Review constitution, development plans, ordinances and enactment and
other key documents to formulate national/organizational vision, mission,
goals and objectives

@ Scan present and future organizational environment -

Q Review strategic thinking of other countries / similar organizations

2. Determine generic managerial roles and characteristics:

Review rules of business and other business documents
Separate managerial functions from technical functions
Review contemporary management literatures

Draw experiences of successfully managed companies

ODooo

3.Secure feedback/opinion of the service providers and service receivers on
the
b perceptions, understanding and expectations of services
Q critical factors of outstanding performance
o future challenges and concurrent roles

4 Set:

Q service standards

Q service specification
S.Review and analyze all inpats:

6. Transform inputs into generic managerial standards / outcome

7. Prioritize managerial standards and design draft core competency
framework

8. Hold workshop on the draft competency framework

9. Finalize framework

The competency framework methods, process and the model may be used as a
guide for other countries of the world. .
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COMPETENCY CLASSIFICATION : Characterizing

COMPETENCY NEEDS RELEVANCE TO JOB ]
No | Some | Subs- | Urgent | Total CORE CRITERIA Net Some | Signifi | Fully | Total
Need | Need | tantial | Need ‘ Rele- Rele- cantly | Rele-
Need vant vant Rele- vant
vant
1 4 9 23 37 demonstrates high | 1 4 5 27 37
@7 |(q08) |43y |622) | (100) standard of integrity, | (2.7) (108) | (13.5) | (73.0) | (100)
honesty, neutrality and
fairness expected in
civil service
1 4 17 18 40 demonstrates 1 5 i3 18 37
(2.5) |(100) | @25) |@50) | (100) commitment and 2.7 (13.5) | (35.1) | 48.7) | (100)
dedication in rendering
: services to the
b customers
Rt 4 22 10 36 offers objective and | 1 3 18 18 40
| 0.0) | (16.1) | (61.1) (27.8) (100) reasonable advice | (2.5) (7.5) (45.0) (45.0) | (100)
without fear or favor |
3 8 13 16 40 takes firm stance when | 1 6 15 14 36
(75) |20 [ (325 |(4.0) (100) circumstances warrant | (2.8) (16.7) | (41.6) | (38.9) | (100)
it
i 5 15 17 38 takes decision on time | 0 3 19 19 41
{¢6) 1(13.2) | (39.9) (44.7) (100) even in  uncertain | (0.0) {71.3) {46.3) (46.4) | (100}
L conditions
3 2 17 18 40 rational and logical | 2 3 17 i6 38
{7.3) | (5.0) |(42.5) (45.0) (100) thinking in decision | (5.3) (7.9) (44.7) (42.1) | (100}
- making
2 4 17 16 39 demonstrates  positive | 3 3 13 21 40
5.1 1(102) | (43.6) {(41.1) (100) attitudes {7.5) {1.5) (32.5) (52.5) | (100)
i 4 15 20 40 determines and | 0 9 19 12 40
{2.5) {(10.0) | (37.5) (50.0) (100} disseminates  positive | (0.0) (22.5) | (41.5) (30.0) | (100)
values and culture
0 4 18 16 38 develops trust, morale | 1 3 16 19 39
©0.0) |05 {4149 {42.1) (100) and team work (2.6) ()] (41.0) (48.7) | (100)
2 7 13 16 38 recognizes human { 3 3 12 19 37
(5:3) | (184) | (342) | (@421 | (100) dignity 8.1 3.1 (324) | (51.4) | (100)
0 4 10 26 40 analyses and interprets | 1 5 ] 25 39
0.0y | (10.0) | 25.0) | (56.0) (100) policies, rules correctly | (2.6) (12.8) (20.5) (64.1) | (100)
and neutrally
2 11 16 11 40 realizes personal 2 5 18 13 38
(5.0) | (27.5) | (40.0) (27.5) (100) strengths and weakness | (5.3) (13.2) (47.4) (34.2) | (100)
and its impacts on
others
0 6 20 14 40 encourages  creative | 0 6 5 17 38
0.0) |(15.0) | (50.0) (35.0) {100) and innovative ideas (0.0) (15.8) (39.5) {44.7) | (100)
2 5 13 18 38 appreciates creative and | 1 3 11 19 34
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COMPETENCY CLASSIFICATION : Acting (Managing)

COMPETENCY NEEDS RELEVANCE TO JOB
No Some | Subs- | Urgent | Total CORE CRITERIA Not Some | Siguifi- | Fully | Tots
Need Need tantial | Need Rele- Rele- cantly | Rele-
Need vant vant Rele- vant
vant
0 8 13 16 37 determines  human | 0 5 13 17 35
0.0) 21.6) (35.1) | (43.3) (100) resource  demands | (0.0) (143) | (37.1) (48.6) | (100)
correctly
1 1 13 25 40 analyses and designs | 1 2 15 22 40
(2.5) 2.5) (32.5) | (62.5) (100) realistic job | (2.5) (5.0 (37.5) (55.0) | (100)
description
0 4 18 15 37 formulates 0 11 13 14 38
0.0) (10.8) (48.6) | (40.6) (100) appropriate policy for | (0.0) (289) | (34.2) (36.8) | (100)
human resource ' '
motivation
1 6 14 17 38 supports human | 2 4 11 15 |36
2.6) (15.8) (36.8) | (44.8) (100} resource development | (5.6) (111 | (30.6) (52.8) { (100)
and career | ’
advancement to
secure employee
commitment in
meeting challenging
- _organizational needs
1 8 9 21 39 invests resources in | 0 g 12 19 40
(2.6) (205) [(23.1) |(538) | (100) human resource | (0.0) (225) | (30.0) | (47.5) | (100)
development
2 7 18 10 37 deals with employee | 2 5 13 15 35
(5.5) (18.9) (48.6) | (27.0) (100) grievances ;6.7 (143) | (37.1) (42.9) | (100)
emphatically
0 3 16 19 38 makes effective use | 0 5 13 22 40
0.0) (7.9 (42.1) | (50.0) (100) of human resource | (0.0) (125) | (32.9) (55.0) | (100)
skills
1 6 13 19 39 mobilizes, plans, | 1 4 18 17 4G
(2.6) (154)  1(333) |87 |(100) controls and utilizes | (2.5) (10.0) | (@45.0) | (425) | (100)
resources efficiently
1 8 19 10 38 assesses and manages | 2 7 19 8 36
(2.6) 21y (50.0) | (263) (100) - visks efficiently and | (5.6) (194) | (52.8) (22.2) | (100)
effectively
2 5 13 i8 38 allocates resources to | 1 1 14 120 36
{5.3) (13.2) (342) | (47.3) (100) meet key priorities (2.3) (2.8) (38.9) (55.5) | (100)
0 7 15 17 39 manages own time | 0 4 17 17 38
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APPENDIX-2
BANGLADESH PUBLIC ADMINISTRATION TRAINING CENTRE

SAVAR, DHAKA

QUESTIONNAIRE
(For BCS Managers and Public Sector Trainers)

Portfolic Project Title: Designing a Generic Competency
Framework for

Bangladesh Civil Service Managers

1. What quality/standard of services Bangladesh Civil Service should deliver to

people/beneficiaries/stakeholders? Please list down as many as possible such
____Yuadity/standard of services.

.n.._f,...,.,.ﬂrw,._i
| i
i
t
i

% In order to deliver the above services efficiently and effectively, what
underpinning common/generic managerial competencies are needed for the
BCS managers? Please list down such competencies below:

e ———— e,

o COMMON/GENERIC MANAGERIAL COMPETENCIES

Knowledge, Slkills, Experience & other Personal/Behavioral
| Abilities - Qualities/Characteristics
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3.Please indicate how far the following core managerial skills are relevant for
better performance of the Bangladesh Civil Service ( PLEASE TICK AS MANY
AS APPLICABLE ON BOTH SIDES):

NEED FOR DEVELOPMENT OF CORE CRITERAI RELEVEANCE TO CIVIL
COMPETENCIES OF THE CIVIL SERVICE JOB
SERVICE MANAGERS
No Seme | Subs | Urgent Not | Some | Signifi | Fully
Need | Need | tantial | Need Rele- | Rele- | cantly | Rele-
Need vant | vant Rele- | vant
vant
0 0 O a Determines & disseminates positive values and O O 0 u
culture
= O 0 a Sets & communicates clear performance standards O O d g
O il O o Reviews & Redesigns systems/procedures/work O D a 0
processes objectively
0 g O O Analyzes and designs realistic job description g g g d
[l ¥ 0 0 Reviews performance on regular basis 0 g d o
| J 0 a Assesses needs of Information Technology correcily | O O 0 d
=y O 0 g Designs need-based development plans/projects N 0 d sy
o 0 0 0 Invests resources in human resource development 0 O 0 0
a g O 5] Mobilizes, plans, controls and utilizes resource o 0 o a
efficiently
0 0 O ul Analyzes and interprets policies, rules correctly and | 0 o o g
neutrally
0 N d a Communicates effectively 0 0 o o
0 O 0 o Formulates appropriate policy for human resource o 0 a d
' motivation
] 0 a O Redesigns organization structure under changing O [ 0 0
e , conditions
o 0 0 0 Identifies national/organizational issues/problems O a a o
objectively and correctly
g 0 0 O Analyzes and anticipates future constraints and g g o o
opportunities
o 0 0 O Formulates and disseminates strategic vision, o u O g
mission, goals and objectives clearly and realistically
0 O a O Develops creative strategies/options objectively O i} O ]
O ] g 0 Evaluates strategies/options objectively ] g 0 8]
g 0 g 0 Takes decisions on time even in uncertain conditions | 0J O 0 0
Encourages participation of others
] 0 g O in decision/policy making/goal setting process g 8] g a
5] o 0 o Encourages creative and innovative ideas O o g o
0 0 0 g Seeks opinion of stakeholders and beneficiaries in O o O g
decision/policy making and goal sefting process
] o O ] Motivates, counsels, guides and clarifies mission, O a o 0
als, abjectives, jobs and tasks

42



3 4

43pun AYJIQEIO] PUR BUIE)S ‘SoUST[ISA] SMOUS

(]

(]

0

()

: SQDN pue
smauaidonus oyeaurd yum suonejl poo? soysnqesy

il ]

0O

00

OO

AJIOSI5TF9 suepmod saBeueyy]

]

¥ ]

(g fow}

I0AT] 10
T80 IMOYHA IOIAPE SJqRUOSES] PUE SA9RIG0 SI13T(

AIea]o % K19A13901q0 qoliom SUBISICY

UOIUN 1M SUOLIRIAI AGHEoq SUTEMITEI

§o15us8e SPEINC [HIA SHOLE[T POOT SoysTqery

AJ9AIOSYI0 SIOUOP 1IIM sareno8an

SonuIoLd ASY 199Ul 0] 530IN0Sal SOIROO|IY

AJI1103 SPUBISP 90INIOSE] UBTHNY SOTTIISIC

ODooooiois

DOoooooioio

Ooojomioic o

OOoooo|o|o o

S[IIS 30UNOSAI UBLITI JO 95T SATOSJJS SONEJY

Ooooooioio [y ]

OoOoooioio|o

Oooooioisic

Cioooioinoio|o

APANDOLS
PeOIqE/SpIsING 0} uonezreSio/Knumos oy Jussaxdayy

HI0M Wed] pue afesow ey sdojeaagg

$o8UBYD PUE SpUTWOp MU 0 S[qeidepy pue 3jqiajq

O3 aio

[y il i

[Ma o e}

CHoioim

Burew UOISI50p Ui SUDjGIY] [AIR0] puE [euoney

oo

oo

[mp iR iy i

Doimo

]

]

O

o]

513410 U0 Jouduy
S pue sessouyeom pue syySusys jeuosiad sozieoy

O

]

]

=
L.t

SISWOISNO 0] SAOIAISS BiulIopual
Uf UOTIZOIPIP PUE JUSWIIUNIOS SIIBISUOWI(Y

]

AJ9AII991S SOTRUIPIOO.)

=

SY[SL SSTBUBWI PUE 5055985

e

)

(Rt el !

[y i ]

O oo

oo

AjPATIoS SISWOISTO M SATJSUOTIERT SOBETE

O3

(mytmE i

sotorjod pue sueyd samny
W 3joeqpasy saresodioour pue sourniiopad SIOIIBOTA]

Do oo

)

[ I}

()i}

(]

]

Ajouun sp39foud smowrsidury

g

04

O

]

[

(]

O

JUIWISA0IAIIT SWAISAS pue §91Npaooid
‘ssaooud dpzom “Aorjod snonuyuos 10 SeALRS

O

)

-

]

Spasu [enoyeZNIRSI0 FUISUS|jRYD 100w
O} JUSUIUIIOD 33A0]dID 2IMIAS 0] JUSUIIURAPE
183185 pue JuadojeAdp 90IN0SAI UBWNY suoddng

b i 550 i v

wed) sunniojred yam spoddns pue sppng

Urea] 913 JO SuUONdE oY1 103 AJIIqIsuodsal $3da00y

10 JO WISIOIND SATIONIISUGD SOBEINODHT

Ajreoneyduwis seoueAsL oaAodws M sjeey

L L L L

Oooojalo

Oooio;mio

Oioaloc|o

oM SATIRAOUUT/AANBI sojvicaIddy

CHOooiojoio

Oiooioc|g;

Oiooohoio

fasBuUIpIOgns
01 30M JO WOP3ay pue AWOUOHIE SIPIACIG

noiooioio
E S R S

i
tE
i

AyuSip wewmy SazTuB000y

Spniye sAmsod $31NSUCWS(]

AJ[BUOTIE] S)SB) SUBIESE pue SOUTLISINT

[ S T U O |

ooy

[ o o

Ooioioio

APATOSYS so7eTae(

OO iaio

Oooolo

Ooioioig

Dol

]

O

]

SOIAIIS [IALD UT PJO3UXS SSIUNE] puw ANjElinou
*Aasauoy ‘Ao Jo spaepues q8y £912NSUOW(

]

I

O

0

]

vorgsey pouny[d
i d8uwys euoneziueBio sefeurw puy SoEII]




stressed conditions.
g O d 0 Manage own time well to meet competing priorities. | O O ] ]
a g g o Takes firm stance when circumstance warrant it 8] 0 O o
g 0 0 O Understands and operates effectively within the 0 o O ]
political and government framework
0 O a O Updates own knowledge and skills continuously 0 N 8 0
O O O O Other competencies, if any (Please specify) B 0 [u] 0
0 0 0 0 a) 0 0 0 0
0 0 0 0 b) 0 0 0 0
O 0 O o c) ] O O 3]

5.

Any other comments or suggestions relating to competencies of the civil
service managers to meet any extraordinary present or firture challenges:

Name
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APPENDIX-4

Initial Generic Competency Framework
for Bangaldesh Civil Service

STRATEGIC THINKING SYSTEMS DESIGNING SERVICE DELIVERY
O develops expertise in  own solicits, appreciates, tests and | @ fixes and meets
fields/updates own knowledge implements  creative & deadlines for each
and skills continuously innovative ideas quickly activity / job
| @ identifies and prioritizes national / reviews,  redesigns and | O timely disposal  /
organizational problems simplifies rules , systems, delivery of files / cases
objectively policies and procedures / goods and services
0 formulates,  prioritizes  and continuously O supports and introduces
disseminates  strategic vision, designs organization structure customer focused one
mission, goals & objectives in simple form in changing stop / counter services
clearly and consistently environment O strives for mmproving
L scans  present and  future introduces IT appropriately quality of goods and
organizational strengths, designs, initiates and manages services continuously
weaknesses, constraints, organizational change in |0  considers special needs
opportunities and other planned and objective fashion of customers
environmental forces objectively assesses and manages risks | O provides quick feedback
 explores, develops and evaluates efficiently and effectively on  service  delivery
creative strategies / options sets  clear  performance status / clarifies reasons
8 designs new / need based new standards for not delivering the
plans, policies and legislation in reviews and monitors services or meeting the
clear and simple form performance regularly deadlines
O incorporates customer feedback in designs  and  introduces | o interprets and applies
future plans, policies and Jjob/program specific rules empathetically
legistation monitoring  and reporting | O strives for comtinuous
O implements strategic decision systems performance / quality of
timely : supports and  establishes goods and  services
O analyzes and devolves public strong / independent Judiciary improvement
sector functions to private and and rule of law 0 implements projects
NGO sectors timely
U supports good plans and policies O facilitates private sector
of previous government growth
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