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ABSTRACT

In order to provide quality professional education programs to advance knowledge, skills and
competencies of individuals in the financial services industry and in continuing education courses,
there is a need to identify a professional’s key competencies profile. In recent years, many financial
planning associations worldwide have become interested in establishing competency-based
requirements for certifying professionals and have adopted competency-based approaches for
continuing education. The purpose of this paper is to identify a profile of key competencies for
financial planners. The empirical study is carried out through a stratified survey of financial
planners within insurance companies, commercial banks, consulting firms, credit unions, security
dealers and brokers, trusts and independent professionals. More than individual knowledge or
skills, this research views professional competence as result-oriented, expressing an optimal
mobilization and use of resources available in the multidisciplinary areas of financial planning,
according to professional standards and in harmony with best practices to achieve customer
satisfaction. The research design presents an innovative conceptual framework which facilitates the
identification of a profile of key competencies for financial planners. Findings enable an advance in
knowledge, both at an academic and a professional level, by identifying a profile of twelve specific
dimensions of key competencies for financial planners within the financial services industry.

INTRODUCTION

strides in the financial services industry. Presently, changes in the financial services industry are influenced

by demography, technology, regulation, competition and volatility in financial markets. Moreover, major
trends in the financial services industry are namely globalization, consolidation, convergence and product innovation.
From an academic and professional standpoint, the field of personal financial planning and its professional
designation have progressed rapidly on a worldwide scale. Around the world, over twenty financial planning
organizations foster professional standards in personal financial planning. Professional training and continuous
education must now meet the real financial planner’s needs, so that the client and public, have access to and benefits
from competent and ethical financial planning. Nowadays, ethics, competence and best practice standards are
keywords for financial planners and for all professionals in the financial services industry. In recent years, many
financial planning associations have become interested in establishing competency-based requirements for certifying
professionals and have adopted competency-based approaches for continuing education.

g ince a little over a decade, personal financial planning is a global phenomenon which has made great new

Financial planning organisations define competency by the knowledge and skills necessary to the
professional to perform a certain task or role in the process of financial planning. Using a rationalistic approach, the
objective of this paper is to identify a profile of key competencies for financial planners. In that perspective, what is a
so-called profile of key competencies? Starting with, but more than just knowledge or skill, a profile of key
competencies views professional competence as result-oriented, expressing an optimal mobilization and use of
resources available in the multidisciplinary areas of financial planning, according to professional standards and in
harmony with best practices to achieve client satisfaction. Thus, a profile of key competencies identifies the most
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important competencies and suggests, the possession of knowledge, skills and the behavioral capacity to act
appropriately within the professional standards of the financial planning profession.

Developing competence is becoming an increasingly important issue within insurance companies,
commercial banks, consulting firms, credit unions, security dealers and brokers, trusts and independent professionals.
To develop competence, the financial planner must be introduced to knowledge, skills and have the opportunity to
work with resources available in the multidisciplinary areas of financial planning. An integrated financial planning
process takes into account the main financial planning areas, namely: finance and debt management, legal aspects, tax
planning, insurance and risk management, investments, retirement and estate planning. Hence, the process of financial
planning is interdisciplinary by nature. In the course of any financial planning mandate, financial planners follow the
financial planning process by : (1) explaining their financial planning approach and their role in the process, (2)
determining their mandate with the client and ensuring the client understands that mandate, (3) gathering the
necessary data and personal information, (4) helping the client determine its goals, (5) analyzing the client’s current
situation, (6) formulating strategies and recommendations, (7) writing up a personal financial planning report, (8)
presenting the report to the client, (9) carrying out the appropriate recommendations and strategies, and (10) following
up on the client’s file. This personal financial planning process proposed by the Quebec Institute of Financial Planning
(IQPF) presents affinities with other organizations’ worldwide such as the Canadian Association of Financial Planners
(CAFP) and the Financial Planners Standards Council (FPSC) in Canada, the International CFP Council and the CFP
Board of Standards in the United States, Europe, Australia, Asia and South Africa. The financial planning process and
the role of financial planner requires knowledge, skills and competencies within various context-dependent
professional situations.

LITERATURE REVIEW

Depending on the competency-based approach, the definition of competence can be very general by nature
and yet be very precise when applied within a specific context, as for example in management as well as in education.
Many definitions have emerged over the past fifty years : White (1953, 1963) ; Landry (1987) ; Brien (1989) ;
Trudelle (1991) ; Legendre (1993) ; McCelland in Spencer and Spencer (1993) ; Poirier-Proulx (1999, 2001);
LeBoterf (1994, 2002) ; Goleman, Boyatzis and McKee (2002). Therefore, no universal definition for competence can
be found in the current literature review. Moreover, the definition of the term competency adopted by some authors is
broad, vague and arbitrary, thus making it even more difficult to carry out empirical studies. In this paper, the
definition of competence is formulated according to the research subject, namely identifying a profile of key
competencies for financial planners, and the context of applied research, thus the professional practice of financial
planning.

Research studies on competencies typology aim to define and regroup competencies in the form of
dimensions of competencies. For example, dimensions may refer to competencies related to knowledge, competencies
as personal skills or abilities, competencies as personal traits or attributes, competencies as interpersonal skills or
abilities, competencies according to outcomes or performance criterions, competencies generally holistic or atomistic,
competencies hidden or observable, competencies within individual characteristics or competencies within
organizational characteristics. The studies of Kolb (1984) ; Boyatzis (1982) ; Boyatzis and Kolb (1995) ; LeBoterf
(1976, 1994 and 2000) ; Boyatzis and Wheeler (1996) ; Brien (1989) ; Spencer and Spencer (1993) ; Green (1999) ;
Covey (2001) ; Poirier Proulx (2001) ; Goleman, Boyatzis and McKee (2002), aim to identify dimensions of
competencies. These studies also acknowledges the existence of specific competencies underlying the above
dimensions of competencies. In spite of the synthesis efforts, there is still no single universal typology of
competencies. In this paper, we identify competencies underlying the profile of key competencies for financial
planners.

Pioneer of the behavioral objectives movement, Bloom (1956) focuses attention on the outcomes of learning
programs. The behavioral objectives movements involves stated operational outcomes, reliable observation, judgment
and leaves very little place for interpretation, which leads to criticisms toward such an approach. However, the
behavioral objectives’ movement differs from the competency-based approach in education. In fact, the orientation of
the competency-based approach in education relies on competencies that are observable, appraisable, developable and
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transferable and on the optimal use of the resources by the mobilization of knowledge, skills and attitudes oriented
toward a specific outcome. The concept of competence was initially developed in industrial workplace circles for
purposes of professional training for work-related requirements. Thus, research studies on competency-based
education system evolved through professional education programs, Kolb, Winter and Berley (1968) ; Kolb and
Boyatzis (1970) ; McClelland (1973) ; Miron and McClelland (1979) ; Kolb (1981 et 1984) ; Barrett and Depinet
(1991) ; Bowden and Masters (1993) ; Legendre (1993) ; Cameron and Whetten (1984) ; Wheeler (1999) ; Poirier-
Proulx (2001). In financial planning, the academic training programs for financial planners, and even for some
continuous education programs, are not based on a competence approach, but rather on an approach by objectives.
This paper aims an advance in knowledge, both on an academic and on a professional level, by identifying a profile of
key competencies for financial planners. To a certain extent, knowing the profile of key competencies for financial
planners is a starting point and could be helpful for continuous education programs.

Research studies on core competency frameworks in management indicates that competencies can be
perceived differently according to the management models used, the objectives, the processes, the human relations,
the human resources and the organisational environment, Smith (1776), Taylor (1911), Weber (1947, 1968),
Neoclassics (1930-50), Fayol (1949), Burns and Stalker (1961), Quinn, Faerman, Thompson and McGrath (1995,
2002), LeBoterf (2002). Consequently to these findings, it is imperative within this paper’s proposed conceptual
framework, to put in perspective each one for these essential elements in order to circumscribe and identify a profile
of key competencies for financial planners within the environment of the financial services industry.

An analysis of the literature also suggests that the current state of knowledge on the concept of professional
competencies, resulting from academic and professional research, is relatively advanced. The competency literature,
in management as well as in education, reveals that the current state of knowledge is mainly derived from rational or
phenomenological models. We would further point out that research results encourage the elaboration and
development of competencies models to an end of increasing the individual’s and the organization’s performance.
Research findings in McClelland (1973, 1977) ; Boyatzis (1982) ; Kolb (1984) ; Morgan (1988) ; Nordhaug (1993) ;
Spencer and Spencer (1993) ; Walton (1989) ; Campbell (1989) ; Mintzberg (1984, 1973) ; Jacobs (1989) ; Schroder
(1989) ; Cross (1991) ; Burgoyne (1989, 1993) ; Schuler and Jackson (1987), Storey (1990), Veres et al. (1990) ;
Harvey (1991) ; Fleishman and Reilly (1992) ; Cross (1991) ; Burgoyne (1989 and 1993) ; Schuler an Jackson
(1987) ; Storey (1990) ; Tett, Jackson and Rothsein (1991) ; Barrick and Mount (1991) ; Bernaud (1998) ; Spencer
and Spencer (1993) ; Boyatzis and Kolb (1995) ; Antonacopoulou and FitzGerald (1996) ; Green (1999) and Sandberg
(1995, 2000 and 2001) tend to support this point of view. Competencies research has covered a wide array of
individuals such as technicians, professionals and managers.

The conclusions drawn from general research and studies prove to be relevant and useful in facilitating the
identification of a profile of key competencies for financial planners. However, in spite of that, we are unable to
generalize the conclusions from former studies and apply them to the financial planners’ particular situation. It would
be daring, and even unwise, to support such an interpretation in the total absence of publications, on a national or
international level, specifically related to financial planner’s competencies. The identification of a profile of key
competencies for financial planners is far more specific than findings in generic competency models for technicians
and professionals. By using a rational approach, this research assumes that the profile of key competencies revealed
by financial planners will be worked-oriented towards their fields of specialization (areas of intervention and nature of
intervention) and to the financial planner’s perception of the work to be accomplished according to professional
standards and best practices in order to achieve customer satisfaction. Thus, identifying a profile of key competencies
for financial planners is a relevant objective for the development of academic and professional training programs and
for continuing education programs.

CONCEPTUAL FRAMEWORK DESIGN
The originality of the research rests on the development of the conceptual framework design of the which, in
turn, sets the foundation to identify the profile of key competencies for financial planners. The identification of a

profile of key competencies refers to the professional financial planners in their organizations and in the process of
their financial planning. Why focus on the financial planners rather than on the clients? First, this research views
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financial planners competencies as result-oriented, expressing an optimal mobilization and use of their resources
available within their practice to ensure the client’s satisfaction. Secondly, it is believed that within the complex
interdisciplinary process of financial planning, the financial planners represents the most appropriate entity to evaluate
the client’s needs and to identify a professional’s key competencies profile. Consequently, the identification of a
profile of key competencies is carried out in relationship with the financial planner’s working environment.  Figure 1
shows the conceptual framework design developed to identify the profile of key competencies for financial planners.

Figure 1: Conceptual Framework Design to Identify the Profile of Key Competencies for Financial Planners
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The research design presents an innovative conceptual framework which aims at facilitating the identification
of a profile of key competencies for financial planners. The conceptual framework rests on the following key
competencies profile definition. This framework views professional competence as result-oriented, expressing an
optimal mobilization of resources available in the multidisciplinary areas of financial planning, according to
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professional standards and in harmony with best practices to achieve customer satisfaction. The optimal use of the
resources implies the appropriation and the mobilization of knowledge, skills and attitudes toward this objective.

The profile of key competencies is also dependent of mobilized resources, as well as other influence factors
relative to the environment or relative to the variety of contexts in which the mobilization of the resources occur. In
the financial planner's context, it is relevant to analyze a number of significant elements such as : the different
organizational structures in which financial planning takes place (insurance companies, commercial banks, consulting
firms, credit unions, security dealers and brokers, trusts and independent professionals) ; the different areas of
intervention in financial planning (finance and debt management, legal aspects, tax planning, insurance and risk
management, investments, retirement and estate planning) ; the financial planner’s status (highest degree of education
completed, number of years of professional experience in the financial services industry, remuneration and daily
functions) and the client’s status (demographic profile, size of assets under management, objectives and specific
needs).

In the practice of financial planning, financial planners use their competencies in order to identify relevant
intervention areas, to resolve problems and to answer clients’ inquiries and needs. Thus the financial planner’s
preoccupation is in solving general and specific problems throughout the different intervention areas in the personal
financial planning process. Moreover, the profile of key competencies directly refers to the intervention process
(relative to an interdisciplinary financial planning process and to a problem-solving process) and to the nature of the
intervention (in function to the nature of the tasks, information processing, file analysis and follow-up, use of
information technology and the recourse to other human resources). A problem of a simple nature can be solved by
using an analytical approach (by causal relations) that can be derived from theoretical knowledge; for example, the
financial planner refers to his knowledge and his skills in assessing the customer’s needs. A problem of a more
complicated nature can be solved with a systematic approach (by stages or sequentially) that can be derived from
procedural skills; for example, the financial planner uses information technology application’s skills in the financial
planning process. A problem of a complex nature can be solved by using a systemic approach (global and integrated)
derived from contextual competencies; for example the financial planner uses competencies related to analysis,
synthesis, evaluation and creativity.

Overall, a profile of key competencies refers to a work context in which the interventions can be of an
individual or collective nature. The work context can contribute to the development of personal and interpersonal
competencies. The need for training (individual and group) enables the identification of means and financial planning
areas of intervention for continuing education and for competency development. The profile of key competencies
evolution is closely related to the financial planner’s continuous development and constant feedback (individual and
group) according to the influence factors, the work contexts, the intervention processes, the intervention nature and
finally, to the professional’s training needs.

RESEARCH DESIGN AND EMPIRICAL RESULTS

The review of the literature and the conceptual framework design both aim at answering to the research
question and thus, identify a profile of key competencies for financial planners. However, this construct is at a
theoretical level because it defines, both analytical and synthesis, proposition statements about the conceptual
framework. These propositions are then formulated as hypotheses for empirical testing and as declarative statements
in which we assign variables to each financial planner in the study sample.

This research follows a post positivism paradigm using a quantitative methodology and a deductive logic
with an objectivist predominance. Starting from an organized set of ideas, axioms and hypotheses logically connected
and systematically organized, the objective of this descriptive study is to identify a profile of key competencies for
financial planners. Following the sampling-theory approach, we accept or reject the hypothesis on the basis of a
stratified sample of 468 financial planners practicing in Quebec (slightly less than 10 % of the total active population
of financial planners in professional practice). The empirical study is carried out with a survey, using a self-
administered questionnaire, from a stratified sample of financial planners working in insurance companies,
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commercial banks, consulting firms, credit unions, security dealers and brokers, trusts and independent professionals

within the Canadian financial services industry.

The main idea underlying hypothesis testing, in this context, is to be able to generalize the explanations
relative to the phenomenon of competency in the professional practice of personal financial planning. The relevance
of the theory behind the conceptual framework rests on its capacity to reflect the financial planner’s work environment
and unfold a profile of key competencies required for personal financial planning according to professional standards
and in harmony with best practices to achieve clients’ satisfaction. Table 1 presents a synoptic view of statistical

inference results.
Table 1 - Synoptic View of Statistical Inference Results

Identification and description of the hypothesis Results!

H: The areas of intervention exploited in financial planning are dependent on the organizational structure in which the
financial planner works

*kk
H,  There is a relation between the organizational structure and the degree of interdisciplinarity in the financial planning .
process

Hs There is a positive relation between the financial planner’s competency level and the degree of interdisciplinarity in the
financial planning process

Hs  There is a relation between the client’s demographic profile and the organizational structure in which the financial
planner works

*kk

Hs  There is a relation between the client’s demographic profile and the demand for specific financial planning intervention
areas

*kk

He  There is a positive relation between the average clients’ assets under management and the financial planner’s
competency level

*kk

H;  There is a relation between the average clients’ assets under management and the demand for specific financial planning
intervention areas

*kk

Hg  There is a relation between the sources of motivation and the financial planner’s competency level

Hy  There is a positive relation between the financial planner’s influences on performance and the financial planner’s
competency level

Hi  There is a difference between the way financial planners conduct their tasks in the financial planning process and the
financial planner’s competency level

Hi1  There is a relation between the information gathering modes in the financial planning process and the financial planner’s
competency level

*

Hi,  In daily functions related to financial planning, there is a relation between task importance and the financial planner’s
competency level

*k

Hiz  There is a relation between how the financial planner conducts his analysis for his clients and the financial planner’s
competency level

His  There is a relation between the success factors in the financial planning process and the financial planner’s competency
level

His  There is a relation between the financial planner’s perceived role in a financial planning group and the financial
planner’s competency level

*kk

His  There is a relation between the time devoted to interpersonal work versus personal work and the financial planner’s
competency level

Hiz  There is a relation between what a financial planner seeks in continued education or professional training sessions and
his competency level

*hk

1 1f an hypothesis has statistical significance, then the probability values are respectively : * p < 0,10 ; ** p < 0,05 ; *** p < 0,01, for a level of
significance within an interval of confidence of 90 %, 95 % and 99 %. If a hypothesis has no statistical significance, meaning that there is no

statistical significant difference between the financial planner’s competency levels, then the results” column is left blank.
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Identifying a Profile of Key Competencies for Financial Planners

Findings enable an advance in knowledge, both at an academic and a professional level, by identifying a
profile of twelve specific dimensions comprising key competencies for financial planners within the financial services
industry. The analysis and interpretation of research results provided from the descriptive statistics and the inferential
statistics, along with the design of the conceptual framework, facilitates the identification of a profile of key
competencies. The profile of key competencies identified for financial planners presents itself as follows:

1. Act in an ethical manner;

2. Know their professional role in the process of financial planning;

3. Know their workplace and their role within the organization;

4, Follow the financial planning process according to professional standards;

5. Identify the relevant financial planning areas of intervention and the opportunities to intervene in an
interdisciplinary fashion according to the client’s assessed needs;

6. Evaluate and understand the client’s needs, then establish adequate bases of analysis and provide appropriate
recommendation according to the client’s objectives;

7. Establish interpersonal communication systems and strategies that are specifically adapted to the clients and
the collaborators within the financial planning process;

8. Establish effective relationships and cooperation strategies with clients and financial planning collaborators

9. Develop and maintain networks with relevant financial planning collaborators and experts;

10. Use information technology effectively;

11. Follow-up on the client’s file and monitor changes in the client’s personal financial situation; and

12. Ensure their own professional development.

In general, the analysis and interpretation of research results provided from descriptive and inferential
statistics support the fact that financial planners follow the financial planning process by : explaining their financial
planning approach and their role in the process, determining their mandate with the client and ensuring the client
understands that mandate, gathering the necessary data and personal information, helping the client determine his
goals, analyzing the client’s current situation, formulating strategies and recommendations, writing up a personal
financial planning report, presenting the report to the client, carrying out the appropriate recommendations and
strategies, and following up on the client’s file. Thus, the financial planning process is closely followed by the
financial planners in their professional practices within insurance companies, commercial banks, consulting firms,
credit unions, security dealers and brokers, trusts and independent professionals within the financial services industry
in Quebec.

DISCUSSION AND CONCLUSION

In recent years, financial planning associations worldwide have become interested in establishing
competency-based requirements for certifying professionals and have adopted competency-based approaches for
continuing education and professional training. Nowadays, to provide quality professional education programs, to
advance knowledge, skills and competence for financial planners in the financial services industry, it is crucial to
identify and understand the professional’s key competencies profile. The identification of the profile of key
competencies for financial planners has been made possible by developing an innovative conceptual framework.

The findings of the study contribute to advance in knowledge, at an academic and a professional level, by
identifying a profile of twelve specific dimensions comprising key competencies for financial planners in the financial
services industry. More than individual knowledge or skills, our findings support the view of professional competence
as result-oriented, expressing an optimal mobilization and use of resources available to financial planners in the
multidisciplinary intervention areas of financial planning, according to professional standards. In all likelihood, we
also believe that the profile of key competencies is relevant to financial planners in the constant concern of necessary
competencies required for best practice in personal financial planning in order to achieve client satisfaction.
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The profile of key competencies for financial planners and its ongoing evolution greatly depends on the
continuous development of the underlying financial planning intervention areas and the feedback given by individuals
and groups of financial planners according to the factors of influence, the work context, the intervention process, the
nature of intervention and the professionals’ training needs. The professional practice of financial planning primarily
subscribes to the intervention process and to the nature of intervention. Both are work-context related to the
organizational structures within the financial services industry. Professional practice challenges all intervention areas
of financial planning and the recourse of professionals to certain competencies such as the assessment needs of the
clients and the collaborators, the synthesis of the information and the ideas, the analysis of the information and the
creativity to bring forward recommendations and adapted solutions in relation to the problems’ context. Thus, the
profile of key competencies identifies the most important dimensions of competencies comprising the knowledge, the
skills and the behaviors to act appropriately within the professional standards of the financial planning profession.

The major contribution of this research is the innovative conceptual framework design that sets the
foundation to identify a profile of key competencies for financial planners within the financial services industry.
Using a rational approach, the research provide a static description of a profile of key competencies. Thus, this
research is a descriptive study. The research assumes that the profile of key competencies revealed by financial
planners will be oriented towards their fields of specialization (areas of intervention and nature of intervention) and to
the financial planner’s perception of the work to be accomplished according to professional standards and best
practices in order to achieve client satisfaction.

The profile of key competencies for financial planners represents a valuable addition for professionals
working in the financial services industry and for the financial planning associations interested in competency-based
requirements for certifying professionals and competency-based approaches for the development of professional
training or continuing education. We strongly recommend the following steps to financial planning associations
interested in the competency-based approaches to support the development of professional training and continuing
education: (1) identify the desired objective or outcome and define competencies to be developed; (2) identify the
professional training contents for each competency to be developed; (3) select the pedagogical method that best suits
the professionals within the workplace environment; (4) ensure that the results obtained match the objective by
requiring a final evaluation; and (5) follow-up with financial planners and organizations within the financial services
industry to validate the professional training and the continuing education programs.

Following the findings in this study, avenues of research can be identified for potential future studies. Mainly
oriented toward financial planning associations and toward financial planning organizations working within the
multidisciplinary areas of intervention in the financial services industry, the following suggestions formulated are:
(1) look further into the concepts developed by the profile of key competencies, particularly to analyze typologies
according to the conceptual framework for each of the areas of intervention in financial planning; (2) look further into
the concepts developed by the profile of key competencies, particularly to analyse typologies according to the
conceptual framework for each organizational structure within the financial services industry; (3) carry out a
comparative analysis of key competences profile between the financial planners of each organizational structure
within the industry in order to identify the similarities and the differences; and (4) analyze and identify the best types
of training for the financial planners in order to improve professional training and continuing education programs
according to the required profile of key competencies.

REFERENCES

1. Antonacopoulou, E. P. and FitzGerald, L. (1996). “Reframing Competency in Management Development”.
Human Resource Management Journal, 6 (1), 27-48.

2. Boam, R. and Sparrow, P. (1992). Designing and Achieving Competency: A Competency-based approach to
developing People and Organizations. UK: McGraw-Hill.

3. Baron, R. A. and Markman, G.D. (2000). “Beyond Social Capital: How Social Skills can Enhance
Entrepreneur’s Success”. Academy of Management Executive. 14 (1), 106-116.

4. Barrett, G. V. and Depinet, R. L. (1991). “A Reconsideration of Testing for Competence Rather than

Intelligence”. American Psychologist, 46 (10), 1012-1024.

58



Journal of Business & Economics Research — April 2005 Volume 3, Number 4

5.

10.

11.

12.

13.

14,

15.

16.

17.

18.
19.

20.
21.

22.
23.

24,
25.

26.

217.

28.

29.

30.

31.

Barrick, M. R. and Mount, M. K. (1991). “The Big Five Personality Dimensions and Job Performance: A
Meta-Analysis”. Personnel Psychology, Spring (44), 1-26.

Bernaud, J. L. (1998). Les méthodes d’évaluation de la personnalité. Paris: Dunod.

Bloom, B. S. and Brother, L. (1950). Problem-Solving Processes of College Students. Chicago: University
of Chicago Press.

Bloom, B. (1956). Taxonomy of Educational Objectives. New-York: McKay.

Bowden, J. A. and Masters, G. N. (1993). Implications for Higher Education of a Competency-based
Approach to Education and Training. Canberra: Australian Government Publishing Service.

Boritz, J. E. (2003). “Competency-Based Education and Assessment for the Accounting Profession: A
Critical Review”. Canadian Accounting Perspectives, 2 (1), 7-42.

Boyatzis, R. E. (1982). The Competent Manager: A Model for Effective Performance. New-York: John
Wiley & Sons.

Boyatzis, R. E. and Kolb, D. A. (1995). “From Learning Styles to Learning Skills: The Executive Skills
Profile”. Journal of Managerial Psychology, 10 (5), 3-17.

Boyatzis, R. E., Cowen, S. S. and Kolb, D. A. (1995). Innovation in Professional Education: Steps on a
Journey from Teaching to Learning. San Francisco: Jossey-Bass Publishers.

Burgoyne, J. (1989). “Creating the Managerial Portfolio. Building on Competency Approaches to
Management Development”. Management Development and Education Journal, 20 (1), 56-61.

Burgoyne, J. (1993). “The Competency Movement Issues, Stakeholders and Prospects”. Personnel Review,
22 (6), 6-13.

Brown, R. B. (1993). “Meta-Competence: A Recipe for Reframing the Competence Debate”. Personnel
Review, 22 (6), 25-36.

Cameron, K. S. and Whetten, D. A. (1984). Developing Management Skills. UK: Scott Foresman and
Company.

Campbell, C. P. (1989). Job Analysis for Industrial Training. Bradford : MCB.

Chalmers, A. F. (1976). Qu’est-ce que la science ? Récents développements en philosophie des sciences.
Sciences et société. Sidney: La Découverte Editions.

Cooley, W. W. and Lohnes, P. R. (1971). Multivariate Data Analysis. New-York: John Wiley & Sons.

Cooper, D. R. and Schindler, P. (1998). Business Research Methods. Sixth edition. Toronto: Irwin McGraw
Hill.

Covey, S. R. (2001). Les 7 habitudes des gens efficaces. Montréal: Alexandre Stanké Editions Inc.

Cross, M. (1991). “Monitoring Multi-Skilling. Generate Long-Term Change”. Personnel Management,
March, 44-49.

D’Astous, A. (1993). Introduction a ’analyse des données issues d 'une enquéte. Sherbrooke: Guérin.
Drucker, P. F. (1988). “The Coming of the New Organization”. Harvard Business Review, January-
February, 45-53.

Fleishman, E. and Reilly, M. E. (1992). Handbook of Human Abilities: Definitions, Measurements, and Job
Task Requirements. California: Consulting Psychologists Press.

Furst, E. J. (1950). “Relationship Between Tests of Intelligence and Tests of Critical Thinking and
Knowledge”. Journal of Educational Research, 43 (8), 614-625.

Furst, E. J. (1954). “Effect of the Organization of Learning Experiences Upon the Organization of Learning
Outcomes”. Journal of Experimental Education, 28, March, 215-228.

Gasse, Y., D’ambroise, G., Simard, B. and Lisker, K. (1997). Pratique et compétences chez les
entrepreneurs-dirigeants de PME en croissance. Québec : Centre de I’entrepreneuriat de 1’Université Laval.
Gauthier, B. (1993). Recherche sociale: De la problématique a la collecte des données. Québec: Les Presses
de I’Université du Québec.

Goleman, D., Boyatzis, R. and McKee, A. (2002). L’intelligence émotionnelle au travail. Paris: Village
Mondial.

59



Journal of Business & Economics Research — April 2005 Volume 3, Number 4

32.

33.

34.
35.

36.

37.

38.

39.

40.

41.

42,

43.

44,

45.

46.
47.

48.

49,

50.
51.
52.
53.
54.

55.

56.
57.
58.
59.

60.
61.

Green, P. C. (1999). Building Robust Competencies: Linking Human Resource Systems to Organizational
Strategies. San Francisco: Jossey-Bass Publishers.

Harvey, R. O. (1991). “Job Analysis”. In M. D. Dunnette and L. M. Hough (eds.), The Handbook of
Industrial and Organizational Psychology, 2, (2™ ed.). Palo Alto, California: Consulting Psychologist Press.

Fayol, H. (1949), General and Industrial Management. London: Pitman.

Institut québécois de planification financiere. (2000). Planification financiére personnelle. Tomes 1 a 5.
Montréal: Collection de I'lQPF.

Jessup, G. (1990). The Evidence Required to Demonstrate Competence. Knowledge and Competency:
Current Issues in Training and Education. Sheffield: COIC.

Kolb, D. A. (1984). Experiential Learning: Experience as the Source of Learning and Development. NJ:
Prentice-Hall.

Laliberté, J. and Dorais, S. (1999). Un profil de compétences du personnel enseignant du collégial .
Sherbrooke: Editions du CRP.

Lawler, E. E. (1992). The Ultimate Advantage: Creating the High-Involvement Organization. San
Francisco: Jossey-Bass Publishers.

Lawler, E. E. (1996). From the Ground Up: Six Principles for Building the New Logic Corporation. San
Francisco: Jossey-Bass Publishers.

Lawler, E. E. and Ledford, G. (1997). “New Approaches to Organic Competencies: Capabilities and the
Decline of Bureaucratic Model”. In Green, P. C. (1999) Building Robust Competencies. San Francisco:
Jossey-Bass Publishers.

LeBoterf, G. and Viallet, F. (1976). Métiers de formateurs. Paris: L’Epi.

LeBoterf, G. (1994). De la compétence. Essai sur un attracteur étrange. Paris: Les Editions d’Organisation.
LeBoterf, G. (2002). Développer la compétence des professionnels. Paris: Les Editions d’Organisation.
Legendre, R. (1993). Dictionnaire actuel de I’éducation. Montréal: Guérin.

Malglaive, G. (1990). Enseigner & des adultes. Paris: PUF.

McClelland, D. C. (1973). “Testing for Competence Rather than for Intelligence”. American Psychologist,
28, 1-14.

McClelland, D. C., Klemp, G. O., Jr., and Miron, D. (1977). Competency requirements of senior and mid-
level positions in the Department of State. Boston: McBer.

McClelland, D. C. (1998). “Identifying Competencies with Behavioral-Event Interviews”. Psychology
Science, 9, 331-339.

McLagan, P. (1997). “Competencies: The Next Generation”. Training and Development, 51 (5), 40-47.
Mooney, J. C. and Reiley, A. P. (1931). Onward Industry. New York: Harper & Row.

Mintzberg, H. (1973). The Nature of Managerial Work. New York: Harper and Row.

Mintzberg, H. (1984). Structure et dynamique des organisations. Montréal: Agence d’Arc.

Ministére de I’éducation du Québec (MEQ) (1998). Eléments de docimologie, Tome IV, L’évaluation
sommative. Québec: Gouvernement du Québec, Direction de 1’évaluation pédagogique.

Miron, D. and McClelland, D. (1979). “The Impact of Achievement Motivation Training on Small
Business”. California Management Review, 21 (4), 13-28.

Morgan, G. (1986). Images of Organization. Beverly Hills, California: Sage Publications.
Morgan, G. (1987). Beyond Methods: Strategies for Social Research. Sage Publications.
Morissette, D. (1996). Evaluation sommative. Montréal: Les Editions du Renouveau Pédagogique.

Nonaka, I. (1991). The Knowledge Creating Company. Harvard Business Review, November-December,
96-104.

Norusis, M. J. (1998). SPSS 8.0 — Guide to Data Analysis. Chicago: Prentice-Hall.

Opiela, N. (2000). “What Does the Future Hold for the Financial Planning Profession?”” Journal of Financial
Planning, December, 14-24.

60



Journal of Business & Economics Research — April 2005 Volume 3, Number 4

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.
73.
74,

75.

76.
77.

78.
79.

80.

81.

82.

83.
84.

85.

86.

87.

88.

Ouellet, F. and Baillargeon, G. (1999). Traitement de données avec SPSS pour Window: Edition 8.0. Trois-
Riviéres: Les Editions SMG.

Pauchant, T. C., Nilles, J., Sawy, O. E. and Mohrman, A. M. (1989). Toward a Paradoxical Theory of
Organizational Effectiveness: An Empirical Study of the Competing Values Model. Quebec: Laval
University, Administrative Sciences, Working Paper.

Perrenoud, P. (1995). “Des savoirs aux compétences. De quoi parle-t-on en parlant de competences?”
Pédagogie collégiale, 10 (3), 5-16.

Pfeffer, J. (1994) Competitive Advantage Through People: Unleashing the power of the Workforce. Boston:
Harvard Business School Press.

Poirier Proulx, L. (1999). La résolution de problémes en enseignement: Cadre référentiel et outil de
formation. Sherbrooke: De Boeck Université, Perspective en éducation.

Poirier Proulx, L. (2001). L’approche par compétences: Pourquoi s’y intéresser? Trait d’union express.
Universite de Sherbrooke.

Prahalad, C. K. and Hamel, G. (1990). The Core Competence of the Corporation. Harvard Business Review,
Boston 68 (3), 79-91.

Quinn, R. E., Denison, D. and Hooijberg, R. (1989). “An Empirical Assessment of the Competing Values
Leadership Instrument”. Michigan: University of Michigan, School of Business, Working Paper.

Quinn, R. E., Faerman, S. R., Thompson, M. P. and McGrath, M. R. (1990). Becoming a Master Manager: A
Competency Framework. New-York: John Wiley.

Rémillard, J. L. (1999). La Loi 188 sur la distribution de produits et services financiers: comment s’y
retrouver? Le droit de savoir. Montréal: Lavery, De Billy.

Robson, C. (1997). Real World Research. UK: Blackwell.
Sandberg, J. (2001). Understanding Competence at Work. Harvard Business Review, 79 (3), 24-28.

Sandberg, J. (2000). “Understanding Human Competence at Work: An Interpretative Approach”. Academy
of Management Journal, February, 43 (1), 9-25.

Sandberg, J. (1995). “Are Phenomenographic Results Reliable?” Journal of Nordic Educational Research,
(15), 156-164.

Senge, P. (1992). The Fifth Discipline. London: Century Business.

Senge, P., Kleiner, A., Roberts, C., Ross, R. and Smith, B. (1994). The Fifth Discipline Fieldbook:
Strategies and Tools for Building a Learning Organisation. USA: Nicholas Breadley.

Schroder, H. M. (1989). Managerial Competence: The Key to Excellence. lowa: Kendall/Hunt.

Schuler, R. S. and Jackson, S. E. (1987). “Linking Competitive Strategies with Human Resource
Management Practices”. Academy of Management Executive, 1 (3), 207-219.

Spencer, L. M. and Spencer, S. M. (1993). Competence at Work: Models for Superior Performance. New-
York: John Wiley & Sons.

Storey, J. (1990). “Management Development: A Literature Review and Implications for Future Research,
Part 11: Profiles and Contexts”. Personnel Review, 19 (1), 3-11.

Tashakkori, A. and Teddlie, C. (1996). Mixed Methodology: Combining Qualitative and Quantitative
Approaches. Applied Social Research Methods Series. London: Sage Publications.

Taylor, F. W. (1911). The Principles of Scientific Management. New York: Harper.

Tett, R. P., Jackson, D. N. and Rothstein, M. (1991). “Personality Measures as Predictors of Job
Performance: A Meta-Analytic Review”. Personnel Psychology, (44), 703-742.

Tuxworth, E. (1989). “Competency-Based Education and Training: Background and Origins”. In J. W.
Burke ed. Competency-Based Education and Training. London: The Falmer Press.

Urch Druskat, V. and Wolff, S. B. (2001). Building the Emotional Intelligence of Groups. Harvard
Business Review, March, 81-90.

Walker, Lewis J. (2000). “The Globalization of Financial Planning”. Journal of Financial Planning,
January, 52-56.

Walton, F. (1989). “The Importance of a Job Description”. Employment Bulletin, 5 (2), 5-7.

61



Journal of Business & Economics Research — April 2005 Volume 3, Number 4

89. Weber, M. (1968). Economy and Society: An Outline of Interpretative Sociology. New-York: Bedminster.
90. Weber, M. (1947). The Theory of Social and Economic Organization. London: Oxford University Press.

Notes

62



