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Behavioural Competencies – 
Seasonal Conservation Officer (N18) 
Conservation Officer, Field Operations (N21) 
 
The following document is your reference for identifying: 
 

• behavioural competencies and their definitions; and 
• the competency scale for each behavioural competency. 

 
Behavioural competencies refer to personal attributes or characteristics (i.e. motives, 
attitudes, values) that describe HOW a job or task is performed as opposed to the particulars 
of the job or task. For instance, competencies like flexibility, integrity, teamwork or self-
confidence are personal characteristics, demonstrated through on-the-job behaviours, which 
can be applied in any number of job-related situations as compared to a specific technical skill 
or knowledge set. 
 
The definitions provided below are not exhaustive and are intended to give an overview of the 
types of behaviours associated with each competency. These behaviours are organized along 
a hierarchical scale, or a series of statements that expand on a generic description and 
provide detail about what the behavioural competency looks like at increasing levels of 
performance. In other words, each level is noticeably more complex and more difficult to 
perform than the previous. As well, if an individual has demonstrated behaviours at a higher 
level on a given scale, it is assumed they are capable of the behaviours outlined in the lower 
levels.
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Expertise includes the motivation to expand and use technical knowledge or to distribute work-related 
knowledge to others. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Answers Questions: 
- Answers  ques t ions  a s  an  expe r t  when  

asked .    

- Shares  w i th  peop le  abou t  cu r ren t  
unde rs tand ing  of  t echn ica l  i s sues .  

 

Is there evidence that the candidate responded to 
questions with technical information?  Was the 
candidate able to answer questions that others were 
having difficulty finding the answer to?  

 

2. Provides Extra Knowledge:   
- Offe r s  one ’ s  knowledge  to  o ther s  when  

one  sees  an  oppor tun i ty  to  add  va lue ,  
even  i f  no t  a sked .    

- Tr ies  to  answer  deepe r  i s sues ,  spends  
t ime  he lp ing  o the r s  r e so lve  techn ica l  
p rob lems.  

 

Was there evidence that the candidate spent time 
helping resolve a technical issue?  Was there evidence 
that the candidate understood how their knowledge 
might impact the organization?   

 

3. Demonstrates Depth of Knowledge:  
- Demons t ra tes  in -dep th  knowledge  o f  

one’ s  a rea  o f  expe r t i se .    

- I s  ab le  to  speak  knowledgeab ly  and  
answer  ques t ions  abou t  re levan t  i s sues  
and  cons ide ra t ions .   I s  pe rce ived  and  
sough t  ou t  by  o ther s  a s  an  expe r t .    

- Advises  o the rs  in  con ten t  a rea .  
 

Did the candidate use his/her expertise to demonstrate 
how various solutions could impact the organization?  
Was the candidate sough out as an expert because of 
his/her ability to apply their expertise in practical 
ways?  

4. Advocacy:  
- Advoca tes  use  o f  the  mos t  e f f ec t ive  

app l ica t ion  o f  con ten t  a rea  knowledge  
wi th in  the  o rgan iza t ion .    

- Works  to  ge t  new approaches  accep ted .  
 

Did the candidate demonstrate leadership in 
developing support for the implementation of new 
approaches?  Did the candidate achieve effective 
application of content area knowledge throughout the 
organization? 
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FLEXIBILITY - is the ability and willingness to adapt to and work effectively within a variety of 
diverse situations, and with diverse individuals or groups.  Flexibility entails understanding and appreciating 
different and opposing perspectives on an issue, adapting one’s approach as situations change and accepting 
changes within one’s own job or organization. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Values Need for Flexibility:  
- Accep t s  tha t  o ther  peop le ’s  po in t s  o f  

v i ew are  r easonab le  o r  va l id .    
- Acknowledges  tha t  peop le  a re  en t i t l ed  to  

the i r  op in ions ,  and  accep t s  tha t  t hey  a re  
d i f f e ren t .   

- Steps  in to  co-worke r s ’  ta sks  when  
needed  o r  r equ i red .  

 

Did the candidate express willingness to adapt the way 
they approached an issue without actually adapting 
their tactics?  Did the candidate consider alternative 
approaches or the other person’s point of view?  To 
score at this level, the candidate does not have to alter 
his or her own opinion, he/she merely has to recognize 
and acknowledge that other people’s views are 
legitimate. 

 

2. Demonstrates Flexibility: 
- Works  c rea t ive ly  wi th in  s t andard  

p rocedures  to  f i t  a  spec i f ic  s i tua t ion .    
- Unders t ands  po l i c ie s  and  can  work  

wi th in  them to  mee t  b ranch ,  work  g roup ,  
t eam or  ind iv idua l  goa l s .  

 

Did the candidate provide examples of where he or she 
changed the way in which he or she accomplished a task 
including bending the rules or altering standard 
procedure?  To score at this level, the candidate 
deviates slightly from the normal process, and offers a 
reasoned explanation of why it was necessary or 
appropriate to deviate from standard practice. 
 

 
 

3. Adapts Approach: 
- Changes  one ’s  approach  a s  requ i red  to  

ach ieve  in tended  ou tcomes .    
- Pr io r i t izes  ac t ions  e f fec t ive ly  in  o rde r  

to  r e spond  to  numerous ,  d ive r se  
cha l lenges  and  demands .  

 

Did the candidate re-assess tactics based on changes or 
shifting priorities? Did the candidate reprioritize, yet 
keep the end goal in mind?  To score at this level, the 
candidate achieves the end goal or objective by 
substantially altering the originally planned approach.  
The need for change comes about through 
circumstances beyond the candidate’s control.  

 

4. Adapts Strategy:  
- Changes  the  ove ra l l  s e rv ice  p lan  and  

implement s  new prac t i ces  when  o r ig ina l  
approach  and  a s sumpt ions  a re  no  longer  
va l id .   

- Able  to  sh i f t  s t r a teg ic  focus  and  
ac t iv i t i e s  qu ick ly  in  response  to  
chang ing  o rgan iza t iona l  p r io r i t i e s .  

Was the candidate able to change priorities and plans 
quickly and appropriately when more urgent matters 
required attention?  Was she/he able to exercise 
appropriate judgement in determining timing and 
priority of strategy shifts?  To score at this level, the 
candidate thinks about others and the impact any issues 
and changes would have on them in the long run. 
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INFORMATION SEEKING - it implies going beyond the questions that are routine or required in 
the job.  It may include “digging” or pressing for exact information; resolution of discrepancies by asking a 
series of questions; or less-focused environmental “scanning” for potential opportunities or miscellaneous 
information that may be of future use. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Asks Questions:  
- Asks  d i r ec t  ques t ions  o f  t he  peop le  who a re  

the re ,  o r  who a re  supposed  to  answer  
ques t ions  abou t  the  s i tua t ion ,  such  as  peop le  
who a re  d i rec t ly  invo lved  even  i f  no t  
phys ica l ly  p resen t .   

- Uses  v is ib l e  in fo rma t ion ,  o r  consu l t s  o the r  
ava i lab le  r esources .  

Did the candidate use regular information sources 
to obtain answers?  Did the candidate provide 
evidence of seeking out required information?  To 
score at this level the candidate gathered 
information from those directly involved, or who 
are obvious sources of information. 

 

2. Personally Investigates:    
- Gets  ou t  to  pe rsona l ly  inves t iga te  the  

p rob lem or  s i tua t ion ,  when  normal ly  would  
no t  do  so .   

- Finds  and  ques t ions  those  c loses t  to  the  
p rob lem.   

- Asks  “Wha t  happened? ”  
 

Did the candidate seek out individuals with first 
hand knowledge of a situation or problem?  Did the 
candidate use less easily available information 
sources by becoming involved and seeking out the 
required knowledge? To score at this level, the 
candidate must have put some effort into tracking 
down information and sources.  

 
 

3. Digs Deeper:   
- Asks  a  se r i es  o f  p rob ing  ques t ions  to  ge t  a t  

the  roo t  o f  a  s i tua t ion  or  a  p rob lem,  o r  
po ten t i a l  oppor tun i ty  be low the  su r face  
i s sues  p resen ted .   

- Cal l s  on  o thers ,  who  a re  no t  persona l ly  
invo lved ,  to  ge t  the i r  pe rspec t ive ,  
background  in fo rma t ion ,  exper ience ,  e t c .   

- Does  no t  s top  wi th  the  f i r s t  answer ,  f inds  
ou t  why someth ing  happened .  

 

Did the candidate provide evidence of having 
researched an issue by getting beneath the surface, 
obtaining background information from those not 
formally involved or by uncovering background 
information?  Did the candidate gather information 
from different sources and those not readily 
available?  To score at this level, the candidate 
must have gathered information from those not 
directly involved or obviously related to the 
situation.  

 

4. Does Research: 
- Makes  a  sys temat ic  e f fo r t  over  a  l imi ted  

pe r iod  o f  t ime  to  ob ta in  needed  da ta  o r  
f eedback ,  o r  in -dep th  inves t iga t ion  f rom 
unusua l  sources ;  o r  does  fo rma l  r e search  
th rough  newspapers ,  magaz ines ,  compute r  
sea rch  sys tems ,  o r  o the r  re sources .   

- This  may  inc lude  lega l ,  f i nanc ia l  and /o r  
communi ty  r esea rch .  

Did the candidate describe a process used to obtain 
knowledge or feedback to keep information up to 
date?  To score at this level the candidate must 
provide evidence of an actual project to collect 
information being in place, even if it is for a limited 
time (e.g., daily reports from a manager with a 
particular problem, forming a task force to keep the 
candidate informed). 

 

5. Uses Own Ongoing Systems:  
-  Has  pe rsona l ly  e s tab l i shed  ongo ing  sys tems  

o r  hab i t s  to  ge t  in forma t ion  (“managemen t  by  
wa lk ing  a round ,”  regu la r  in fo rma l  mee t ings ,  
o r  the  scann ing  of  ce r t a in  pub l i ca t ions ,  e t c . ) ,  
inc lud ing  se t t ing  up  ind iv idua l s  to  do  regu la r  
in fo rmat ion  ga the r ing  fo r  h im o r  he r .  

Did the candidate provide evidence of establishing 
an in-depth, continuous system of gathering needed 
information (such as on-going monthly lunches 
with key personnel, reporting structures)?  Did the 
candidate give evidence of the efficacy of this 
system?  To score at this level the candidate must 
describe an on-going system or have done 
considerable background research, with those not 
usually involved in the process to gain required 
background information.  
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INTEGRITY - refers to actions that are consistent with what one says are important.  People with 
integrity “walk the talk” by communicating intentions, ideas and feelings openly and directly, and welcoming 
openness and honesty even in difficult negotiations. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Is Open and Honest About Work 
Situations: 

- Recogn izes  own  nega t ive  fee l ings  
(apprehens ion ,  unce r ta in ty ,  f ea r ,  e tc . )  o r  
mis takes .    

- Expresses  wha t  one  i s  t h ink ing  even  when  i t  
i s  no t  requ i red  o r  when  i t  wou ld  be  easy  to  
r e f ra in  f rom be ing  open  abou t  the  s i tua t ion .  

 

Did the candidate express concerns or negative 
feelings in a situation in which it would have 
been easier to refrain from commenting?  Did the 
candidate admit to a mistake, even when they 
didn’t have to?  

2. Takes Actions That are Consistent with 
Values and Beliefs:  

- Opera tes  cons i s t en t ly  wi th  va lue  base ,  fo r  
example ,  t akes  p r ide  in  be ing  t rus twor thy .  

 

Did the candidate explicitly state that the action 
they took was because of a value or belief they 
had?  

3. Acts on Values When It Is Not Easy to Do 
So: 

- Publ ic ly  admi t s  hav ing  made  a  mis take .    

- I s  p repared  to  t ake  a  s t and  on  i s sues  based  
on  va lues  o r  be l i e f  o f  wha t  i s  good  fo r  the  
o rgan iza t ion ,  even  i f  i t  i s  no t  an  accep ted  o r  
apprec ia ted  s tand .   

 

Did the candidate admit to a mistake even 
though there would be a consequence for the 
admission?  Did the candidate admit to the 
mistake publicly?  Did the candidate speak out 
about organizational issues because of values or 
beliefs, even though it wasn’t a popular thing to 
do? 

 
 

4. Takes Action Based on Values When 
Significant Cost or Risk is Associated with 
Doing So:  

- In  a  program,  makes  su re  the re  i s  fu l l  
d i sc losu re  based  on  r i sk /benef i t  ana lys i s .   

- Chal l enges  power fu l  o the r s  to  ac t  on  
e spoused  va lues .   

- Wil l  c l ea r ly  a r t i cu la te  to  h igher  au thor i t ie s  
d i s sa t i s fac t ion  w i th  cur ren t  s i tua t ion ,  based  
on  va lue  base ,  even  a t  the  r i sk  o f  job  lo ss .  

 

Did the candidate take action because of values 
even though there was a significant cost or risk 
associated with the action?  Did the candidate 
challenge powerful others because they weren’t 
demonstrating expressed values? 
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LISTENING, UNDERSTANDING AND RESPONDING - is the desire and ability to 
understand and respond effectively to other people from diverse backgrounds.  It includes the ability to 
understand accurately and respond effectively to both spoken and unspoken or partly expressed thoughts, 
feelings and concerns of others.  People who demonstrate high levels of this competency show a deep and 
complex understanding of others, including cross-cultural sensitivity. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Listens and Responds to Expressed 
Emotions:   

- Unders tands  wha t  peop le  say  and  re sponds  
accord ing ly .  

- Asks  ques t ions  to  c l a r i fy  wha t  i s  expressed .  
 

Did the candidate ask questions and respond to 
others’ feelings or concerns?  Did the candidate make 
an effort to clarify the expressed message?  

2. Understands and Responds to 
Unexpressed Emotions:   

- Reads  body  language  and  o the r  non-ve rba l  
cues  accura te ly  and  uses  tha t  unde rs t and ing  
to  s t ruc tu re  and  g ive  an  appropr i a te  
r e sponse .  

- Rei te ra te s  in fo rma t ion  to  check  
unders tand ing  be fo re  d rawing  conc lus ions .  

 

Did the candidate solicit input, paraphrase the 
individual’s words, mirror body language and tone of 
voice?  Did the candidate find out information 
pertinent to a situation or decision and use that 
information when responding?  

 

3. Understands and Responds to 
Underlying Issues: 

- Demons t ra tes  the  ab i l i ty  to  see  th ings  f rom 
ano ther ’ s  pe rspec t ive .  

- Unders t ands  why peop le  behave  in  a  ce r t a in  
way  in  g iven  s i tua t ions ;  accura te ly  a s sesses  
roo t  causes  o f  ind iv idua l ’ s  behav iour s .  

- Responds  to  peop le ’ s  concerns  in  a  
p roac t ive  manner  tha t  p romotes  long  te rm 
so lu t ions .  

 

Did the candidate demonstrate an understanding 
about the other person’s behaviour? Was the candidate 
aware of how others would react in a situation because 
of past behaviours, or experiences with the person? 
Did the candidate use knowledge of people’s 
perspective and concerns when responding?  

4. Anticipates and Plans for Future 
Interactions:   

- Ant ic ipa tes  and  unde rs tands  peop le ’ s  l ike ly  
r eac t ions  to  even ts  o r  s i tua t ions .  

- Uses  tha t  unde r s t and ing  to  p l an  fo r  
e f fec t ive  in te rac t ions  and  to  fos te r  long-
te rm pos i t ive  r e l a t ionsh ips .  

 

Did the candidate understand the underlying reasons 
of a person’s behaviour?  To score at this level, the 
candidate has an accurate understanding of deep-
rooted issues affecting others, and takes specific 
actions to prepare for and manage those. 
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ORGANIZATIONAL COMMITMENT - is the ability and willingness to align one’s own 
behaviour with the needs, priorities and goals of the organization, and to promote organizational goals to 
meet organizational needs.  It also includes acting in accordance with organizational decisions and behaving 
with integrity. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Behaves in a Professional Manner:   
- Acts  in  acco rdance  wi th  S tanda rds  o f  

Conduc t  and  re spec t s  the  o rgan iza t ion ’s  
bus iness  agenda ;  fu l f i l l s  j ob  requ i rements

Was the candidate aware of the organizational 
culture and norms, and acted accordingly?  To score 
at this level, the candidate made an effort to follow 
informal and formal procedures, including the 
Standards of Conduct. 

 

2. Actively Supports the Organization:   
- Act ive ly  suppor t s  the  o rgan iza t ion ' s  

mis s ions ,  va lues  and  goa l s .    

- Makes  cho ices  and  se t s  p r io r i t i e s  to  mee t  
o rgan iza t ion ' s  needs  and  f i t  w i th  the  
o rgan iza t iona l  miss ion .    

- Co-opera t e s  wi th  o the r s  to  ach ieve  
o rgan iza t iona l  ob j ec t ives .   

- Publ ic ly  suppor t s  the  miss ion  and  
p romotes  a  pos i t ive  image  o f  the  
o rgan iza t ion .  

 

Did the candidate help others get the job done?  Did 
the candidate respect what others valued as 
important?  To score at this level the candidate 
demonstrated loyalty to the organization by 
modeling respect for the organization goals and 
norms.  

 

3. Demonstrates Personal Commitment:   
- Able  to  manage  and  ba lance  pe rsona l  

needs  and  corpora te  needs ,  bu t  i s  w i l l ing  
to  pu t  o rgan iza t iona l  needs  be fo re  one ' s  
own.   

- When necessary ,  makes  pe rsona l  
sac r i f ices  in  o rde r  to  mee t  the  
o rgan iza t ion ' s  needs .  

 

Did the candidate go out of his or her way to support 
the organization’s goals and mission? Was the 
candidate able to set aside his/her own personal 
preference to meet the organization’s goals?  To 
score at this level the candidate put a high priority 
on organizational objectives.  

4. Takes Tough Stands:   
- Stands  by  dec i s ions  tha t  bene f i t  t he  

o rgan iza t ion  even  i f  they  a re  unpopu la r  
o r  con t rove r s i a l .    

- Acts  in  acco rdance  w i th  o rgan iza t iona l  
va lues ,  even  when  cha l l enged  o r  in  
s t r e s s fu l  s i tua t ions .   

- Speaks  up  and  conf ron t s  managemen t  o r  
o ther s  in  au thor i ty  when  o rgan iza t iona l  
va lues  a re  be ing  compromised .  

Did the candidate champion decisions on behalf of 
the organization, even when they were unpopular or 
difficult to support?  To score at this level, the 
candidate maintained resolve even when faced with 
conflict or opposition. 

 

5. Acts for Greater Good of Organization: 
- Acts  fo r  the  long- te rm good  o f  the  

o rgan iza t ion ,  even  when  shor t - t e rm 
pe r sona l  o r  depar tmen ta l  sac r i f ices  may  
be  necessa ry .   

- Asks  o the rs  to  makes  sac r i f i ce s  in  o rde r  
to  mee t  the  la rge r  o rgan iza t ion ' s  needs .  

Did the candidate generate commitment in others by 
modeling organization support? To score at this 
level, the candidate ensured that group tasks and 
activities were aligned with the organization’s 
mission and goals, even if it meant a short-term 
sacrifice. 
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REFLECTING ON DIFFICULTIES - is the willingness to “work through” the personal 
experience of having contributed to an unsuccessful outcome.  It is expressed by how individuals explain 
problems, failures or negative events and what they have learned from those difficulties. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Recognizes Lack of Success:   
- Acknowledges  a reas  where  expec ta t ions  

a re  no t  me t  and  prov ides  reasons  wh ich  
may  o r  may  no t  invo lve  se l f .  

Did the candidate acknowledge an area or activity 
where they failed to meet expectations?   To score at 
this level, the individual only needs to acknowledge the 
lack of success, and doesn’t need to analyze it any 
further. 

 

2. Remains Positive:  
- Re-ene rg izes  a f t e r  lo s s  or  fa i lu re  o r  

a f t e r  encoun te r ing  a  s ign i f i can t  hu rd le  
to  readdress  the  s i tua t ion  and  to  
overcome i t .    

- Approaches  new s i tua t ions  w i th  
con t inu ing  pos i t ive  ou t look ,  desp i t e  
p rev ious  d i sappo in tmen t s .  

 

Did the candidate maintain a positive outlook despite 
previous disappointments?  Did the candidate take 
time to re-energize or refocus after a loss or failure? 

 

3. Takes Responsibility: 
- Acknowledges  pe r sona l  r e spons ib i l i ty  

fo r  ou tcomes ,  even  when  no t  a l l  
e l emen ts  o f  a  s i tua t ion  a re  w i th in  d i rec t  
con t ro l  bu t  cou ld  have  been  pe rsona l ly  
managed .  

 

Did the candidate take accountability for addressing 
problem areas, even though all elements of a situation 
weren’t under their direct control?  Did the candidate 
acknowledge this personal responsibility for achieving 
the outcome? 

 
 

4. Learns from Mistakes and Successes:   
- Analyzes  s i tua t ions  on  an  ongo ing  bas i s  

t o  improve  own  per fo rmance .    

- Des igns  a  pe rsona l  ac t ion  p lan  to  
address  own i s sues  cons t ruc t ive ly  and  
dec is ive ly .  

 

Did the candidate demonstrate that he/she regularly 
analyzed situations in order to improve on his/her own 
performance?  Did the candidate create a plan for 
action after having completed his/her analysis?  

5. Shares Learning with Team:  
- Deal s  open ly  wi th  f a i lu re  by  b r ing ing  

t eam toge the r  to  de f ine  spec i f i c  
p rob lems and  p resen t  so lu t ions .    

- May invo lve  team in  d iagnos i s  and  in  
deve lop ing  so lu t ions  to  e f fec t ive ly  
t r ans fe r  knowledge  in to  the  
o rgan iza t ion .  

 

Did the candidate bring the team together to develop 
solutions with the specific intent of transferring/ 
developing knowledge within the organization?  Did 
the candidate bring the team together in order to deal 
with a very specific problem?  Did the candidate share 
his/her knowledge with the team while it was engaged 
in identifying solutions? 
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SELF-CONFIDENCE - is a belief in one’s own capability to accomplish a task and select an effective 
approach to a task or problem.  This includes confidence in one’s ability as expressed in increasingly 
challenging circumstances and confidence in one’s decision or opinions. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Presents Self Confidently:  
- Works  w i thout  need ing  supe rv i s ion ,  

appear s  conf iden t  in  pe r son ,  p resen ts  se l f  
s t rong ly .  

 

Did the candidate provide evidence of being capable of 
working on his/her own?  Did the candidate present 
themselves well? 
 

 

2. Demonstrates Autonomy:   
- Solves  p rob lems  as  they  a r i se  and  t akes  

appropr ia te  ac t ion ,  w i thou t  hav ing  to  
consu l t  w i th  o ther s .    

- Makes  dec is ions  and  takes  appropr ia te  
ac t ion .  

Did the candidate describe making decisions to solve 
problems in a timely manner?  Did the candidate take 
appropriate actions and express confidence is these 
actions? Did the candidate step in to make a decision 
or act appropriately when faced with a situation that 
requires this (e.g. supervisor is not available and 
makes correct decision in their place)? 

 

3. Has Confidence in Own Ability:   
- Wil l ing  to  vo ice  an  op in ion  and  t ake  a  

s t and  on  c r i t ica l  i s sues .    

- Expl ic i t ly  s t a te s  conf idence  in  own 
judgement  and  ab i l i ty .    

- Stands  up  and  de fends  dec is ions  i f  
cha l lenged .  

 

Did the candidate offer an opinion on critical issues?  
Did the candidate stick to their opinions? Did the 
candidate state their confidence in their ability?  Did 
the candidate provide evidence of confidence in their 
expertise, ability to perform and decision making or 
analysis? 

 
 

4. Chooses Challenges:  
- Likes  cha l leng ing  as s ignment s ,  i s  exc i ted  

by  a  cha l l enge .   

- Looks  fo r  and  ge t s  new respons ib i l i t i e s .    

- Speaks  up  when  d isag rees  wi th  
managemen t  o r  o the rs  in  power ,  bu t  
d i sagrees  po l i t e ly ,  s t a t ing  own v iew 
c lear ly  and  conf iden t ly ,  even  in  a  conf l i c t .  

 

Did the candidate demonstrate excitement when 
discussing challenging tasks?  Were difficult 
assignments viewed as an opportunity rather than a 
threat? Did he or she volunteer for new and 
challenging duties? Did the candidate present their 
opinion in the face of opposition, maintaining 
composure?  

 

5. Remains Confident in Difficult 
Situations:  

- Deals  pos i t ive ly  w i th  s i tua t ions  tha t  cou ld  
be  seen  a s  s t re s s fu l  o r  th rea ten ing .    

- Can main ta in  conf idence  and  se l f - image  in  
the  f ace  o f  s t r e s s  o r  d i f f icu l ty .    

- Se ldom g ives  up  be fo re  f in i sh ing ,  
e spec ia l ly  in  the  f ace  o f  res i s t ance  o r  
se tbacks .  

 

Was the candidate willing to face conflict to present 
their viewpoint? Did the candidate maintain 
composure during a very difficult situation?  Did the 
candidate persevere, when others might have been 
deterred due to resistance or setbacks? 
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SELF-CONTROL – is the ability to keep one’s emotions under control and restrain negative actions 
when provoked, faced with opposition or hostility from others, or when working under stress.  It also includes 
the ability to maintain stamina under continuing stress. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Restrains Emotional Impulses:  
- Fee ls  an  impulse  to  do  someth ing  

inappropr ia te  and  re s i s t s  i t .   

- Res i s t s  t empta t ion  to  ac t  immedia te ly  
wi thou t  th ink ing  bu t  does  no t  t ake  pos i t ive  
ac t ion ,  o r  fee l s  s t rong  emot ions  ( such  a s  
anger ,  ex t reme  f rus t r a t ion ,  o r  h igh  s t re s s )  
and  ho lds  them back .   

- May leave  room or  o the rwise  r emove  se l f  
f rom the  source  o f  the  emot ions .  

 

Did the candidate demonstrate an ability to restrain 
emotional impulses?  Did the candidate describe 
dealing with a strong emotional response by removing 
themselves from the situation?  To score at this level, 
the candidate must talk about a strong emotional 
response, and that they recognized they couldn’t or 
shouldn’t act on it. 

 

2. Responds Calmly:   
- Fee ls  s t rong  emot ions  in  the  cour se  o f  a  

conversa t ion  o r  o the r  ta sk ,  such  a s  anger ,  
ex t reme f rus t r a t ion ,  o r  h igh  s t r e ss ,  ho lds  
the  emot ions  back ,  and  con t inues  to  t a lk  o r  
ac t  ca lmly .  

- Ignores  ange r ing  ac t ions  and  con t inues  a  
conversa t ion  o r  t a sk .   

- May leave  t empora r i ly  to  w i thho ld  
emot ions ,  then  re tu rn  immedia te ly  to  
con t inue .  

 

Did the candidate demonstrate an ability to restrain 
strong emotional responses while maintaining an 
outward appearance of calm? When facing an 
emotional situation, was the candidate able to complete 
the task calmly?  To score at this level, the candidate 
must talk about a strong emotional response, and that 
they managed to not let it show.  

 
 

3. Calms Others:   
- Not  on ly  con t ro l s  own emot ions ,  bu t  a l so  

ac t s  to  de fuse  the  s i tua t ion  and  ca lm 
o ther s .    

- May remove  o ther s  f rom a  s t re s s fu l  
s i tua t ion  to  a l low  them to  rega in  the i r  
composure .  

 

Did the candidate demonstrate an ability to calm 
others in an emotional situation?  Was the candidate 
able to help others manage a stressful or emotional 
situation?  

4. Manages Stress Effectively:   
- Withho lds  e f fec t s  o f  s t rong  emot ions  o r  

s t r e s s  ove r  t ime ;  keeps  func t ion ing  o r  
r e sponds  cons t ruc t ive ly  desp i t e  ongo ing  
s t r e s s .   

- May app ly  spec ia l  techn iques  o r  p lan  
ac t iv i t ie s  ahead  o f  t ime  to  manage  
emot ions  o r  s t r e s s .  

 

Did the candidate demonstrate techniques he/she uses 
to manage anticipated or current stress on an ongoing 
basis? To score at this level, the candidate must 
demonstrate an ability or method that they’ve 
developed to deal with ongoing stress.  
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ANALYTICAL THINKING – is the ability to comprehend a situation by breaking it down into its 
components and identifying key or underlying complex issues.  It implies the ability to systematically organize 
and compare the various aspects of a problem or situation, and determine cause-and-effect relationships 
(“if…then…”) to resolve problems in a sound, decisive manner.  Checks to ensure the validity or accuracy of 
all information. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Breaks Down Problems:  
−  Breaks  p rob lems  in to  l i s t s  o f  t a sks  o r  

ac t iv i t ie s ,  w i thou t  a s s ign ing  va lues .  
−  Makes  a  l i s t  o f  i t ems  wi th  no  pa r t i cu la r  

o rde r  o r  se t  o f  p r io r i t ie s .  
 

Did the candidate demonstrate an ability to recognize 
a problem, and break it into specific tasks?  To score at 
this level, the candidate thought briefly about the 
short-term solutions and took steps to address each 
task. 

 

2. Sees Basic Relationships: 
−  Takes  apa r t  p rob lems in to  p i eces .   
−  Links  toge the r  p ieces  w i th  a  s ing le  l ink :  

A  leads  to  B ;  can  separa te  in to  two  
pa r t s :  p ro  and  con .  

−  Sor t s  ou t  a  l i s t  o f  t a sks  in  o rde r  o f  
impor tance  

 

Did the candidate link together pieces of information to 
solve the problem or break apart the problem to identify 
the solution?  Was the candidate able to identify simple 
cause and effect relationships to understand issues or 
problems? 

 
 

3. Sees Multiple Relationships: 
−  Breaks  down a  p rob lem in to  sma l le r  

pa r t s .  
−  Makes  mul t ip le  causa l  l inks :  seve ra l  

po ten t i a l  causes  o f  even t s ,  s eve ra l  
consequences  o f  ac t ions ,  o r  mul t ip le -
pa r t  cha ins  o f  even ts  (A leads  to  B  
l eads  to  C  l eads  to  D) .   

−  Analyzes  re la t ionsh ips  among seve ra l  
pa r t s  o f  a  p rob lem or  s i tua t ion .   

−  Ant ic ipa tes  obs tac le s  and  th inks  ahead  
abou t  nex t  s teps .  

 

Did the candidate take the time to analyze the problem 
and what led up to the situation?  Did the candidate 
look at the problem by breaking it down and 
determining causal links between the pieces?  Did the 
candidate think of the consequences of actions and 
anticipate any obstacles? Was the candidate interested 
in finding a solution to the problem and applied his or 
her knowledge to resolve the issue?  To score at this 
level, the candidate not only thought about the problem 
and its immediate impact but also thought about all 
possible options and obstacles.  

 

4. Makes Complex Plans or Analyses: 
−  Uses  severa l  ana ly t i ca l  t echn iques  to  

b reak  apar t  complex  p rob lems  in to  
componen t  par t s .   

−  Uses  severa l  ana ly t i ca l  t echn iques  ( e .g .  
r i sk  a ssessment ,  bu i ld ing  bus iness  
cases )  to  iden t i fy  seve ra l  so lu t ions  and  
we ighs  the  va lue  of  each .  

Did the candidate use several tools or techniques to 
analyze the situation, and identify the relationships?  
Did the candidate thing about the possible impact about 
each part of the problem and how it would impact other 
issues?  Was the candidate able to deal with complex 
issues and manoeuvre adroitly through large amounts 
of data?  To score at this level, the candidate has to 
understand the themes or patterns which emerge from 
that particular problem and which would impact 
specific or organizational issues.  The candidate has to 
be able to identify what other problems may be involved 
in the situation. 
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CONCERN FOR IMAGE IMPACT – is an awareness of how one’s self, one’s role and the 
organization are seen by others. The highest level of this competency involves an awareness of, and preference 
for, respect for the organization by the community.  Concern for Image Impact is particularly appropriate for 
senior management positions. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Expresses Concern about Image of Role: 
- Expresses  conce rn  abou t  how one  i s  perce ived  

w i th in  own ro le  and  ac t s  to  c la r i fy  du t i e s ,  
accoun tab i l i t i e s  and  impor tance  o f  ro le  when  
ro le  i s  misunder s tood  o r  d iscoun ted .   

 

Did the candidate recognize when there was a 
perception issue with his/her role?  Did the 
candidate act on this information by clarifying 
duties and accountabilities of own role? 

 

2. Sets Boundaries of Role: 
- Expl ic i t ly  de f ines  wha t  the  ro le  i s ,  and  how 

o ther s  may  o r  may  no t  in te rac t  w i th  h im or  
he r .   

- Descr ibes  behav iour  tha t  i s  and  i s  no t  
appropr ia te  fo r  tha t  ro le  and  ac t s  acco rd ing ly .  

 

Did the candidate explicitly communicate to others 
expectations about how they would interact with 
his/her role?  Did the candidate explain the 
behaviours required in his/her role beyond duties 
and accountabilities? 

 

3. Recognizes Impact of Own Role:  
- Demons t ra tes  unders tand ing  o f  the  way  in  

wh ich  ac t ing  in  own ro le  has  an  e f fec t  on  a  
b road  aud ience .    

- Cons ide r s  impl i ca t ions  fo r  pub l ic  image  of  
ro le  be fo re  ac t ing .   

- Also  r ecogn izes  the  impac t  o f  i n t e rna l  and  
ex te rna l  even t s  on  the  pe rcep t ion  of  the  ro le .  

 

Did the candidate describe a situation in which 
he/she had to consider the implications for their role 
or the organization of certain actions?  Did the 
candidate describe the impact that their own role 
can have on a broader audience? 

 
 

4. Describes Public Impact of Organization:   
- Recogn izes  and  a r t i cu la t es  the  ro le  o f  the  

o rgan iza t ion  and  the  e f f ec ts  o f  th i s  on  the  
pub l i c  in  genera l .    

- Cons ide r s  the  impl ica t ions  o f  th i s  re l a t ionsh ip  
when  dec id ing  on  a  course  o f  ac t ion .    

- Sees  se l f  a s  a  rep resen ta t ion  o f  the  
o rgan iza t ion  and  ac t s  in  a  way  which  
main ta ins  a  pos i t ive  pub l i c  image  fo r  the  
o rgan iza t ion .   

- Also  r ecogn izes  the  impac t  o f  i n t e rna l  and  
ex te rna l  even t s  on  the  pe rcep t ion  of  the  
o rgan iza t ion .  

 

Did the candidate describe a situation in which 
he/she communicated the impact of the 
organization on the public? Did the candidate have 
to consider the public impact when deciding on a 
course of action? Did the candidate describe having 
to act in a way that maintained the positive public 
image of the organization?  

 

5. Works to Promote Organizational Image: 
- Acts  to  c rea te  a  pos i t ive  image  fo r  the  

o rgan iza t ion ,  o r  a  pos i t ive  impac t  on  the  
communi ty ,  e . g . ,  se lec t s  we l l -known h igh-
p ro f i le  ind iv idua ls  fo r  pub l i c ly  v is ib l e  
pos i t ions  to  improve  image ,  c red ib i l i ty ,  and /o r  
p res t ige  o f  the  o rgan iza t ion ,  ensu res  pub l i c  
p rocesses  a re  t r anspa ren t  and  accoun tab i l i ty  i s  
c l ea r  when  dea l ing  wi th  con t rove r s ia l  i s sues .  

 

Did the candidate describe having to put a 
significant amount of time and thought into 
promoting the public image of the organization? 

 



Behavioural Competencies, Conservation Officer  Page 13 of 20 

DECISIVE INSIGHT - combines the ability to draw on one’s own experience, knowledge and training 
and effectively problem-solve increasingly difficult and complex situations.  It involves breaking down 
problems, tracing implications and recognizing patterns and connections that are not obviously related.  It 
translates into identifying underlying issues and making the best decisions at the most appropriate time.  At 
higher levels, the parameters upon which to base the decision become increasingly complex and ambiguous 
and call upon novel ways to think through issues. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Responds to Situations at Face Value:  
- Uses  no  abs t rac t  concep ts  in  the  face  o f  

uncer ta in ty  o r  lack  o f  in fo rmat ion .  
- Requ i re s  some  gu idance  o r  suppor t  to  

de te rmine  i f  and  when  ac t ion  i s  
appropr ia te .   

 

Did the candidate make a decision based solely on 
existing facts, without confirming the completeness of 
those facts? Did the candidate not break the problem 
down in order to analyze it?  To score at this level, the 
candidate needed some guidance in order to make a 
decision. 

 

2. Breaks Down Problems to Reach a 
Decision:  

- Breaks  p rob lems  in to  s imple  l i s t s ,  t a sks  
o r  ac t iv i t i e s  w i thou t  a s s ign ing  va lues  o r  
p r io r i t ie s .  

- Uses  common sense  and  pas t  expe r iences  
to  approach  prob lems and  make  a  
dec is ion .  

- Able  to  overcome minor  obs tac le s  and  
sugges t  ac t ions  to  make  a  dec is ion  
w i thou t  hav ing  a l l  the  in fo rmat ion .   

 

Did the candidate demonstrate an ability to recognize 
a problem, and break it into specific tasks? Did the 
candidate provide evidence of having made a decision 
despite not having all the information?  To score at 
this level, the candidate thought briefly about the short 
term solutions and took steps to address each task.   

 

3. Sees Patterns or Basic Relationships 
or Connections when Problem-
Solving:  

- Breaks  apa r t  a  p rob lem and  l inks  
toge ther  p ieces  w i th  a  s ing le  l ink .  

- Iden t i f i e s  a l te rna t ive  approaches  o r  
ac t ions  to  a  p rob lem.  

- I s  ab le  to  make  a  dec i s ion  and  take  
ac t ion  qu ick ly  and  dec i s ive ly  when  the re  
i s  no t  enough  in fo rma t ion  to  p red ic t  the  
consequences  wi th  ce r ta in ty .  

 

Did the candidate link together pieces of information to 
solve the problem or break apart the problem to identify 
a solution? Was the candidate able to identify simple 
cause and effect relationships to understand issues or 
problems?  Did the candidate provide evidence of 
taking decisive action quickly?  

4. Sees Multiple Relationships and Can 
Make Effective Decisions with 
Limited Information:  

- Makes  mul t ip le  causa l  l inks :  seve ra l  
po ten t i a l  causes  o f  even t s ,  s eve ra l  
consequences  o f  ac t ions ,  o r  mul t ip le  pa r t  
cha ins  o f  even t s .  

- Analyses  re la t ionsh ips  among seve ra l  
pa r t s  o f  a  p rob lem or  s i tua t ion .  

- Ant ic ipa tes  obs tac le s  and  th inks  ahead  
abou t  nex t  s teps .   

 

Did the candidate take the time to analyze the problem 
and what led up to the situation? Did the candidate 
look at the problem by breaking it down and 
determining causal links between the pieces? Did the 
candidate think of the consequences of actions and 
anticipate any obstacles? Did the candidate examine 
the present information in order to consider if any 
critical pieces were missing? To score at this level, the 
candidate not only thought about the problem and its 
immediate impact but also thought about the possible 
options and obstacles as well as considering that some 
information might be missing. 
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5. Makes Complex Plans or Analyses 
and Reaches Effective Decisions in 
Ambiguous Situations:  

- Uses  severa l  ana ly t i ca l  o r  c rea t ive  
t echn iques  to  b reak  apar t  complex  
p rob lems  in to  componen t  p rob lems  or  
i s sues .  

- Draws  on  complex  lea rned  concep ts  when  
examin ing  pa t te rns  o r  t rends  and  
recogn izes  unde r ly ing  
i s sues / impl ica t ions  o f  dec is ions  o r  
courses  o f  ac t ion .  

- Cons i s ten t ly  makes  the  r igh t  dec i s ion  
when  there  a re  compe t ing  and  ambiguous  
p r io r i t ie s .   

 

Did the candidate use several tools or techniques to 
analyze the situation, and identify the relationships?  
Did the candidate think about the possible impact about 
each part of the problem and how it would impact other 
issue?  Was the candidate able to deal with complex 
issues and manoeuvre adroitly through large amounts 
of data?  To score at this level, the candidate has to be 
able to identify what other problems may be involved in 
the situation and must demonstrate that despite the 
ambiguity of the problem, an appropriate decision was 
made. 
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INNOVATION - indicates an effort to improve performance by doing or promoting new things, such 
as introducing a previously unknown or untried solution or procedure to the specific area or organization. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Challenges Status Quo: 
- Cons i s ten t ly  ques t ions  and  cha l lenges  the  

adequacy  and  qua l i ty  o f  t rad i t iona l  th ink ing  
( i . e . ,  the  “way  th ings  have  a lways  been  done”)  
by  engag ing  in  ac t ive  and  re spons ib le  d ia logue .  

- Uses  d ive rse  pe r spec t ives  to  improve  the  
e f fec t iveness  o f  a  cu r ren t ly  ex i s t ing  bus iness  
s t r a t egy .  

Did the candidate discuss current practices 
with the intent of trying to improve them?  
Did the candidate improve a current practice 
by using diverse perspectives?  To score at 
this level, the candidate must have positively 
impacted a business process. 

 
 

2. Takes Action New to the Job or Area: 
- Impac t s  j ob  e f f ic i ency  and  ob j ec t ives  by  do ing  

someth ing  new and  d i f fe ren t  w i th in  the  a rea  bu t  
no t  necessa r i ly  new to  the  work  
un i t /o rgan iza t ion .    

- Takes  e s t ab l i shed  p rac t ice  o r  idea  used  
e l sewhere  wi th  success fu l  re su l t s  and  adap t s  i t  
in  a  new way  to  mee t  the  cur ren t  s i tua t ion .  

 

Did the candidate come up with new 
approaches within their area?  Was the 
candidate able to successfully apply a 
practice or idea from another area to their 
current situation?  

3. Does Things New to the Organization/ 
Government:  

- Improves  pe r fo rmance  by  do ing  someth ing  tha t  
may  be  new and  d i f f e ren t  in  the  o rgan iza t ion ,  
bu t  no t  necessa r i ly  new to  the  pub l ic  sec to r .    

- Adopts  a  c ross -boundary  men ta l i ty  in  own  work  
and  encourages  i t  in  o the rs .    

- Proac t ive ly  sha res  in fo rmat ion  and  re sources  
ac ross  a reas  to  be t te r  l eve rage  the  capab i l i t i e s  
o f  Organ iza t ion /Governmen t .  

 

Did the candidate come up with new 
approaches for the organization?  Was the 
candidate able to successfully apply a 
practice or idea from another jurisdiction to 
their organization?  Did the candidate 
encourage others to utilize and adopt 
practices from outside the organization?  

4. Does Things New to the Government/Public 
or Private Sector: 

- Improves  pe r fo rmance  by  do ing  th ings  tha t  may  
be  un ique ,  lead ing-edge  or  new to  the  
government /pub l i c  o r  p r iva te  sec to r .    

- Takes  ca lcu la t ed  r i sks  in  t ry ing  someth ing  new.  

Did the candidate come up with new 
approaches for the organization that are new 
to government or public/private sector?  Was 
there an element of calculated risk in the 
approach that was used?  

5. Encourages Innovation in Others:   
- Encourages  c rea t iv i ty  on  the  pa r t  o f  o ther s  by  

h igh l igh t ing  the  bene f i t s  o f  innova t ion  and  
change  on  the  overa l l  pe r formance  o f  the  
o rgan iza t ion  and /o r  the  pe r fo rmance  o f  a  
spec i f i c  a rea .   

- Uses  innova t ive  methods  and  t ac t i c s  to  fos te r  
c rea t iv i ty  in  o ther s  and  an  env i ronmen t  tha t  
suppor t s  innova t ive  e f fo r t s .    

- Acts  in  a  way  which  he lps  o ther s  to  gene ra te  
b reak th rough  ideas ,  f re sh  pe rspec t ives  and  new 
oppor tun i t ie s .  

Did the candidate involve others in 
developing new approaches and ways of 
looking at things in the organization?  Did 
the candidate create an environment where 
new ideas are welcomed and encouraged?  
Did he/she champion and support innovation 
by highlighting the business impacts?  
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PARTNERS WITH STAKEHOLDERS - is the desire to work co-operatively with all 
stakeholders to meet mutual goals. It involves an awareness that a relationship based on trust is the foundation 
for success in delivering results. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Maintains Contact:  
- Meets  r egu la r ly  wi th  s t akeho lde r s  to  keep  

them info rmed  o f  new deve lopment s  o r  
con t inu ing  p rogress .    

- Expresses  expec ta t ions  o f  the  s takeho lder  
g roups  and  the i r  i nd iv idua l  members .   

- I s  op t imis t i c  abou t  the  r e la t ionsh ip  and  i t s  
p red ic ted  accompl i shments .  

 

Did the candidate describe meeting with stakeholders 
regularly in order to keep them up‐to‐date on progress 
or new developments?  Did the candidate describe an 
interest in interacting with stakeholders?   

 

2. Uncovers Stakeholders’ True Needs:   
- Works  to  uncover  the  r ea l  under ly ing  needs  

o r  conce rns  o f  the  s takeho lde r  g roups  and  
ind iv idua l  members .   

- Recogn izes  tha t  the  o r ig ina l  i n fo rma t ion  
rece ived  does  no t  “ te l l  the  who le  s to ry”  
and  seeks  addi t iona l  in format ion  to  c la r i fy .   

- Makes  minor  modi f ica t ions  to  ex i s t ing  
work  p lan  to  accommoda te  newly  su r faced  
requ i remen ts .  

 

Did the candidate speak directly with the stakeholder 
groups to gather information? Did the candidate put 
some effort into identifying underlying issues of the 
stakeholder groups? 

 

3. Provides a Broad Perspective:   
- Discusses  changes  o r  oppor tun i t i e s  in  the  

wide r  env i ronment  wh ich  may  a f fec t  o r  
bene f i t  s takeho lde r s .    

- Works  wi th  a  long  te rm pe rspec t ive  and  
may  t rade  o f f  immedia te  cos t s  fo r  the  sake  
o f  the  par tnersh ip .  

 

Did the candidate consider a broader perspective 
during discussions with the stakeholders? Did the 
candidate identify and bring forward for discussion 
big picture issues that might impact the stakeholder?  
Was the candidate focused on developing a long‐term 
relationship with the stakeholder? Did the candidate 
take risks on the part of his/her organization in order 
to provide more value to the stakeholders? 

 

4. Acts as a Trusted Advisor: 
- Bui lds  an  independen t  op in ion  on  

s t akeho lde r  needs ,  p rob lems  o r  
oppor tun i t ie s  and  poss ib i l i t i e s  fo r  
implementa t ion .    

- Acts  on  th i s  op in ion  (e .g . ,  recommends  
approaches  which  a re  new and  d i f fe ren t  
f rom those  r eques ted  by  the  s t akeho lde r ) .   

- Becomes  in teg ra l ly  invo lved  in  
s t akeho lde r ’ s  dec is ion -making  process .  

 

Did the candidate provide an independent opinion to 
the stakeholder that was valued? Did the candidate 
present a different perspective to the stakeholder 
beyond what the stakeholder was originally 
considering?  Did the candidate demonstrate that they 
were a valued input in the stakeholder’s decision 
making process? 
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Relationship Building - is working to build or maintain ethical relationships or networks or contacts 
with people who are, or may be, potentially helpful in achieving work-related goals and establishing 
advantages.  These people may include customers, clients, counterparts, colleagues, etc. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Builds Rapport:  
- Makes  a  consc ious  e f fo r t  to  e s tab l i sh  and  

bu i ld  r appor t  wi th  o the r s ,  inc lud ing  
d i scuss ion  abou t  wea the r ,  cu r ren t  even ts ,  
e t c .   

- Iden t i f i e s  and  re fe rs  to  a reas  o f  mutua l  
in t e re s t  a s  a  means  o f  e s t ab l i sh ing  a  
pe r sona l  r e la t ionsh ip .  

 

Did the candidate mention chatting with customers, 
colleagues and others regarding non‐work issues with 
the purpose of creating relationships? Did the 
candidate mention using knowledge of common 
interests to guide conversation? 

 

2. Develops Longer-Term Relationships: 
- Meets  r egu la r ly  wi th  o the rs  wi thou t  

spec i f i c  ob jec t ives ;  ma in ta ins  c lea r  con tac t  
w i th  o the r s  to  ma in ta in  r e la t ionsh ip .    

- May in i t i a te  oppor tun i t ie s  des igned  to  
improve  the  longe r - te rm work ing  
re l a t ionsh ip  w i th  the  cus tomer .  

 

Did the candidate express a desire to strengthen non‐
work relationships with the intent of potential future 
use for business?  Did the candidate initiate 
interaction with customers for the express purpose of 
building the relationship?  To score at this level, the 
candidate is working on developing existing 
relationships. 

 

3. Uses Relationships:  
- Cal l s  upon  es t ab l i shed  r e la t ionsh ips  to  ga in  

en t ry  to  h igher  leve ls /dec i s ion -makers  o r  to  
ach ieve  an  impor tan t  goa l .    

 

Did the candidate demonstrate relationships with 
others that have been useful for the organization? Did 
the candidate provide evidence of having used existing 
relationships to gain access to additional 
relationships?   

 

4. Creates Opportunities to Initiate 
Relationships:  

- Iden t i f i e s  s ign i f i can t  oppor tun i t i e s  fo r  
con t r ibu t ion ,  iden t i f i e s  key  con tac t s  in  
t a rge t  o rgan iza t ions  and  f inds  ways  to  
make  persona l  connec t ions .   

- Nur tu res  the  re la t ionsh ip  over  t ime  to  bu i ld  
rappor t  and  t rus t  and  deve lop  a  bas is  fo r  
fu tu re  in te rac t ions .  

 

Did the candidate provide examples of social events 
that were organized specifically to strengthen business 
contacts?  Did the candidate give evidence of give‐
and‐take with business relationships? Did the 
candidate provide examples of scanning the 
environment for potential partners? Did the candidate 
accurately assess the business benefit of pursuing 
alliances? To score at this level, the candidate is 
strategic in the relationships that are initiated. 

 

5. Builds a Network of External 
Relationships: 

- Deve lops  and  ma in ta ins  a  p lanned  ne twork  
o f  r e la t ionsh ips  wi th in  the  
ex te rna l / s t akeho lde r  communi ty .   

- Uses  the  ne twork  to  iden t i fy  oppor tun i t ie s ,  
ga the r  in fo rmat ion ,  and  seek  inpu t  to  
p rob lems,  wi th  a  v iew to  sus t a in ing  Pub l ic  
Se rv ice  exce l l ence .  

 

Did the candidate provide evidence of relationships 
that are useful for business purposes, or for expanding 
one’s network of relationships? Did the candidate 
specifically mention creation a network of 
relationships?  
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Results Orientation - is a concern for surpassing a standard of excellence.  The standard may be one’s 
own past performance (striving for improvement); an objective measure (achievement orientation); 
challenging goals that one has set; or even improving or surpassing what has already been done (continuous 
improvement).  Thus, a unique accomplishment also indicates a Results Orientation. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Works to Do Job Well:  
- Tr ies  to  do  the  job  we l l  o r  r igh t .   

- May express  f rus t r a t ion  a t  was te  o r  
ine f f ic i ency ,  bu t  does  no t  in i t i a t e  spec i f ic  
improvements .  

 

Did the candidate demonstrate a need to perform at a 
high level, without solid evidence that this level of 
performance was achieved?  

2. Creates Own Measures of Excellence:  
- Uses  own spec i f i c  me thods  o f  measur ing  

ou tcomes  aga ins t  a  s tanda rd  o f  exce l lence .   

- May focus  on  new or  more  p rec i se  ways  o f  
mee t ing  goa ls  se t  by  management .  

 

Did the candidate successfully meet performance 
standards set by management?  Is there evidence of 
specific action taken to ensure management’s targets 
were met?  

3. Improves Performance:   
- Makes  spec i f ic  changes  in  the  sys tem o r  in  

own work  me thods  to  improve  pe r fo rmance  
(e .g . ,  does  someth ing  be t t e r ,  fa s t e r ,  a t  
l ower  cos t ,  more  e f f i c ien t ly ;  improves  
qua l i ty ,  cus tomer  sa t i s fac t ion ,  mora le ) ,  
w i thou t  se t t ing  any  spec i f i c  goa l .  

 

Did the candidate discuss trying to improve 
performance without setting a specific goal? Did the 
candidate describe how he/she specifically improved a 
process without reference to a definitive goal (e.g. 
performance was improved but with no specific target 
level of improvement in mind)? 

 

4. Delivers to Meet Challenging Goals:   
- “Cha l leng ing”  means  i t  i s  a  de f in i t e  

s t r e t ch ,  bu t  no t  unrea l i s t i c  o r  imposs ib le .    

- Del iver s  to  spec i f i c  goa l s  and  improves  
pe r fo rmance .  

Did the candidate set and meet a challenging goal 
with a specific outcome in mind?  Did the candidate 
describe that others believed such a goal was very 
difficult or impossible? Was the candidate responsible 
for achieving a new performance standard?  In order 
to score this level, the candidate needed to 
demonstrate that a significant level of planning and 
effort was required to accomplish the goal. 

 

5. Makes Cost-Benefit Analyses:   
- Makes  dec is ions ,  se t s  p r io r i t i e s  o r  chooses  

goa ls  on  the  bas i s  o f  ca lcu la ted  inpu ts  and  
ou tpu t s :  makes  exp l i c i t  cons ide ra t ions  o f  
r e tu rn -on- inves tmen t  o r  cos t -benef i t  
ana lys i s .   

- Analyzes  fo r  r e l evan t  o rgan iza t iona l  
ou tcomes .  

 

Did the candidate specifically calculate costs and 
benefits of a possible goal and use this analysis as the 
basis for choosing goals? Did the candidate use data 
and trends to make goal related decisions (including 
not pursuing a goal because it would be too costly)?  

6. Takes Calculated Entrepreneurial Risks:  
- Commit s  s ign i f i can t  r e sources  and /o r  t ime  

( in  the  f ace  of  unce r ta in ty )  to  inc rease  
bene f i t s ,  ( i . e . ,  improve  pe r fo rmance ,  r each  
a  cha l l eng ing  goa l ,  implemen t s  innova t ive  
so lu t ions ,  e t c . ) .  

 

Did the candidate demonstrate that considerable 
effort was involved in the venture?  Did the 
candidate state that substantial resources were 
committed in order to achieve the goal? To score at 
this level, evidence of risk taking must be clear.  
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Teamwork and Co-operation - is the ability to work co-operatively within diverse teams, work 
groups and across the organization to achieve group and organizational goals. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Co-operates:   
- Par t ic ipa tes  w i l l ing ly ,  i s  a  “good  t eam 

p laye r , ”  does  h i s /he r  sha re  o f  the  work .  

- Suppor t s  t eam dec is ions .  

- As a  member  o f  a  t eam,  keeps  o the r  
t eam members  in fo rmed  and  up- to -da te  
abou t  the  g roup  process ,  ind iv idua l  
ac t ions ,  o r  in f luenc ing  even t s ;  sha res  a l l  
r e l evan t  o r  use fu l  in fo rma t ion .  

 

Did the candidate make a contribution to the team, 
and participate 100% with the team?  Was the 
candidate willing to “roll up his/her sleeves” and 
pitch in?  To score at this level, the candidate did 
not hold back any information that would 
contribute to the team’s goals. 

 

2. Expresses Positive Expectations of 
Team:   

- Expresses  pos i t ive  expec ta t ions  o f  
o the r s  in  te rms  o f  the i r  ab i l i t i e s ,  
expec ted  con t r ibu t ions ,  e t c . ;  speaks  o f  
t eam members  in  pos i t ive  te rms .   

- Shows respec t  fo r  o the r s ’  in te l l igence  
by  appea l ing  to  reason .  

 

Did the candidate talk about team members as 
valued and important contributors to the team 
goal? Did the candidate express positive 
expectations about team results and relying on the 
skills and contributions of team members?   

3. Solicits Input:   
- Genuine ly  va lues  o the r s ’  i npu t  and  

exper t i se ,  i s  w i l l ing  to  lea rn  f rom o the rs  
( inc lud ing  subord ina te s  and  pee r s ) .   

- Sol ic i t s  ideas  and  op in ions  to  he lp  fo rm 
spec i f i c  dec i s ions  o r  p lans .   

- Promotes  team co-ope ra t ion .  
 

Did the candidate invite others to discuss and share 
information to contribute to a decision? Did the 
candidate depend on others to make a decision, and 
believe without their support the goal would not be 
achieved? Did the candidate take specific action to 
resolve a conflict within the team?  To score at this 
level, the candidate must demonstrate a genuine 
appreciation of others’ input (rather than a means to 
achieving their own ends and gaining the team’s 
buy-in).  
 

 
 

4. Encourages Others:   
- Publ i c ly  c red i t s  o the r s  who  have  

pe r fo rmed wel l .    

- Encourages  and  empowers  o ther s ,  makes  
them fee l  s t rong  and  impor tan t .  

 

Did the candidate express his or her gratitude for a 
job well done, and create a positive environment?  
This includes encouraging co-operation and 
involving others in decision making.  

 

5. Builds Team Spirit:  
- Acts  to  p romote  a  f r i end ly  c l ima te ,  good  

mora le  and  co-opera t ion  w i th in  the  
t eam.  

- Pro tec t s  and  p romotes  g roup  repu ta t ion  
w i th  o the r s .  

Did the candidate ensure good relations between 
team members? Did the candidate take specific 
action to build team spirit and show his or her 
appreciation for the group?  e.g., arranging a social 
event or having a barbecue. Did the candidate 
demonstrate a desire to have a friendly work 
environment, and did he/she contribute to creating 
the sense of teamwork?   
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Self Development - involves proactively taking actions to improve personal capability. It also involves 
being willing to assess one's own level of development or expertise relative to one's current job, or as part of 
focused career planning. 

Behavioural Level Interpretive Guide Level 
Observed 

1. Updates Job Knowledge/Skills: 
- Keeps  ab reas t  o f  new in fo rma t ion  and  

deve lopment s  o r  bes t  p rac t i ces  in  own 
f i e ld  o f  exper t i se  ( e .g . ,  by  r ead ing ,  
l i a i s ing  w i th  o rgan iza t ion  and  bus iness  
co re  g roup  con tac ts ,  o r  by  a t t end ing  
ea rn ing  even ts ) .  

- Stays  cu r ren t  wi th  new too ls ,  me thods ,  
t echno log ies  o r  approaches  tha t  may  
po ten t i a l ly  impac t  the  overa l l  bus iness  o f  
the  organ iza t ion .  

 

Did the candidate demonstrate that he/she reads about 
materials, practices and methods identified as new in 
his/her filed? Did the candidate demonstrate an 
understanding of which tools, methods, technologies or 
approaches in his/her field might impact the overall 
business of the organization?  

2. Initiates Self-Development: 
- Analyzes  own pe r fo rmance  to  under s t and  

pos i t ive  exper iences  and  se t -backs  and  
t akes  spec i f ic  shor t - te rm ac t ion  to  
improve  pe r formance  in  cur ren t  j ob .  

- Appl ies  l ea rn ing  on  the  j ob .  
 

Did the candidate review their own performance 
explicitly for developmental purposes? Did the 
candidate demonstrate an ability to learn from 
experience and modify performance?  

 

3. Actively Seeks Feedback for 
Performance Enhancement:   

- Act ive ly  seeks  feedback  f rom o the r s  
inc lud ing  co l leagues ,  cus tomers / c l ien t s  
and  managers ,  and  in tegra tes  the  r e su l t s  
in to  pe r sona l  deve lopment  e f fo r t s .  

 

Did the candidate as for feedback from others explicitly 
fro development purposes? When the candidate received 
feedback, did they build it into current development 
plans?  

4. Takes Responsibility for Personal 
Career Development:   

- Seeks  ou t  new in fo rma t ion  and  
oppor tun i t ie s  to  enhance  compe tenc ies  and  
in tegra tes  the  re su l t s  in to  own ca ree r  
p l ann ing .  

- Takes  ac t ion  to  improve  own ab i l i t i e s  in  
l ine  w i th  ca ree r  goa l s ,  inc lud ing  
vo lun tee r ing  fo r  “ s t re t ch”  a s s ignmen ts  and  
t ak ing  on  inc reased  re spons ib i l i t i e s .    

 

Did the candidate seek additional development feedback 
beyond that offered by colleagues, customers/clients and 
managers? Did the candidate initiate developmental 
activities aligned with career goals?  

 

 
 


