CHAPTER 3

COMPETENCY FRAMEWORK FOR ISLAMIC LEGACY PLA@
3.1 Introduction Y'
& 1 8

This research focuses on the Islamic legacy planners' competency background.

As mentioned earlier, there are gaps and limited researches on the KSAO that lead to

] A
competency issues amongst Islamic legacy planners in the full-fledged Islamic trust

"ax
ated previo 'iti@e on
ic leg nne&%’econdly,
\apter @Xr.estigate the

Islaé\legacy planners.
l/@ing on the operational

N
methodology in the next chap%s is sin@mpetent Islamic legacy

planners are the ones who %rov' ons oeslamic legacy planning and

guarantee the sustainal%me industry. (

o 4

A wide range of competencies has been elaborated in many areas of discussion

$ &
I <

through literature reviews. McClelland (1994) interpreted certain behavioural and

rN 1. N Y

psychological traits that lead to a person’s compelling performance as competency.

) &

Boyatzis (1982) popularised competency as a concept to measure an individual’s ability

X L 2 o
and mechanism to improve his or her performance.
o) N’
Spencer and Spencer (1993), Ulrich et al. (1995), Blancero et al. (1996) and

companies in Malaysia. This chapter firstly revie

competency and KSAO before relating it with*: Is

this chapter acts as a ‘bridge chapter’ from th

applicability of competency framewo@applied

This chapter conceptualises the frandework befo % e

wrabile (1997) characterised the idea of competency as comprehension, abilities,
\capabilities and other behavioural elements related to an outstanding achievement.

Boyatzis (2008) further elaborated the competency concept by enlisting an array of
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competencies that distinguish the superior with mediocre achievements including

competencies in the cognition process, emotional intelligence and social intelligence.”

AN

Punia and Bhardwaj (2013) discovered the commonly acquired competencies

J

including communication skills, team-working, pro-activeness, self-management,

h
persistence and risk-sharing. Competency is deemed as the minimum requirement

L A\

besides developing a structure to ensure the competency of individuals (Hassall ef al.,

A
2005) and is viewed differently by different professions, but the common feature is

referring competency to the human capital performance from d1fferent aspects of

assessment (Hoffmann et al., 2010). s N I ; ‘ _\

According to Hayton and Kelly (2006), co eten01es are serles or collectlons of

-\ % of
human characteristics engaged with the caEacny to execute the information and

<\ ¥ .
personality characteristics necessary for motivating both the capacity and information

- - nv\ A
to attain the targeted result, while Dessler (2010) defined competency as an individual’s

N Ty

measurable attributes resultlng in superlor performance.?he need for competent

individuals will persistentl J—: ndustry 12;@Ving for a strategic position
re

(Perrin, 2003). Organ 1\/‘1db® who fit the requirements and

develop them to leade'r aptitu@ertise, besides offering assistance
through compr: & Qd p@{ng (Wellins et al., 2009).

Despi %frag ent o u; n@a d field encounter poor expertise, companies
still fight f ential Flblc%‘&dldates (Miryala, 2015). For instance, financial
sew&ustomer service, clu{:@"ﬁnd computer support, including technology restorer

of the fields foreseen to be filled with a lack of qualified workers (Lockwood,

). In view of workforce trends, a visionary company leader ought to revamp his

pproach for competency at its best to leverage his workers (Frank et al., 2004). In such

manner, these high-ranking officials should be better placed to gain sustainability in a
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highly dynamic environment — the knowledge, skill, abilities, and others which
contribute to both the effectiveness of the individual and performance Yﬂé

organisation. q

According to Burgoyne (1993), competency is adopted as a t igal tool by
individual managers to implement such strategic direction through geral identified
a0

tactics. Research by Palmer et al. (2006) referred to the competency as the ability in

A
performing tasks and roles expected from a professional accountant. Competency could

I
] y
also be recognised as a benchmark concerning the real work setting (Barac, 2009). On
&« 7 I o7 X
a side note, Hormann and Kokoszka (2010) designed a commonly accepted definition

_= P T Y

of competency by using the European Qualification Framework (‘]'EQF). I@ findings,

EQF recognises KSAO as a component @ete relate%hg. qualities of

knowledgeable, proven skills and WDcapabilitl ontr'@ to the desired
A

competent level set by the organisat% \T A
"': ! N
McCall (1998) asserted c%ncy asn a set S mbined, resulting in the
por‘t@' Rahman et al. (2014) in his

research when he m% comp; ncy c;gﬁl@ntribute towards effectiveness.

Competency must ist of 11 \ns 1nclu$g/ KSAO and measurable behaviours

(Ogrean et al., 2009)8Spen 'pen 993) highlighted competency plays an
¢

important r %com ishm ts,’de '\s(;?lng human services, imposing authority and

lllaklllg SSI()’. r é

A’t is directly connec@f) an outstanding job accomplishment, competency

effectiveness of a person a e ini(ln

b an integral part of organisation governance (Levenson et al., 2006). The
Q tiveness of corporate performance, in addition, accounts for multiple variables
cluding the competency of their talents individually (Hoge et al., 2005). Since
intelligence, attitude, expertise and other personal features influence a person’s career,
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the definition of competencies is also presented in a multidimensional context.
According to Parry (1996), the competency of an individual is strongly related t r
her job success and could be strengthened through professional training. \
Notably, competency plays a vital role to measure how excell@& work is
performed within the organisation (Levenson et al., 2006). Hoge effal. (2005) also
debated this statement, when saying that the performange effectiveness in an
organisation is highly dependent on the individual c m 'The notion of
competency could also be viewed in more than one dimefision si ewes KSAO

which can affect an individual’s profession.

An extensive study on competencies w

o !
Islam believes that co en(y in important element as mentioned in chapter

"
one. In % 1-Quir’ Al-Hadith, the most credible and primary sources of

Yv

refe%offer substantial evi\d%ée in light of this discussion. Muslims are urged to

&he best quality in their endeavour, while applying ihsan and itqan as the

dsods of competencies. Allah SWT says;
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“And you see the mountains, thinking them rigid, while they will pass as the
passing of clouds. [It is] the work of Allah, who perfected all things. Ind. e

is Acquainted with that which you do.” (Al-Qur’an. Surah An-Naml27;

K\g

References from Al-Hadith also highlight the roles of merit anm)etencies as
the key requirements to assign an individual for responsibilit Mhasise to ihsan
Ac

said:

NY.
“Indeed, Allah has decreed ihsan in everythin , When! yo ll,lti@o the
killing well, and when you slaughter, then la% ell. L@;w of you
sharpen his blade, and let him comfo% imaﬁTbe Slau@‘zl;g). 7 (Jami’
at-Tirmidhi, Volume 3, Book 14, %1409) o<<
?: (] ‘
7]
N g
Jb N
Narrated by Ab irah and Abu ar{ @ (One day) we were sitting, and
' ¢ &
the Prophet MuheWAW ‘l&r:\hﬂ; gin Iﬁﬁot, when a man came along who was
the most handsw g00 |g oféﬁeople, and it was as if no dirt had ever
¢
touched his %’s, s DC—)
\
(Q% ’ S

aid: “O Muhamma@me, what is Al-Thsan?” He said: “To worship Allah
§ 'ﬁWT '] as if you can see Him, for although you cannot see Him, He can see you.”
0 He said: “You have spoken the truth.” (Sunan An-Nasa’i, Volume 6, Book 47,

Hadith 4994)

as narrated by Shaddad bin Aws that the Prophet Muham

-9

Also,

A\
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Muslims are commanded to deliver the best standard in performing anything. A
hadith which was transmitted by Al-Hakim and quoted by Ibn Taymiyyawﬂl
Siyasatus Shariah Fi Islaahir Raaie war Raiiyyah narrates how Prophet @mad
SAW placed the importance of how Muslims should be competent and ient, while

executing any assignments (Beekun & Badawi, 1999). The same %text was also

discussed by Laldin (2011) describing that competency is the ¢ Wof an individual
Zari

in the form of talent to generate sufficient competent offi a]' specialists, for

instance, and sufficient supply of talent is required to maifitain the rw of Islamic
| ]

| &

individ an @nisation;
namely, justice, competence, honesty andw siomﬁe him,.@g).. The study
explores its impact on the organisatiow itment fro e I@‘%c standpoint and
reveals the establishments bound t%mic pra\es_b_ﬂ;’c *re

organisational commitment. In yindividuals Wwhe ha((/ ills and competence are

a’amun etsql., 2018). This philosophy is

supported by the pract phet ammall , as narrated in one hadith;
4 ¢ &
\ é}

M h‘;’frﬁqad SAW sent an army and put Usamah

financial products and services.

There are four Islamic principles in seleeti

i,g'léfy correlated with the
N,

needed in helping society: %h \\/([
h

bin Zaid 1 c% of them. 0,"tht§)?ople contested his leadership, so Prophet
S
% 5
S
E\f you contest his leadership, then you did contest the leadership of his father

0 before him. And indeed, by Allah, he was certainly fit for leadership, and he was
of the most beloved of people to me, and this one is among the most beloved of

people to me after him.” (Jami’ at-Tirmidhi, Volume 1, Book 46, hadith 3816).
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Allah SWT in the Al-Qur’an states the form of competencies regarding appointing

personnel besides trustworthy through the narration of Prophet Musa AS and vt

Shuaib AS: @

“Said one of the (damsels): “O my (dear) father! Engage Him owages.' truly the

best of men for thee to employ is the (man) who is str.qnwéa trusty ...” (Al-

Y.

The above verse clearly states the two forms mpetencie Iﬁc&ﬁavsz be
considered when hiring workers — they mus ng and orth)&u’az bin
Jabal AS, one of the companions, was iw ed Wr\het l\@hvr:lmad SAW
himself to become the khadi of YemCayin the presence the:@hupanions and his
N

AN
&
N
\ &
Thus, Mu’az ibn Jaba arted fr emen. Heguo discharge the dual duty of
e

governorship and,jusist. "Therefore, h hali f@position of an intellectual and a
' ¢ &
ruler. The Pr: t told hi'n \he musgaéh the army men the fundamentals of
religion and the"Al-Qurian: 'also &’g‘fo collect the zakat funds and send them
¢

s.’ A@l time when Prophet Muhammad SAW was
N

for sp @n t s
se%tis twénty-nihg-yea young man to Yemen, he asked, “O Mu’az ibn

%l/ If a claimant co@ you for legal recourse, what judgment would you

E»«e? 7 “I would deliver the judgment in the light of the Holy Qur’an,” replied

Qur’an. Surah Qasas 28:26)

competencies were verified,

0 Mu’az. Again, Prophet Muhammad asked him, “What would you do if you do not
find the judgment in the Al-Qur’an?” Mu’az replied, “I would act on the way the

Messenger of Allah has done and deliver the judgment according to that.” Once
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more the Prophet asked, “What if the solution is not found even in my practice?”

Mu’az said, “In such a situation I would myself do Ijtihad (Derive the lawWe

Messenger of Allah stroked the chest of Mu’az and said, “I thank z@t the

replies of Mu’az have pleased me.” (Jami® At-Tirmidhi, Hadith A

X~

Competency is regarded by Islam as a key factor in inte eMsource growth,
and we can further appreciate the significance of proficienci ref‘ecting the titles
granted by Prophet Muhammad SAW to his companions entio ew A holistic

"X
 knoledgeable @ﬂful

sse% ow@.ge of the
). V\ery W Isla@?:sompetency

frameworks have been suggested by hntil now. mo %rtinent model by

outlook on human capital would arguably produce a reli

principles of Islamic practices (Natt et

far was suggested by Al-Attas (20 here the ?)p %X tailed list of Islamic

N
managerial competencies char i as cﬂescri dn 122;@3. 1:
‘Z} $
Table 3.1 1¢ Managerial :).Ihpbé'cies Characteristics
A

Competencies UV Actions
Characteristics \ ' \ ,é
Result oriented easure\\ eeting the result conforming to the Shariah

\ nd is tc' pl @ lah SWT. Personally, be accountable for the
% chiev sults. a)

mmitihent, sincerity and be serious about obtaining results.

[ ]
% e [Ma ountable for the achieved results.
% ’ R C?t dilig€nce and persistence in overcoming the challenges

ncountere striving for obtaining outcomes. Foster excellence
culture E%Zvelling the bar high, a benchmark, for example, considering
all joM ents associated with the organisation, including system,

\ structure and human resource.
e Conduct meetings, exchange opinions, seek information and reference
0 on a regular basis towards obtaining results.
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Table 3.1: Islamic Managerial Competencies Characteristics (continue)

Competencies Actions
Characteristics
Process oriented e (Capable of recognising blessings or connections in circumsfance t
may not appear justifiable or having repercussions. %
e Capable of shaping and turning alternate and uncertai umstances

into coherent thoughts and strategies.

o Capable to revise strategies that link the system, situati nd series
of actions.

e C(Capable to concentrate on the specifics im,a process without
disregarding the principles.

Act Pragmatically e  Persistently regard the Shariah principle thaTing is permissive
it is haram

and wisely except when there is strong evidence thait i (prohibited).
e Determine the thoughtful and sensible isions in lfacing difficult
situations.
e Capable to reconcile idealism and sce

1 @l-Atfas (2007)
é b
s \,‘Z*
Al-Attas (2007) presented fascinating ﬁnggs 'M fr(gv Al-Qur’an
and Al-Hadith as well as the early age 6f re i
characteristics. Adnan et al. (2013;% formula
Muhammad SAW’s triumphs w ca ben pteddas’ a l@,‘hlmark in competency.
“« Q-
Table 3.2 lists some of the pri& based an e@(x’is propositions.

&
S IS

e ab@a/e competencies’

n Qciples of Prophet

&3
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Table 3.2: The Prophet Muhammad SAW’s Principle skgccess

4

Principle

Explanati -

Initiate task from the basic

This principle correlates with an individual’s ability to prioriti ustifiable and straightforward option when handling
assignments by aiming for greater responsibility or a more demanding task. It is quoted as depicted by Saidatina Aishah
RA: “Whenever the Prophet had to choose between two opti always opted for the easier choice” (Sahih Al-Bukhari
and Sahih Muslim).

Always perceive value or
potential in the event of failure
or loss

This principle is echoed from Surah Al-Insyirah ver:
opportunity to be grasped with all the difficulties one
efforts on the possibilities that come with a challenge

0 6 in the Al-Qur’an. The moral from these verses is the

textually, a proficient leader would concentrate his
ren]aﬁcgd:uctlve

As an external opportunity

uham ‘a'a SAW’s migration that demonstrates a lesson

whereas a leader, one should constantly conside erfial oppo 1t1es;{'%ch1eve greater results.

Make enemies your ally

This principle is excerpted from the significant evg of Prophet

This principle highlights the quality of perseveranceyand emphasises thp'ablhty to be patient and always deal with enemies
with decency, as depicted in Surah Al-Fussilat verse 3 N : “The good deed and the evil deed cannot be equal.
Repel (the evil) with one which is better, t W 'ly z een

m and you there was enmity, (will become) as though

Turn negative situation into
positive

Ramadhan in Badr. The Muslims w 0 prisoners from the enemy. To be free, these prisoners were

he was a close friend.” 4

Islamic history recorded Prophet Muh ad SAW O%fac@the first war, the Battle of Badr that took place on 17th of
his bat ai

assigned to teach Muslim ch1ldren(

Go for peace rather than
animosity

This principle reflects the prefe Prsphe
foes. With this personality, Pro uham A d pacified his enemies and moved their hearts.

ad SAW that rather be ‘gentle’ than ‘harsh’ when coping with

Do not apply dichotomy, but
visionary in decision-making

This principle was drawn bas hamsitad SAW’s approach in handling with mockeries faced by Khalid Bin
Walid who was called a ard,when lie comm. the Muslim army to back off rather than engaging the enemy during
the battle of Mu’tah (Lal 11. Pl;p mmad SAW displayed a visionary trait in this situation and perceived the

that time which only ose the war.

retreat as revisionary p ng § Lo'plnlon was in contrast to the dichotomous view of some of the Muslims at
ionsywin kaI

")/ ’C’
N ITAES
RN V)@"

N
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Table 3.2: The Prophet Muhammad SAW’s Principle o&gess (continue)

4

Principle Expla n’
Refrain from physical war to win This principle was drawn from the decision that was made by Prgphet Muhammad SAW in the battle of Hudaibiyah to sign
an opportunity or advantage an accord with the enemy (Monjur, 2011). With the accord seale&%phet Muhammad SAW turned a physical war with the
enemy to a psychological war. \:
Adopt gradual reform rather than This principle was formulated from the practice of Prop ammad SAW who favoured evolution in his quest over
sudden change revolution. Prophet Muhammad SAW was dedicated i¥rov’ng Muslims’ knowledge and faith, along with creating
consciousness for the first 13 years in Mecca. With soli r‘tals f Islamic teachings received during that early period,

n during the period in Medina.

d in dealing with the Hudaibiyah treaty. Prophet
controversial issues Muhammad SAW sanctioned the removal of the which re as the Messenger of Allah SWT as demanded by
.

Adopt pragmatic measures on This principle was drawn based on the decision (@
S
the opposing side.

X Nl Y\', Source: Adnan et al. (2013)
\‘,{. S



Every legacy planner should understand and master the comprehensive financial
planning knowledge before serving the client. Since Islamic legacy pw
instruments are unique and have its legal framework, comprehension f&legal
frameworks is part of the competencies required for Islamic legacy plaﬁ&ﬂassan &
Yusop, 2006; ZAR Perunding Pusaka, 2004b;). In addition, the instrignents in legacy
planning for Muslims are formulated from the Al-Qur’ an adith (Mohd &
Awang, 2008). Hence, Islamic legacy planners need to d urderstand every
religious reference to be presented so that it helps the t in fpro 1str1but10n
based on Islamic laws, which will be granted the be and rewa f‘r .ﬁc)m the
world and the Hereafter (Yahya et al., 2013). T
é\‘?
ies é% Others with

&
[

According to Woodruff competenc 18 a ated to knowledge and

3.3 Relationship between KnoN)Skllls,

Competency Framework

technical skills of the job.espec lly I\’ has essmnal elements. Various
as &)

definitions of compe% t

assignments in his er pr ie S well he commitment by the industry to

s ability to execute specific

recognise speci &p ewor ensure professionalism is maintained.

McClelland dlS ss d mﬁpe@cgr as a vital element in guaranteeing the
efﬁc1en% ancelc ?on oﬂﬁe assignment. The definition of competency can
als 1scussed in the for@{ a competency framework, of which the related
ge, skills, abilities and other characteristics combined (Campion et al., 2011)

rgued that the model is the ideal competency framework. The formulation of the

ompetency framework usually begins by pre-defining the business goals and
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objectives to ensure the best standards are implemented. With this guiding framework
in effect, competencies crucial in attaining those goals and objectives are recog

The competency framework is an important breakthrough in a wa@ging
businesses to draw attention to task details and staff expertise in resource

management (Campion et al., 2011). The competency framework gefierally tends to

intercede organisational development targeting wide-ranging_systémic improvement
than a straightforward data collection initiative. Outlint otpetelncy framework

s are [drawa,t tasks as

they seek to bring about meaningful progress. I .\‘-'}
The competency framework is regarded hanism ptt anges of

the management for organisations, and @ n‘e réquired Vchance their
d

knowledge on a regular basis and CW y atten ant@ﬁﬁng to meet the
expectation and demanding assignn%et by tE\ga;b_Q.r$sa qtdﬁeilmann, 2007). The

competency framework is ther%ital gnport ce, a 1s applies to all practices

carried out by the organis@ it m to @l or improve their purpose,
knowledge acquisition er competen: es'(/l@kis et al., 2014). In addition, the
' ' 2
performance in p wonal, ' Xgement
predicted thro t emm{? iociak% cognitive intelligence competencies
€ C.)

w2

leadership functionalism can be

g2

(Boyatzis, 2 4 (_/

\
B%: com ing ‘s&lpetency framework is foreseen to be well
m&or sustainability in @(’orkforce performance for the upcoming years. The

pre
c x and continually evolving competency framework will be offering prodigious
usSiness proposition. They are affected by outside influences such as the specialised
aining, industry evolution and dynamism of the industry. The key topics that recur are

predominantly accountability, business participation, culture and processes (Lockwood,
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2006). For instance, the organisations that have been successfully implementing the
competency framework are extensively elaborated in studies by Campion et al.w.
Notably, Microsoft and Boeing structured the competency framework@%r to
evaluate performances, while Honda used competency framework as* its ‘pay-
for-skills’ programmes that incorporate education, evaluation, career advancement and
wage systems. V

The primary reason for the adoption of a competen: Xe.wcfk is due to the
many advantages to professionalism, and the need for having a struc :npetency
framework in various professional disciplines has b iscussed b cl‘ol.{s').\\v/l'ore

empirical studies focused on the effectivenv ur% ce’s@petency
5),"Ulr o

framework of organisations (Markus et al.,*200 ti et ak, (199 phasised the

need of human resource professional be perceive be @‘e efficient if they

were able to display various compe%s conc\e’}&\:g%\l%o @@in the business areas
N

and capable of adapting the of Qlana nt Qx?g‘i?lrements. Usage of the

competency framework is t@ale[ nd the im@men‘[ of human performance
(Sutton & Watson, 20 ' Q’
' ¢ &
Asa comp(wmanaqi H‘en ,ag ompetency framework is adopted to
eve

ss aet:}%‘ﬁes (Bethke-Langenegger et al., 2011).

regulate specifi in
\ € (?
i efit of an orga 'saf'ior(ij riven by the skills of its talented individuals

The strategi
\
constitu%;an & }(Cheé? et al., 2008; Wright et al., 1997). Hence, the

orgq&)n must treat any in@'ﬁe in promoting such expertise and competencies as

—-— )

a Ntment (Natt et al., 2009). Subsequently, the competency framework offers
1

6 sity and inclusion perspectives. Procter and Gamble, an American multinational

onsumer goods corporation, believes the critical part of an organisation’s competency

is by incorporating the right mix of people (Carter, 2020). Useful competency

88



framework calls for strongly engaging leaders, consensus, employee participation and

career track record with talent management metrics (De Long & Davenport, 20w~

Setting-up or establishing a competency framework to govern the Is% gacy

planners could be part of the game-plan. The KSAO must tactfully be ressed or

the quality competency framework for the Islamic legacy plafiners may be

compromised. The competency framework is referred to c WKSAO (Green,
3-

1999; Kochanski, 1997; Lucia & Lepsinger, 1999; Mans 6; lMirabile, 1997;

Parry, 1996; Rodriguez et al., 2002; Schippmann et al., an rewr career’s
| ]

effective performance (Johnson, 2014). The indivi

Yv
element o SA&‘G} their

combination as a whole is regarded as the enc{ i the@petency
Ngj

compendium is normally specified as the ¢ k. g

The competency framework iwainantly adepted @%ordinate human

resource systems (Green, 1999; La 1994; L\a&ie i %‘, 1999; Schippmann

N
et al., 2000). According to Nat%OO%? the 1e22§gkills, abilities, and other
characteristics are illustrat }&; p
1

framework pre-determ%: ayer's‘ om ;did@players (Olesen et al., 2007) and

the KSAO are nok&asso@bh e ﬁr\§s’target and planning (Campion et al.,
&

2011).
\ ¢ ! C-]%(J
The r %com etenc fréne@ s emphasise the coordinating function of
N
competeficies ‘and fﬁﬁﬁd} com@tency frameworks do more than aligning the

industrics concerning the sam@f KSAO, as the competency frameworks are usually

\4 anisationally oriented. The orientation not only involves the proficiencies
i

2

£

—

s ofithe @a‘[e world. The competency

0 ired in particular, but also the proficiencies identified (Cilliers ef al., 2016).
More specifically, KSAO are essential in meeting the organisational goal. By

practice, they tune the team’s focus and efforts towards the goals. The correlation

&9



between organisational goals with competency frameworks is essential to senior
management’s involvement and engagement. Also, the business CO‘—W
differentiates competency frameworks from job analysis, whereby it % the
mannerism of how KSAO affect organisational goals directly.

Indeed, the development of the competency framework needs s¥[a.ntial support
from the relevant parties, for instance, established regulators Nsional bodies in
the industry. Ali et al. (2016) mentioned that there is also %lrkages between
the industry and learning institutions to create the rig end of iculum to

L

complement the industry’s needs. Dewa and Zakar 12) also ss‘cd \Ys;me
issues have also raised the holistic approac da@ an Toﬁciency

mismatch within the Islamic financial prod@gg év.
The individual competencies \%resent speeific %cteristics would
,té person’s underlying

demonstrate the appropriate specif%ons. A
)
attributes comprising either t ed motivation, tr@, abilities, self-image or

>

intelligence. The integratim%@ [ e fu am@ of competency based on the

Theory of Efficient J ance or th, Tﬂe@of Action and Job Performance
' $ &
(Boyatzis, 2009). T eory ® uced ﬁiér by Boyatzis in his book entitled ‘A
Model for Effeetive Perfo . 'which\jénfnsists of individual competencies, job
¢
demands an. %sati al en ofm@%;a)s its components.
1

N
Agco to the ‘gnent@d theory, optimal competency is achieved when

an i@ual’s capacity is in t{%i’em with the demand for his job and the industry’s

ironiment (Boyatzis & Saatcioglu, 2008). This research, however, purports to discuss

e
& ntecedents of the ‘individual competencies’ of the whole theory. The theory was
i

ghlighting the integration of KSAO as the elements that encompassed individual

competencies as shown in Figure 3.1. Other researchers supported the theory and
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recognised KSAO as the elements of competencies, including Spencer and Spencer
(1993) and Levenson et al. (2006). According to them, an individual’s perfo?ﬂh
must always be associated with KSAO requirements and also suggested%\d to

develop a competency framework as a guideline in assisting the organi industry

to improve the performance. i

Knowledge

Individual
Competency

=7}
6 C')Source: Boyatzis (1982)
N
Figure 3.1 Ele s 0of Com cies

'S

1
‘a? L& . .
n th@ ability of a person in executing and

is (1982) ('Jhxgﬂlghted the integration of KSAO as the
!
edly. ks}nentioned earlier, the above elements have

o @
contributing e%x s fof com

been outline FSP‘B hen'd sig@ the standards for the industry. As noted by the
4

FPSB Ear ember; Ng Ken&i (2018), “Professionalism and ethical standards
\

s the top. Hence, the corporate leaders must be courageous in committing to

: theyhighest standards and be great exemplars in implementing the knowledge, skills,

ilities and other elements in the competency framework.”
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Hence, the theory of KSAO

is relevant and remain current as it provides the full

suite of capabilities, standards and responsibilities that must be fulfilled in the irw.

The same approach has been implemented by other similar sectors like

appropriate for Islamic legacy

competency framework based on KSAO by similar sectors in Ma

financial planning ecosystem is as shown below:

Table 3.3: A Review of the Competency Framework
Financial Services in M

and

planning industry to consider. A%v of the

sian’s Islamic
ed o KWS
@

imilar

Y

sia

Segment Knowledge S ' Abilities and Other

Islamic IFP or Shariah RFP is a Continuous ation” (CE) has . Co of mcs and

Financial pre-requisite before been introdm ensurésthe ‘Standard “of Practices

Planning practice as a licensed practitioners develop their skills™ has b introduced to
financial planner. FPAM  professionally and maintain ensu the abilities,
and MFPC are the competence ata level required.' eth'g and values of
responsible bodies. = @ ial  planner is

" , i ent.
Takaful Takaful Basic Exam is a jContinuing Professional<Code of Ethics and

pre-requisite
practice as a Takaful

1

before\Development (CPD) GuidelinessConducts to strengthen

with the objectives to raise the universal moral values of

agent. MTA s <standard of competency of the the Agent. Chartered

responsible body. \Takaful agents and to maintain Professional in Islamic
and enhance their existing Finance  (CPIF) in
professional skills. Takaful is offered.

Islamic Unit Unit Trust

Trust (CUTE)

6)

g3

(v

o

(
¢

on Co

xamin $
requisite before practicew,is designed to cultivate Unit

EEF{\TmSt Consultants to develop and
).

as a \mt
cons nt
IK resp Wp

N

fessional UTC must comply the
Code of Conducts to
provide a regulatory
environment that
protects the interests of

the investing public.

lfinuin

{

Dgvelopment (CP ramework

and
rofessional competencies in
providing sound financial advice
Jand services to their clients.

maintain their technical

: Fianci

Sou. 1

A

Kss@tion of Malaysia (FPAM) (n.d.), Malaysian
), aysian Takaful Association (n.d.), Federation
f Investment Managers Malaysia (FIMM) (n.d.)

&

eturning to the Islamic leégacy planning, Muslims in Malaysia are granted the

10n to appoint any licensed legacy planner they prefer. According to Basaruddin and

Qaindren (2018), each party in the legacy planning industry needs to have a strong

comprehension of knowledge and other elements to deliver the understanding and
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marketing-related offerings to customers, as the industry is expected to continue to be
a significant sector in the future. Islamic legacy planning industry requires a d?ﬂt
set of competency or skills and the industry has different preferences %Xd to
takaful or unit trust industry. The imperative for a legacy planner is he ust be a
competent, effective people person and capable to provide informmn layman’s
term. Islamic legacy planner functions in a higher privacy se% it is vital for a
refers.
T
As the pieces of training conducted by the B4 are m dri nWachieving

| ]
roviding t Iskr@gacy

du% anda.@Gf Islamic

. \ﬁtak by th@g:l attempting
the issues of incompetency among thwaegacy plafmers w. Qe development of

Islamic Legacy Management progr%

collaboration with IBFIM for t%

The establishment of integrated to regulate Islamic legacy planning

areas and competency rk for gﬁ&planners within the full-fledged
' &)
Islamic trust com@ Mala'y \‘gsigniﬁ{éﬁl step that must be taken to make sure
is thtivi

client to only hire a professional Islamic legacy planner he

individual objectives, B4 firms as the industry engin

Ash Berhad (MAAB) in

)

that the busine ving pet@égacy planners. Islamic legacy planners
S\ ¢ { C¢)

need to hav b&mpe ncy and Jbl ation to maintain professional knowledge and
ekd

N

skills asfex by. ients. Besides that, other elements to consider in upholding
professionalism (Cheng et al @02) are qualifications, experience and speciality in
N
S Xcomponents of Islamic wealth management.
Q In regard to this matter, competency development is defined as how an employee
)

adens his or her competencies by heavily participating in various forms of

professional growth initiatives provided by the firm (De Vos et al., 2011), such as the
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normal structured learning activities, like training, as well as unstructured learning and
on-the-job learning (Annakis et al., 2014). T

Customising for the industry is specifically important in pic%\’nitial
competencies from the database rather than table brainstorming (Camp [.,2011).
The United Nations (UN) (2008) regarded competency framework &h.key to their
success in striving and delivering mandates and develope re Competency
Framework programme to support their efforts to strive for rf’rmance culture,
where development is nurtured and encouraged.

Additionally, the Islamic legacy planning try shoul r‘p&éﬂ;e on
improving the knowledge in Shariah among th rs D&/ akar%%U) and

having a skilled talent will affirm the comp&ve; ss 1s s1nes stafa & Che,

2013). Founding from the above lltera\bsearc h be I@ﬁig at the potential

competency framework for the Is legacy % y(%’o king at the current
N

practices of the companies and he compet g‘?ﬂong the current Islamic

legacy planners within the full-flédge amig trustscg pames in Malaysia. Other
criteria based on Isla lues :ﬁ%fj gl
framework to be a d by th? ged [

é"
(2

3.4 Propose cep ualF n‘ U{
T kopmﬁlMe resé?ch framework was derived from the idea by

Boy, 2009) which emph@ that competency is a vital element in guaranteeing

in setting up the competency

c trust companies.

ient performance of a person on the assignment. This research will incorporate
lement of KSAO as formulated by the framework on elements of competency as
ghhghted before in formulating a competency framework for Islamic legacy planners

in the full-fledged Islamic trust companies in Malaysia, considering the qualitative input
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from the respondents. Hence, the researcher has elaborated and segregated the KSAO
elements in the conceptual framework of this research. The figure below exhi e

conceptual framework of this research with the interaction of KSAO as th@ment

of the competency framework: *

Other L_ Abilities and
Competencies | Others (AO)
Con‘lpetent Competency
Islamic Legacy — Framework S
Planner '
Core Si(él)ls
LY

Competencies J
z : Knowledge
(\/: L ®
a

Figure 3.2;? C:n@x;\% j}@k

7}
This research overview& Van%l%SA&%he structural competency
components in building theWtenc ra ork
ey oetnl

the full-fledged Islamictrusticompanies, T s,'tl&o lowing sections discuss the main

components that e MSS competéncy as i].l@trated above.
N

S
=

ge coul b'bush?sses a strategic edge along with the importance of

N
kn& workers, managenﬁ@ expertise and knowledge-intensive firms (Blackler,
%Knowledge is widely recognised as a critical, but hidden asset and primary

Qangible resource in any industry and profession in today’s global competition.

Consequently, many definitions of knowledge are available in the literature.
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Knowledge is defined as the compilation of expertise, experiences, information
and capabilities utilised in problem-solving (Hanisch et al., 2009). Beverenv!)
asserted there are those who would claim that knowledge does not exist e% the
human brain, although it can be obtained, retained and applied outsid or them,
only information and data can exist outside of the brain. Furthermomirage et al.
(2007) contended that knowledge is the product of informatio aM that have been
processed, combined with the latent quality of an indivi UX.k.illsl, competencies,
insights, intuition, commitment and motivation (de Haas &yyan dér WON).

Ay

These definitions, as highlighted by the above rs, stress t n\‘ol@nt of

knowledge with human beings. Ahmad et 003) €lassifiéd wwmber of

collec@gi.nformation,
orm@%. Despite various

organisational knowledge aspects, namel¥n, indi idu&\ an
internal and external information, and 1ciand expliciti

definitions and classifications of %ledge, t\no?t

N
implicit and explicit (Grant, 20 ka Q Takepchi, Fﬁ
m @%2

d throtg m@r the team as a whole, points

Implicit information i?
of view and perspec mmitments, and ivation stored in the head of
4 ¢ &
individuals (Non&@ogh, r 2 plicitéﬁarmation, in contrast, is a non-human
is store I

d 1VidL@§."’head and can be transformed into a few

interaction Whi(\
-
ways of an 1sation’s mandals)"doeuments, databases, information technology and
ds'of pr

N
other m% proge Fat ms& it easy to communicate and transfer (McCall et

al., QSmith, 2001; Teeraj @Y & Chareonngam, 2008).

E amic point of view requires the types of obtained and revealed knowledge to

g(r}on and practical are

& partial (Natt et al., 2009). The obtained knowledge is acquired through structured
arning in academic institutions, while the revealed knowledge is the main source of

knowledge unveiled by Allah SWT. By integrating both sources of knowledge, Muslims
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will become proficient and intelligent, subsequently prepared to perform in the Islamic

legacy planning industry (Mustafa & Che, 2013). The obtained knowledge is Tﬂ

into two; general and specific knowledge. General knowledge is acqu@ough

formal education during the university years (Ali et al., 2016). T , related

courses should be enriched across all significant universities and Rde part of the

ineluded as a minor or

ents Wn wealth
@

management. The local institutions that offer the nt Islamic ge‘:y \nning

subjects in their academic syllabus are Univessiti, Tu Ab azal\&;lirazak),
Universiti Utara Malaysia (UUM) and Univ&s alay@gIM).

ain @fﬁﬁc knowledge is

mandatory subject offering in Islamic finance-related degrees, Looking at the current
offerings by the universities, Islamic legacy planning is Z

elective subject. It is only made compulsory for

For the Islamic legacy planners,‘the only approac

by attending training held by traini%oviders \H%!_ﬂfg
O | i
wide

N
there is still no standardise ide Islasiics le§ planner’s competency
assessment being develope%urrt amic legj$§g lanners are only required to
sit for an entry-level t and they uld @ their business representing the
' ¢ &
companies and lo %for pro\t& The édbstry currently needs an extensive
measure as theqmarket’s demd rOwWs leading towards the formulation of a
N DS S

specialised %ncy rame rl(, a@g with a more favourable partnership of the

m{é‘F PAM. Nonetheless,

industryf with univesSi xtra *@ncing is required to be channelled towards
pro&al and educational pr\@émmes on the nature of Islamic legacy planning.

e well-informed millennials call out for a wide selection of economical and

raetical financial planning offerings, whether online or through the mobile platform.

esponding to this type of consumer, it is imperative to adopt financial technology or

fintech as a channel for distribution. Fintech refers to the technology used to make
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financial services more available to the public. Today, it is commonly viewed as the
new merger of financial services with information technology. Its evolution pvs
challenges on businesses, specifically in juggling between the prospectiv%\tages
with its risks. The fintech ecosystem is then discussed in the wider ev Iy sense;
vital in recognising its current position and potential future growth (A¥r.et al., 2019).

The surge of innovative digital technologies needs to be harnessed by the Islamic
legacy planning industry. Thus, knowledge in technolog X.fo' Islamic legacy

planners when the issues of incompetent and less kno eable M could be
| ]

solved through the introduction of robo adviso%&rm robo isl>r .@'s an

udwig (2020), a

customised to manage assets in inves

incorporate human as the ﬁnancial%

assistance is needed. Hence, t%

legacy planners that could %

existing banking prodt% grea}

Dewa and ZaKasi (2012] ted t%(néed to develop Islamic knowledge to

strengthen the talent’Srcapabi i 'the Ie%‘ic finance industry. They thought that

¢

talents who he needed_sKills énctaj;e effectively guided by the firm are likely to
N

be morefCo ted t@' ing their task and promoting the quality of the services.

The&gs are consistent wi K%'(other study done by Mustafa and Che (2013) which

re?\ how competent workers should guarantee a business survival.
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3.4.2 Skills

The capability to associate the acquired knowledge and apply it to compw
tasks and solve the problems define what skills are. It may occur in t@ition
process, requiring the implementation of rational, intuitive and creati inking, that
is, attentiveness and the use of methods or tools (Hoffmann et al., 2010). Skills are

deemed as gained accomplishments and behaviours from Qiime and learning

(Cardno & Piggot-Irvine, 1997). Command in communic a teclhnical skills are
also regarded as essential in a competent employee ( ffe lwnetheless,
| ]

Darling-Hammond and McLaughlin (1995) assertedythe necessi to A%lbine

multidiscipline of knowledge and skills to crafi i ageﬂ£\0 pra.c&ﬁ‘;;.
N

Failure to align the academic backgr Wil th@Yres ibed e@ilse set by the

industry will harm the developing Islamic laacy plann

mar@ his view stems

from the reality in colleges or univiersities, wher '%it qdhese institutions instil
n \
theoretical learning rather tha ctical. Subgequentlys-this reality disunites the

linkage between what the % hj o offer wi @hat the industry demands of
them. Despite speciﬁc% 1d only be ciiﬂreﬁbi-the-job, it is fairly necessary to

identify the need fo &Skills '1 i ¢ early.phdse; for example, the ability to inquire
&pabl

particular ques& 'senti g&alid and detailed facts, the ability to
¢
' rﬂa’t

recognise 1 details, a tl(e ﬁ;?y to be sensible and logical to explain the
\
connect%%een il issue%r even individuals.

roducing competent Isl@’legacy planners is a challenging task. Islamic legacy

pEx is fundamentally more dynamic than the other equivalents, and the expertise

eby an Islamic legacy planner is needed including Shariah-compliant product

dwveloping those structures Muslim-oriented innovative legacy planning solutions.

Mohamaed and Lashine (2003) alluded critical thinking skills as the ability to draw
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rational conclusions to questions that cannot operate correctly in a situation where
sufficient knowledge is not accessible. This characteristic is referred to as the ca c
of reviewing process and employing acquired skills to better understan@sess
situations.

To examine their mode of thought, practitioners require expertis Wtrammg for
strategic, structured inquiry and objective reflection. Feimans M(%Ol) asserted
practitioners must integrate their professional identificatio %-

heir principles,

beliefs and behaviours, which form and affect their deliberativ W‘Practlcal

e develop tl)f i@ytlcal
cept@}ectlvely

theorising”, as coined by Hagger and MclIntyre (2006

alongside those from others. Therefore, gr:

Islamic legacy planners so they cm\

synergic value with the business.

Legacy planners need to %Ve an i 44/ anaging various aspects,
such as timing efficiency, \ A

g, s ategizmg, and setting priorities for the

de1
well-functioning adv% I’ViCC'S‘ (D in!g-@mond & Bransford, 2017).

f &

It resear test new approaches and exemplify

the values they nt to¥trans
intelligence a sound reas 'ng', ra(ijnal thinking, analytical thinking and problem-
solvmg ‘2006). lamic legacy planners are anticipated to perform

mul ing most of the tlm@ad, 2014). Therefore, they are required to pick up

1 skills, where they could decide rationally, analyse issues and understand

0 ts’ needs.
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3.4.3 Abilities

Abilities are lifelong skills that accommodate people in doing their job. Ac
to Stahl et al. (2019), ability is defined as the potential to participate suc@
task and can also be associated with personal and social traits, whic trinsic or
picked up in everyday social intercourse. Abilities are also referred me power to
carry out a measurable operation. This indicates that abilities_have"een exemplified
from the actions or behaviours identical to those expect Y:jor, such as tasks
planning and management. Abilities are simply the qua needed rm certain
behaviours and whether someone is able or not, is ndent jon 1rlprf\§c}stmg
qualities.

Meanwhile, according to Hoffmann étg/. (2010)pabilities are@:g:l behaviour
that influences their characteristics, r@em appea @Yom one another.

Mohamed and Lashine (2003) 1den element ?\p -§’requirements, listing
ethical responsibility, self—mot%onﬁ&\ence,
abilities to be stressed ar ilit unicat€ in universal languages and
negotiate. These mte!qtﬂls 1c0 o'dai&rganisational operation besides
facilitating divers f eam c@ %
&

!

¢

3.4.4 Other Characteri tic?" (j)
o

T ional &] P in formulating the competency framework is directed to

Y—v

@ organisational Obj{% es, in contrast to the Islamic approach, in which the

-ma ment and honour. Other

rget is centred for the world and Hereafter. Besides, managerial skills such as
ability to organise and delegate tasks would be a value-added skill to the
rofessionals. Besides knowledge, skills and abilities, other characteristics would be

focused on Islamic ethics, ethical values or cultures as the scope of this research. Since
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the industry is still in the embryonic stage (if to compare with other industries in Islamic
finance), there is no specific code of ethics for the industry developing so far. A
the Islamic legacy planners in Malaysia is still harping on the principles%\their
companies. Seol and Sarkis (2005) argued that “other characteristics o avioural
values such as personal skills (handling oneselfin a challenging situation, pressure and
organisational change) and interpersonal skills are the abilities that Weed to be focused
on selecting candidates for internal auditors’ position Yﬁ

Tdings are later

supported by Endaya and Hanefah (2016), who argued ethidal hich this

A
research will only focus on, the Islamic ethical @t conttibu id‘lif éantly to
4
<

performance. \
Islamic legacy planners must adopt b@;ﬁﬁ:thl Valu@zrﬂtures at all
nts )r

times in their dealings, whether withk in confr g i@%. Beekun (2006)

highlighted essential self-develop%activiﬂe\fbxﬁ% q@ in his compelling

N
leadership model including thﬁ%m bencrltic to th cess, ability to prioritise

team’s and public’s interes x 'tébecome a good example and

capability to be persi% iqamah). 'atﬁ@ﬁtes were the values upheld by

Prophet Muhamnm as s'a an:

\ :
“Om s,hgo and fi u ab@t Joseph and his brother and despair, not of
lefg%

Az

"
Alla fed, ﬂ!?one despairs of relief from Allah except the

A@lieving people.” ( 1(@&’an. Surah Yusuf 12:87),
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“So, lose not heart nor fall into despair: for ye must gain mastery if ye are true in

faith.” (Al-Qur’an. Surah Al-i- ‘Imran 3:139) T

The implementation of competency framework for Islamic legacf%ers in the
full-fledged Islamic trust companies in Malaysia will promote a %re favourable
atmosphere, while simultaneously achieve a Muslim’s goals in{Eis d and Hereafter.
To reach these goals, it is imperative to incorporate Islami etencies within
the industry. To begin with, legacy planners should firs reci te ortance of

\
constructing the competency concept based on Islami ical values I .i')
There is no separate discipline of ethics i 1 T efa the@'st have a

good understanding of some of the crlter re related to

competencies, including accountabﬂ\%

1997). Ahmad (2010) described et Values a ?oll c)z(% of moral principles,

which differentiate right from %ﬂd lft‘eeku @9623& ed khulug, a term in the

Al-Qur’an, that connotes th. Xr mt gt ethlc‘:;\

A much broade% tive 1;

accordance with [ V1€W1 rame@ would carry Islamic ethical values
such as the du res 'es seéJ%& in the Shariah (akhlaqg), the manners
associated bre dm ( dg) aQ/ e qualities of character possessed by a good

N\
Mushrr% ing the ?le of e prophetic values of Prophet Muhammad SAW

whim&'uthful (siddiq), tru@‘fhy (amanah), intelligent (fathonah) and delivering

g ssages (tabligh) (SAFT) (Rahman & Shah, 2015). The characteristic of SAFT
arded as influential in shaping Islamic spiritual intelligence to become an excellent
r to be a successful Islamic legacy planner. Specifically, the Prophet Muhammad

SAW's qualities, which are the SAFT, can become the foundation in setting up the
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competency framework for Islamic legacy planners to have a balanced emotional and
spiritual intelligence to provide solutions to the clients. Y'

Based on the Al-Qur’an and Al-Hadith, Islamic ethical values play% ntial
role in coordinating Muslim competencies and promoting good &relations.
According to Liu (2011), Islamic ethical value mainly refers toWlinating the
relationship between Muslim individuals and society, taking Mresponsibilities
and duties and functioning as spiritual power for the Musl %r:r ubsistence. The
Islamic legacy planners must follow and uphold the i of 1 lawal values
, :iuliﬁg;:ltly
Iso %Tmportant

during a consultation, as well as mirror good reputation and integri

raising public confidence and trust in the futu ah mind
element in building a competency framew. or améj pro siona.@:z:his context,
Islamic legacy planner. As an indivi wt-launderstan e r@isibility of being

the caliph of Allah SWT (khalifatul%very pra\a%d s(%’ll be based on divine

N
Kl thil‘fég to accept changes that
need to be done within the industry. As ;

'S
4 ¢ &
“Foreach (s wkmn) »‘m (ang&w succession, before and behind him:
They guar@y co ' God(:}%fily never will God change the condition
e
e ; th C‘)

(r_r}selves (with their own souls). But when (once)

consciousness. It is a challeng ge

of a pegple until they cha
N
G illeth a peé ; ?unisfﬂézﬂ, there can be no turning it back, nor will they

besides Him, any t@ﬁect. " (Al-Qur’an. Surah Ra’d 13:11)

QE The prominent Shariah Advisor supports the importance of having a Shariah
indset within the Muslim professionals as per highlighted by Mohd Daud Bakar

(2016) in his book entitled Shariah Minds in Islamic Finance. Hassan (2017) also
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highlighted the same concern by emphasising that having a good Shariah mindset as
competency elements can help the Islamic organisation and its players chan T
attitude or sets of opinions in achieving the objective of Shariah. %\

SAFT characteristics, as explained earlier, can help the Islamic% planners
to fulfil their role as the vicegerent of Allah SWT. In Islam, legammng is not
merely a process of administration and distribution, but it hag a broad definition that
relates to the concept of vicegerent (khalifah). For an indiv aY.

evelnt that is certain

to happen is death. This is such a crucial event as many rs will come o a halt, and

Ly
without proper planning, hardship is a certainty t(@aed in his life ;@o the

surviving beneficiaries (waris) as well. Y. \‘. \,Y-
3.5 Conclusion \) O<<
The integration of KSAO as (%tency c \(m%\t @Ves detailed study on

job roles and requirements. O Qre id tﬁed@n those characteristics,

followed by the developme% COT enc fra@k. This chapter provides the
gc

)

review on relevant lite ncernifg co Béteha}s to relate with the development
's &

of the competency, weworli \Islam

%

ic éaéy planners within the full-fledged
Islamic trust co

—

uslim clients in Malaysia. There is also

that cing
¢
discussion e/main’ co e{t efj‘ competencies, which comprise the KSAO
N
N s

%

elemen rthef d in research. This chapter concludes by proposing
the Qtual framework up, ich the research is designed and from which the

research is carried out.

S
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