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 France  

The country fiche describes the context, state-of-play, current use and plans for competency 
frameworks (CFs) applicable to jobs and roles in public administrations at the central level.1  

1. Overview of the HRM system  

Human resources in the French government are managed by individual ministries, each with 
its own HRM department and processes. The French civil service and public sector is governed 
by the General Code of the Civil Service (Code général de la fonction publique)2 which covers 
all employees of the public sector, including employees of the civil service (fonction publique 
d’État). Further information on the Code is provided in the annex. 

The government department in charge of drafting and updating legislation defining the status 
of civil servants and HRM processes affecting the public sector is the Directorate-general for 
public administration and the civil service (Direction générale de l'administration et de la 
fonction publique - DGAFP), which sits within the Ministry for Public Action, Civil Service and 
Simplification (Ministère de l’action publique, de la fonction publique et de la simplification).3 
The DGAFP is also tasked with developing overarching HRM tools and guidance, which 
ministries may use at their discretion, in place or in addition to their internal equivalents. As 
such, the DGAFP has developed competency frameworks (CFs) and directories of public sector 
professions.  

Within the DGAFP, two services in particular are tasked with developing HRM tools, guidance 
and processes: the Sub-directorate for recruitment, professional competencies and pathways 
(Sous-direction du recrutement, des compétences et des parcours professionnels) and the 
Sub-directorate for pay policy and career paths (Sous-direction de la politique salariale et des 
parcours de carrière). 

The Interministerial delegation for the management of senior state executives (Délégation 
interministérielle à l’encadrement supérieur de l’État - DIESE),4 created in 2022, is responsible 
for developing the HRM policy for these executives and oversees the National institute for the 
Civil Service (Institut national du service public - INSP).5 

 
1 The fiche does not look into CFs at regional or local levels. 
2 Code général de la fonction publique, available on Légifrance, accessed 8 April 2025, 
https://www.legifrance.gouv.fr/codes/texte_lc/LEGITEXT000044416551/2022-03-01. Section 4 of the Code 
covers organisational and human resources management principles, including, while Section 5 covers careers 
and professional development. 
3 Ministère de l’action publique, de la fonction publique et de la simplification, “Notre organisation”, accessed 8 
April 2025, https://www.fonction-publique.gouv.fr/la-dgafp/nous-connaitre/notre-organisation. 
4 Délégation interministérielle à l’encadrement supérieur de l’État, “La DIESE et son écosystème”, accessed 14 
June 2025, https://www.diese.gouv.fr/. 
5 Institut national du service public, accessed 14 June 2025, https://insp.gouv.fr/. 

https://www.legifrance.gouv.fr/codes/texte_lc/LEGITEXT000044416551/2022-03-01
https://www.fonction-publique.gouv.fr/la-dgafp/nous-connaitre/notre-organisation
https://www.diese.gouv.fr/
https://insp.gouv.fr/
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There are 17 categories of civil service occupations within the remit of the DIESE’s 
supervision.6 The DIESE lists the job titles falling under three management categories to which 
the CFs refer.7 This includes, as of April 2025: 

• 17 positions, accounting for 957 employees, for senior state management executives; 

• 38 positions, accounting for 3 997 employees for state management executives; 

• 17 positions for senior state executives.8  

2. State-of-play with competency frameworks 

There is no single repository for all competency frameworks (CFs) adopted by government 
ministries and the DGAFP does not monitor the adoption of such frameworks by individual 
services. Hence the number of such CFs across government services is not known.9 

When it comes to overarching guidance, the DGAFP published a Directory of public sector 
professions (Répertoire des métiers de la fonction publique, RMFP) in October 2022.10 The 
RMFP references 1 069 job titles in the French public sector across 29 work areas, including a 
list of the competencies required for each one.  

One of the objectives of the RFMP was to develop a common directory involving government 
ministries (i.e. public administration at the central level), as well as the territorial 
administration and health public service, each of which has a distinct status. The RMFP sought 
to make it easier to obtain information about civil service jobs, and the skills associated with 
them, as well as to facilitate mobility. It is a tool for HR managers, civil servants and those 
wishing to join the public service.11 The adoption of the RMFP was also linked to a more 
general objective to facilitate convergence with the system of the French employment service 
(Pôle Emploi) and create linkages between positions and competencies in the public and 
private sectors.  

As an example, the work area ‘purchasing’ (achat) comprises 13 job titles, classified as 
FPACH001 to FPACH013, including: public procurement manager; IT buyer; real estate, 

 
6 Délégation interministérielle à l’encadrement supérieur de l’État, ‘Le périmètre de l’encadrement supérieur de 
l’État’, available at https://www.fonction-publique.gouv.fr/etre-agent-public/mon-parcours-professionnel/les-
carrieres-dans-lencadrement-superieur-de-letat/le-perimetre-de-lencadrement-superieur-de-letat, (Accessed 
on 12/04/2025). 
7 Légifrance, Décret n° 2022-760 du 29 avril 2022 portant application de l'article L. 412-1 du code général de la 
fonction publique, accessed 12 April 2025, https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000045726999. 
8 Délégation interministérielle à l’encadrement supérieur de l’État, “Le périmètre de l’encadrement supérieur de 
l’État”, accessed 12 April 2025, https://www.diese.gouv.fr/perimetre-de-lencadrement-superieur-de-letat. 
9 Interview with the DGAFP. 
10 Ministère de l’action publique, de la fonction publique et de la simplification, “Les métiers de la fonction 
publique”, accessed 8 April 2025, https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-
la-fonction-publique. 
11 Ministère de l’action publique, de la fonction publique et de la simplification, “Publication du premier 
répertoire commun des métiers de la fonction publique”, accessed 2 April 2025, https://www.fonction-
publique.gouv.fr/toutes-les-actualites/publication-du-premier-repertoire-commun-des-metiers-de-la-fonction-
publique. 

https://www.fonction-publique.gouv.fr/etre-agent-public/mon-parcours-professionnel/les-carrieres-dans-lencadrement-superieur-de-letat/le-perimetre-de-lencadrement-superieur-de-letat
https://www.fonction-publique.gouv.fr/etre-agent-public/mon-parcours-professionnel/les-carrieres-dans-lencadrement-superieur-de-letat/le-perimetre-de-lencadrement-superieur-de-letat
https://www.legifrance.gouv.fr/jorf/id/JORFTEXT000045726999
https://www.diese.gouv.fr/perimetre-de-lencadrement-superieur-de-letat
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/toutes-les-actualites/publication-du-premier-repertoire-commun-des-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/toutes-les-actualites/publication-du-premier-repertoire-commun-des-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/toutes-les-actualites/publication-du-premier-repertoire-commun-des-metiers-de-la-fonction-publique
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construction and energy buyer; engineering procurement advisor; public procurement lawyer, 
etc.  

Each job title is accompanied by: 

• A definition; 

• Whether the job relates to the central, territorial and/or health public service;  

• Principal activities; 

• Whether management competencies apply systematically, potentially or not at all; 

• Competency elements - required knowledge, required practical skills / know-how, 
required behavioural skills; 

• Specificities - special working conditions; trends; impact on employment. 

For instance, the job title ‘procurement assistant’ (FPACH011) applies to all three public 
services, has no managerial competencies, but the following competency elements. 

Example of job title: procurement assistant 

Type Competencies 

Knowledge 
(connaissances) 

• Purchasing process  

• Legislation (public procurement regulations, budgetary and accounting 
fundamentals) 

• Sustainable purchasing 

• Innovation purchasing 

• Expertise specific to a purchasing field 

• Knowledge of the professional environment of the field of activity and 
the organisation (ecosystem) 

• Risk management, control-audit-evaluation (quality approach) 

• Management control techniques and tools and decision-making 
information systems 

Practical skills / 
know-how (savoir-
faire) 

• Planning/managing deadlines  

• Electronic procurement and other IT tools 

• Managing supplier relationships (managing service providers, incidents) 

• Negotiating 

• Evaluating and expressing a need with a view to developing 
specifications 

• Sourcing, analysing the supplier market and monitoring an area of 
expertise 
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• Purchasing strategy 

• Formalising technical specifications (functional specifications) 

• Drafting procurement documents 

• Analysing and evaluating offers 

• Managing contracts 

• Certifying a service provided and payment 

• Carrying out post-procedure feedback 

• Conflict resolution (mediation) 

• Working in a team and network 

• Working across departments with stakeholders and advising them to 
help with decision-making 

• Purchasing management (team management, skills transfer, etc.) 

• Working in purchasing project mode (resources, stakeholders, change 
management, risk management (disputes, penalties, procurement, etc.) 

• Managing purchasing performance (describing, measuring, monitoring) 

• Multidimensional data analysis 

Behavioural skills 
(savoir-être) 

• Adaptability, autonomy, organisation and responsiveness / sense of 
initiative / sense of innovation, creativity 

• Sense of analysis and critical reasoning 

• Oral, written and electronic communication skills (listening, diplomacy, 
ability to convince and gain support, alerting ability, etc.) 

• Respect for ethics and regulations (compliance), adherence to 
purchasing ethics and a sense of public service 

The Interministerial dictionary of public careers skills (DiCo)  

The RMFP succeeded the Interministerial directory of government professions (Répertoire 
interministériel des métiers de l’État, RIME), which was complemented by the Interministerial 
dictionary of public careers (Dictionnaire de compétences des métiers de l’État, DiCo).12  

The first version of the DiCo was published in 2011 and was updated in 2017. Although the 
DiCo is labelled on the Ministry’s website as archived, as it was linked to the former RIME and 
is not fully coherent with the RMFP, it is still used in practice to define the competencies in 

 
12 Ministère de l’action publique, de la fonction publique et de la simplification, “Les métiers de la fonction 
publique”, accessed 8 April 2025, https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-
la-fonction-publique. 

https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
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the RMFP as far as possible until a new dictionary is adopted (work remains ongoing, as of 
April 2025), according to the DGAFP. 13 

As the DiCo was published to support the RIME, is of an interministerial nature and covers 
government services, its scope and references competencies are more limited than those of 
the RMFP, which references all public sector professions. 

The DiCo is aimed at individual civil servants, the person’s manager and the manager 
responsible for HR policy of a given service or organisation.14 It contains definitions of 151 
competencies in two of the RIME / RMFP categories: 127 practical skills (savoir-faire) and 24 
behavioural skills (savoir-être).  

• Practical skills include leadership and managerial competencies.  

• Behavioural skills include conceptual skills (which can be linked to the quality of a person’s 
work), interpersonal skills and contextual skills (which relate more to a person’s capacity 
to adapt and identify with the responsibility of their role).15  

Transversal skills (shared between more than one professional sector) account for 80 % of 
practical skills and 92 % of behavioural skills.16 The rest are characterised as transferable skills, 
that are ‘attached to a given professional situation but can be implemented in another 
professional context’. 

The DiCo also includes 36 categories of knowledge (connaissances). The number of actual 
areas of knowledge is estimated to number almost 500 in the RIME, is unlikely to be exhaustive 
and ‘would quickly become obsolete as a result of the constant and rapid evolution of the 
knowledge required of each reference job’, hence the focus on categories. 

The purpose of the DiCo is to provide a harmonised definition of competencies. Linking to the 
RMFP, the following illustrates two competency definitions from the aforementioned 
‘purchasing assistant’ job title (there are no knowledge competencies in the DiCo that 
correspond to the RMFP elements for this job).  

Examples of competencies for the job title ‘purchasing assistant’ 

Category Example Definition 

Practical Negotiate (FPS2F090) Seek an agreement with one or more interlocutors, within 
a given time and on the basis of mutual concessions 

 
13 As regards the relation between the CF and job titles, the DiCo’s annexes match the competencies of the RIME’s 
28 functional work areas (domaines fonctionnels) and list the number of job titles for which a specific 
competency applied. 
14 Ministère de l’action publique, de la fonction publique et de la simplification, Dictionnaire interministérielle 
des compétences (Annex 1, pages 11 – 12), accessed 8 April 2025, https://www.fonction-
publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique. 
15 Ibid, page 24. 
16 Ministère de l’action publique, de la fonction publique et de la simplification, Dictionnaire interministérielle 
des compétences (Annex 1, pages 128 – 228), accessed 8 April 2025, https://www.fonction-
publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique. 

https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
https://www.fonction-publique.gouv.fr/devenir-agent-public/les-metiers-de-la-fonction-publique
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Behavioural Sense of initiative 
(FP2SE003) 

Spontaneously take steps within one's field of responsibility 
to optimise one's action. 

Unlike other CFs, the DiCo does not provide further descriptors in the form of observable 
indicators to accompany the competency titles and definitions. Nevertheless, it offers four 
levels of proficiency (Annex 2): 

• Conceptual (notions) defined as having basic knowledge and being able to apply it to 
simple situations with tutoring. 

• Practical (application) defined as having general knowledge and being able to apply it, 
in a practical and autonomous way, to everyday situations. 

• Mastery (maîtrise) defined as having in-depth knowledge and being able to handle 
complex or unusual situations independently. 

• Expertise (expertise) defined as being the go-to person within an organisation or 
department for the domain in question, being capable of developing it and passing the 
competency in terms of knowledge, know-how and interpersonal skills. 

Neither the RIME nor the RFMP state the level of proficiency required or recommended for a 
given job title. 

CFs for senior management  

In 2022, the same year it was established, the DIESE published three closely related CFs 
dedicated to state executives, also on an advisory basis.17 

• The Interministerial management competency framework for senior state management 
executives targets the most senior state executives (cadres dirigeants), who are expected 
to initiate and lead strategic decisions and decision-making, have strategic plans and 
forward-thinking competencies for their teams and the services they lead, publicly 
represent the French state and be publicly accountable for their actions and those of the 
services they lead. 

• The Interministerial management competency framework for state management 
executives is aimed at an intermediate category of management (cadres de direction de 
l’État) that is expected to drive inputs towards strategic thinking and decision-making, and 
provide leadership.  

• The Interministerial management competency framework for senior managers targets 
managers (cadres supérieurs) who are expected to provide input towards and understand 
strategic decision-making. They are expected to be proactive and propose solutions, but 
not necessarily to lead strategic decision-making. 

 
17 Délégation interministérielle à l’encadrement supérieur de l’État, “Documents de reference”, accessed 12 April 
2025, https://www.diese.gouv.fr/referentiel-de-competences-manageriales.  

https://www.diese.gouv.fr/referentiel-de-competences-manageriales
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As regards the relation between CFs and job titles, the positions referred to in the CFs are 
those defined in the French General Code of the Civil Service, Article L412-1. 

While the third CF is aimed at all senior managers in the central public administration, the first 
two are adapted to the highest levels of responsibility: 

• The CF for senior state management executives is designed for heads of central 
administrations, public institutions or decentralised administrations, such as prefects, 
rectors, directors general or ambassadors. 

• The CF for state management executives is targeted at executives holding functional 
positions in central administration and decentralised services: head of department, 
deputy director, high-level expert, and equivalent jobs in public establishments. 

All three CFs are elaborated in four areas (representation, concepts, relationships and actions), 
which are divided into 12 axes and 39 competencies. The CFs have the same formulation for 
most competencies, but there are some distinctions, as shown below. 

Areas Axes Competencies 

Representation Embodying the 
values of the state 
and public service 

• Acts ethically 

• Publicly embodies the stance of the state and is 
accountable for its actions* 

• Assumes the positions of the state with tact and 
courage, and knows how to speak for the state in 
public** 

• Demonstrates exemplary behaviour, commitment, 
integrity, loyalty and responsibility in decision-
making 

• Decides effectively 

Communicating and 
influencing 

• Promotes public policies using appropriate means 
of communication 

• Demonstrates leadership and strength of 
conviction**** 

• Demonstrates leadership and strength of conviction 
gives meaning to action and communicates with 
impact* 

• Is comfortable in written and oral communication, 
is convincing and adapts to their audience***** 

Knowing, mastering 
and developing 
oneself 

• Knows one’s resources and areas for improvement 

• Demonstrates self-control and managing emotions 
in all circumstances 
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• Mobilises, manages energy and personal resources 
over time 

Concepts Developing a 
strategic vision 

• Takes a step back, plans one’s actions in the long 
term and anticipates* 

• Perceives and takes account of the multiplicity of 
actors, effects and feedbacks** 

• Co-constructs one’s vision* 

• Builds action strategies taking account of the 
environment and contributing to the construction 
of the strategic vision**** 

• Understands and fits into the strategy of a public 
policy to which one contributes***** 

Innovating • Welcomes change and initiatives*** 

• Takes into account the ideas and opinions provided 
by the various stakeholders***** 

• Develops new ideas and solutions, 
experiments**** 

• Seeks to find new solutions, encourages 
experimentation***** 

• Encourages experimentation*** 

• Thinks outside the box and demonstrates agility* 

• Is a force for proposal and transformation, 
participates in and sets up experiments***** 

Relationships Empowering and 
developing one’s 
teams on an 
individual and 
collective levels 

• Defines clear objectives and provides adequate 
means 

• Explains one’s actions, gives meaning and mobilises 
collaborators 

• Trusts and delegates to colleagues and adapts one’s 
managerial style 

• Builds and develops one’s team while ensuring its 
parity and diversity, and recruits talents 

• Ensures the quality of working life of one’s team 

• Promotes cooperation between colleagues and 
develops the collective intelligence of one’s team 

• Demonstrates kindness, allows for mistakes and 
provides constructive feedback 
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• Supports employee development, develops skills 
and grows teams 

• Demonstrates managerial courage, manages with 
kindness and without complacency 

Listening and 
building strong 
relationships 

• Demonstrates active listening and is open to the 
ideas of others 

• Perceives relational issues and seeks solutions 

• Demonstrates emotional intelligence and puts 
oneself in the place of interlocutors to better 
understand them 

Cooperating • Develops a clear vision of all the players in one’s 
ecosystem 

• Makes you want to work with them, facilitates 
interpersonal exchanges 

• Creates the conditions and promotes cooperation 
for stakeholders and teams, internally and 
externally  

Actions Driving performance • Translates the strategic vision into objectives* 

• Breaks down the roadmap into objectives, 
organisation, action plans and means 

• Monitors the implementation of decisions 

• Leads the implementation of a user-oriented public 
service 

Adapting • Decides and acts in complexity and uncertainty 

• Shows boldness and takes risks 

• Prioritises, welcomes the unexpected and redirects 
actions with pragmatism  

Transforming • Mobilises around a transformation* 

• Identifies the levers of action in one’s 
department**** 

• Promotes the ownership of transformations, ideas 
and new methods among his team***** 

• Drives and pilots transformations and ensures that 
commitments are met*** 

• Participates in ongoing transformations***** 
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Motivating • Leads consultation and social dialogue* 

• Mobilises and encourages the expression of ideas 
within a team** 

• Creates and maintains relevant coalitions of 
actors*** 

• Creates and maintains relevant coalitions of actors 
that are more or less formal depending on needs, 
consults and co-constructs***** 

 * Applies only to senior state management executives (cadres dirigeants) 

** Applies only to state management executives (cadres de direction de l’État) and senior managers (cadres 
supérieurs) 

*** Applies only to senior state management executives (cadres dirigeants) and state management executives 
(cadres de direction de l’État) 

**** Applies only to state management executives (cadres de direction de l’État) 

***** Applies only to senior managers (cadres supérieurs) 

The competencies are not further defined but each is accompanied by statements in the active 
voice, which exemplifies the expected key actions and behaviours. Each competency is 
elaborated as follows. 

• Main behaviours observed: This sets out two to four examples as to how the 
competency reveals itself and could be said to further articulate the definition. 

• Competency gradation: This characterises individual performance at four levels of 
proficiency: far from expectations; progressing towards meeting expectations; meets 
expectations; and surpasses expectations. These levels are assessed using statements 
and questions defined for each competency, to help understand the level towards 
which the individual performs against a given competency and how they have 
developed practical actions or managed situations related to the competency. 

• Questions to qualify the competency: These are questions that could be asked in an 
interview to understand the level of proficiency. 

As an illustration, the following takes the competency ‘acting ethically’ as an example from 
the first area, first axis, which is the same for all three CFs. 

Example of competency ‘acting ethically’ 

Main behaviours observed 

• Demonstrates integrity and acts with transparency 

• Creates working and collaboration conditions in line with public service values: fairness, 
honesty, trust and respect  

• Decides and acts in accordance with the values of public service  
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• Challenges or reports inappropriate behaviour 

Far from  

expectations 

Progressing towards 
expectations 

Meets  

expectations 

Surpasses  

expectations 

• I follow my own 
principles of 
action 

• I decide 
pragmatically and 
sometimes I break 
certain rules to 
achieve my goals 

• It is not always 
necessary to say 
everything or 
apply what is 
recommended 

• I sometimes feel 
on the defensive 
and report some 
of my thoughts to 
others’ 
responsibilities 
when I am 
uncomfortable 
taking them on  

• I sometimes do 
not follow up on 
statements and 
am considered as 
incoherent 

• I am guarded 
and I do not 
always care 
about the 
personal needs 
of others 

• I ensure that 
ethics are 
respected in my 
organisation 

• I make sure to be 
exemplary in my 
actions and 
decisions in 
respect of the 
values of public 
service 

• I act with 
integrity and 
transparency 

• I implement 
procedures and 
practices that 
ensure ethical 
values in my 
organisation  

• I am recognised as an 
exemplary executive 
in my actions and 
decisions which 
honour the values of 
public service 

• I act with 
transparency and a 
sense of 
responsibility 

• I admit my mistakes 
and report 
inappropriate 
behaviour 

• I implement 
procedures and 
practices that 
guarantee ethical 
values in my 
organisation and 
ensure they are 
respected 

Questions to qualify the competency 

• What management tools do you use to ensure that your actions and those of your teams do 
not deviate from the ethical framework of your environment? What is your approach? 

• Tell me about a situation in which you faced an ethical dilemma. What was it? What did you 
do? 

• How would you react if someone questioned your ethics? 

3. Use of competency frameworks 

There is no overarching formal or statutory requirement for government services to adopt and 
use CFs for all job levels. Individual government ministries retain responsibilities for defining 
their own HRM processes and hence the following description of the situation with each 
aspect is based on insights from regular exchanges between the DGAFP and ministries. 

The use of CFs is subject to management guidelines for career development (lignes directrices 
de gestion en matière de valorisation des parcours professionnels – LDGs) which ministries 
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must institute.18 These LDGs describe the criteria and guidelines to be taken into account for 
promotions as well as for actions taken to promote career development. LDGs19 should also 
include strategic planning in terms of necessary competencies. However, this does not include 
any direct reference to existing CFs.20 

By contrast, interministerial guidelines for senior management (lignes directrices de gestion 
interministérielle pour l'encadrement supérieur de l'Etat – LGDIs) are set in law and apply to 
senior state management employees more specifically.21 These guidelines provide that 
government institutions must adopt human resources processes to promote strategic 
workforce planning, recruitment and career development around an interministerial, shared 
competency framework. This refers to the CFs developed by the DIESE for different levels of 
management positions. 

RMFP and DiCo  

The DiCo is the most recent reference available, however it is outdated and no longer coherent 
with the RMFP, and will be revised (see section 4). Hence its applicability has become more 
limited and emphasis is placed on the RMFP instead. 

• Workforce planning: As part of the LDGs to promote career development, ministries 
should adopt strategic planning of competencies for their services. Some ministries use 
the DiCo and RMFP for workforce planning. One of the DGAFP’s objectives is to encourage 
the adoption of forward-looking workforce and competency planning (which it defines as 
GPEEC – gestion prévisionnelle des effectifs, des emplois et des compétences). GPEEC 
tools are not generally used quantitatively by ministries to account for and plan their 
workforces against required competencies. 

• Recruitment: Recruitment should be integrated into ministries’ strategic workforce 
planning and forward planning of jobs and competencies.22 The DGAFP encourages public 
employers to use the RMFP when writing and publishing job offers. The DGAFP also trains 
public employers to raise awareness about the RMFP and make their job offers more 
attractive. At the same time, each ministry remains responsible for recruitment. 

 
18 According to Décret n° 2019-1265 du 29 novembre 2019 relatif aux lignes directrices de gestion et à l'évolution 
des attributions des commissions administratives paritaires, accessed 25 June 2025, 
https://www.legifrance.gouv.fr/loda/id/JORFTEXT000039434533/2022-05-18/. 
19 Décret n° 2019-1265 du 29 novembre 2019 relatif aux lignes directrices de gestion, accessed 25 June 2025 
, https://www.legifrance.gouv.fr/loda/id/JORFTEXT000039434533/. 
20 Code général de la fonction publique: Chapitre III : Lignes directrices de gestion (Articles L413-1 à L413-7), 
accessed 25 June 2025, 
https://www.legifrance.gouv.fr/codes/section_lc/LEGITEXT000044416551/LEGISCTA000044422182/#LEGISCTA
000044426398. 
21 Circulaire n° 6346-SG du 20 avril 2022 relative aux lignes directrices de gestion interministérielle, accessed 25 
June 2025, https://www.legifrance.gouv.fr/circulaire/id/45325. 
22 Code général de la fonction publique: Chapitre III : Lignes directrices de gestion (Articles L413-1 à L413-7), op. 
cit. 

https://www.legifrance.gouv.fr/loda/id/JORFTEXT000039434533/2022-05-18/
https://www.legifrance.gouv.fr/loda/id/JORFTEXT000039434533/
https://www.legifrance.gouv.fr/codes/section_lc/LEGITEXT000044416551/LEGISCTA000044422182/#LEGISCTA000044426398
https://www.legifrance.gouv.fr/codes/section_lc/LEGITEXT000044416551/LEGISCTA000044422182/#LEGISCTA000044426398
https://www.legifrance.gouv.fr/circulaire/id/45325
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• Selection: Exams for admission into the civil service seek to evaluate applicants’ skills in 
line with CFs. This is no longer restricted to technical, theoretical and legal knowledge, but 
also includes practical and behavioural skills, especially during the interviewing process. 
These changes have been part of a drive to modernise the French civil service and 
admission exams, and to make public sector careers more appealing and aligned with 
competencies used in the private sector. 

• Assessing performance: Ministries should integrate performance assessments in 
ministries’ LDGs and strategic workforce planning.23 As per Decree No. 2010-888 (as 
amended),24 civil servants undergo mandatory annual performance reviews, a 
professional interview with their direct superior. These reviews evaluate the civil 
servants’ professional results against assigned objectives; the objectives for the 
upcoming year and prospects for improving results; the acquired professional 
experience; training needs; and prospects for professional development in terms of 
career and mobility. Use of CFs is determined by each ministry.  

• Training and development needs: Ministries should include guidance on training 
needs for their services in their LDGs and workforce planning strategies.25 As per 
Decree 2010-888, civil servants’ training and development needs and competency 
proficiency should be discussed during the annual interview and performance 
review.26 The RMFP helps to identify possible future training and development needs 
for each public sector profession. Within the DGAFP, the Training Policies Department 
works with ministries to create training courses. The DGAFP provides guidance and 
designs or co-designs tools for the ministries, while ministries manage and deliver the 
training.  

• Use for salary and/or bonuses: This is at the discretion of individual ministries. The 
DiCo and RMFP are not intended as references for individual salary or bonus decisions.  

• Career pathways and promotion: Although the law requires promotions and career 
development to be part of ministries’ LDGs and strategic workforce planning,27 actual 
implementation is left to each ministry. The practical use of the DiCo and RMFP in 
defining career pathways and informing promotion decisions is unclear. Decree 2010-
888 states that career pathways and development should be discussed during annual 

 
23 Code général de la fonction publique: Chapitre III : Lignes directrices de gestion (Articles L413-1 à L413-7), op. 
cit. 
24 Decree No. 2010-888 of 28 July 2010 on the general conditions for the assessment of the professional value of 
civil servants (Décret n° 2010-888 du 28 juillet 2010 relatif aux conditions générales de l'appréciation de la valeur 
professionnelle des fonctionnaires de l'Etat), accessed 14 June 2024, 
https://www.legifrance.gouv.fr/loda/id/LEGISCTA000022595057. 
25 Code général de la fonction publique: Chapitre III : Lignes directrices de gestion (Articles L413-1 à L413-7), op. 
cit. 
26 Decree No. 2010-888 of 28 July 2010 on the general conditions for the assessment of the professional value of 
civil servants, Article 3, op. cit. 
27 Code général de la fonction publique: Chapitre III : Lignes directrices de gestion (Articles L413-1 à L413-7), op. 
cit. 

https://www.legifrance.gouv.fr/loda/id/LEGISCTA000022595057
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reviews, with special assessments for employees who have been in the highest level 
of their rank for three years.28 However, links to competency proficiency, training and 
CFs are not explicit in law and remain at the ministries’ discretion. 

 

CFs for senior management 

The CFs developed by the DIESE were set up to encourage ‘professionalisation’ of human 
resources practices, in particular recruitment, performance assessment, identification of 
talents, development plans and training.29 

The use of the CFs is shaped by the DIESE’s LDGI,30 which were adopted in April 2022 and 
cover a five-year period. Each ministry is responsible for implementing the LDGI within its 
scope and to ensure that its own ministerial management guidelines are compliant with them. 
DIESE supports this process with its activities and services. 

• Workforce planning: In accordance with the LDGI, each ministry is responsible for 
workforce planning to anticipate employment needs, both within its own services as well 
as transversally with other government departments. This includes assessing the skills 
needed ‘today and tomorrow’ and informs recruitment, training and career development 
strategies, with a view to enabling senior managers and executives to acquire the 
necessary skills. This exercise, which must incorporate an interministerial approach, 
particularly around cross-functional skills, is expected to be guided by the CFs established 
by the DIESE. However the LGDI does not make direct reference to them. 

• Recruitment and selection: The LDGI emphasises openness, diversity and transparency. 
With the exception of positions decided centrally by the government, and unless 
otherwise determined by specific regulations, senior management and executive positions 
are published on the public employment website. The selection process includes 
discussions within a collegiate selection committee comprising qualified individuals from 
outside the ministry, and the choice of a candidate is based on objective and detailed 
criteria; discussions between ministerial delegates to senior management. The CFs are 
meant to help managers and recruiters with assessing a potential candidate‘s 
competencies by offering examples of questions which could be asked during an interview 
for each competency, or to utilise the self-assessment questionnaire (see assessing 
performance) to put themselves in the candidate's shoes. 

 
28 Decree No. 2010-888 of 28 July 2010 on the general conditions for the assessment of the professional value of 
civil servants, Article 3, op. cit. 
29 Délégation interministérielle à l’encadrement supérieur de l’État, FAQs , accessed 12 April 2025, 
https://www.diese.gouv.fr/foire-aux-questions. 
30 Circular No. 6346-SG of 20 April 2022 on interministerial management guidelines, accessed 14 June 2025, 
https://www.legifrance.gouv.fr/circulaire/id/45325. These guidelines were developed by DIESE in accordance 
with Ordinance No. 2021-702 of 2 June 2021 reforming the senior management of the civil service. The LDGI 
may be subject to revision, in whole or in part, during this period, in conjunction with the Strategic Steering 
Committee for Senior State Management. 

https://www.diese.gouv.fr/foire-aux-questions
https://www.legifrance.gouv.fr/circulaire/id/45325
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• Assessing performance: As with other civil servants, senior managers are subject to 
mandatory annual performance reviews.31 The reviews include an assessment of the 
employee’s competencies and training needs, including against the CFs relevant to the 
employee’s position.32 According to the DIESE,33 this includes assessment against the CFs 
developed for state executives. The appraisal reports are pre-completed by the manager 
as a self-assessment and shared and discussed with their superior. As they include 
statements in the active voice which are meant to help evaluate whether a given individual 
displays the behaviours and meets the expectations linked to a given competency, and to 
what degree, the DIESE recommends employees review the relevant CF and conduct their 
self-assessment in preparation for the interview. For this purpose, the DIESE has 
developed an online self-evaluation questionnaire to help civil servants assess their level 
of proficiency (consistent with the four levels set in the CFs) against the CFs.34 The 
questionnaire provides an automated overview of the respondent’s response, including 
recommendations for next steps, which they can download and use ahead of their 
performance reviews – this overview also contains a visual representation of the 
respondent’s level of proficiency. 

• Training and development needs: The CFs are intended to provide a guide for employees 
and their managers on individual progress against relevant competencies, which can be 
used to identify training and development needs. Training courses are overseen by 
ministerial training providers and by the National Institute for the Civil Service. As per the 
LGDI, state executives’ performance reviews result systematically in a personalised skills 
development plan, through training or mobility, which is attached to the annual 
professional review report and updated as needed. These assessments are based on the 
interministerial CFs established by the DIESE. 

• Promotion: Proficiency of competencies listed in the CFs, together with willingness to 
develop new relevant competencies, are criteria used to determine a candidate’s 
suitability for advancement. This is assessed against the employee’s performance reviews, 
as well as assessments of the employee’s competency proficiency, with the latter based 
on the CFs developed by the DIESE.  

• Remuneration: According to the LGDI and in accordance with Decree 2010-888, the 
annual performance reviews also primarily determine annual compensation supplements 
or performance allowances. 

 
31 Decree No. 2010-888 of 28 July 2010 on the general conditions for the assessment of the professional value of 
civil servants (Décret n° 2010-888 du 28 juillet 2010 relatif aux conditions générales de l'appréciation de la valeur 
professionnelle des fonctionnaires de l'Etat), accessed 14 June 2025, 
https://www.legifrance.gouv.fr/loda/id/LEGISCTA000022595057. 
32 Circular No. 6346-SG of 20 April 2022 on interministerial management guidelines, op. cit. 
33 Délégation interministérielle à l’encadrement supérieur de l’État, FAQs, op. cit. 
34 Délégation interministérielle à l’encadrement supérieur de l’État, “S’auto-évaluer”, accessed 12 April 2025, 
https://auto-evaluation.diese.gouv.fr/competences-manageriales/auto-evaluation. 

https://www.legifrance.gouv.fr/loda/id/LEGISCTA000022595057
https://auto-evaluation.diese.gouv.fr/competences-manageriales/auto-evaluation
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• Career pathways: In accordance with the General Civil Service Code35 and also covered by 
the LGDI, every senior civil service executive is required to undergo a comprehensive 
‘career path’ assessment of performance (quality of their professional practices), 
prospects and potential (suitability for higher-level responsibilities) at least once every six 
years, entrusted to a ministerial or interministerial collegiate body. This may recommend 
actions to develop and diversify their competencies, mobility or professional transition 
with accompanying measures. In this context, the DIESE has implemented the Career 
Pathway Mechanism36 since the end of 2023. 

4. Future developments regarding competency frameworks 

There is a plan to update the current RMFP between 2025 and 2026, which should be 
accompanied with a revised and updated version of the DiCo, in line with the new 
competencies introduced in the RMFP. The reasons for updating the RMFP is to improve it and 
update certain job titles. There may also be room for improving its formatting and general 
presentation. There are no plans to introduce new CFs to complement what already exists at 
the central level. There are no further identified key skills or competencies of interest for 
France’s central administration for which no development is currently planned. 

There are currently no known plans to revise the CFs for senior state executives produced by 
the DIESE. 

There are currently no known plans to change the ways in which CFs are used or to revise the 
role of the DGAFP in relation to the introduction and rollout of CFs at the central level. 

 
35 Article L. 412-2. 
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Annex  

Additional information 

Section 4 of the General Code of the Civil Service covers organisational and human resources 
management principles37 and includes the four following sub-sections: 

• Overarching provisions, including on specific statuses, corps and occupational 
frameworks, managerial roles; 

• Life-long training, including general arrangements (e.g., on the personal activity and 
training accounts), funding and provisions on learning; 

• Home-working, which consists of Article L430-1; 

• Reorganising of services and structures; 

• Bodies responsible for management, including provisions on the National centre for the 
territorial civil service (‘Centre national de la fonction publique territoriale’), the Centres 
for managing the territorial civil service (‘Centres de gestion de la fonction publique 
territoriale’) and the National management centre (‘Centre national de gestion’) ; 

• Provisions specific to overseas territories. 

Section 5 of the Code covers careers and professional development (‘Livre 5: Carrières et 
parcours professionnel – Articles L511 to L562-1’). Section 5 entails the following subsections: 

• Positions and mobilities, including provisions on secondment, extended leave and contract 
agents; 

• Professional appraisal, internal promotions and career progression; 

• Disciplinary provisions; 

• Job loss and reduction, with provisions on reallocation and specific statutes; 

• Termination of functions or employment; 

• Provisions specific to overseas territories. 

 
37 Livre 4: Principes d’organisation et de gestion des ressources humaines – Articles L411 to L462-2. 
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