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lJOB FUNCTION

ICAREER INTERESTS AND GOALS

COMPETENCIES,KNOWLEDGE OR SKILLS YOU NEED TO DEVELOP TO SUPPORT YOUR FUTURE INTERESTS

LEGEND:

*
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Need for Development:

H

- High (very high)

Required Level for Technical/Specialized Requirements:

Basic:
Working:
Advanced:
Expert:

Brief, general familiarity. Understanding of where knowledge can be applied, but very limited on-the- job application.
Detailed familiarity and understanding. Proficient in applying the knowledge and skills for regular job requirements.

M - Medium (significant)

A-actual

R-required

L

- Low (some need)

Comprehensive understanding (in-depth familiarity with fine points). Able to handle complex or non-routine application.
Comprehensive and conceptual understanding. Expert, "go-to" resource, can handle high complex problems or situations.
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The Core Competencies
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LT

Values Diversity

Communicates Interpersonally
Respects Others / Builds Trust
Fosters Vision, Mission and Values
Provides Customer Senice

Leads People —
Displays Initiative
Manages Change
Creates and Innovates

WORK SPECIFIC COMPETENCIES

Facilitates Workshops

Software Proficiency

Knowledge of HR Policies/Regulations
Labour Relations Management
Recruitment & Selection

Classifies jobs

Payrolls and Benefits Administration
Employment Equity
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Discussions on RFL website
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Definition

Makes DEecisions

Commits to a timely course of action using sound judgement and taking into

consideration organizational goals, values, resources, and constraints.

SKILL LEVEL 1
Description

Makes decisions in
accordance with
established guidelines
or commonly
accepted practice.

Key Behaviours

Recognizes when a
decision is required.

Asks appropriate
questions to define
the decision to be
made.

Collects readily
available information
relative to the
decision.

Recognizes
boundaries of
personal decision-
making authority.

Makes independent
decisions in straight
foreword situations in
a timely manner.

Takes ownership and
is accountable for own
decisions.

Explains, where
necessary, reasoning
behind the decision
made.

SKILL LEVEL 2
Description

Makes decisions in
situations that fall outside
established guidelines or
where the choice among
options is less obvious.

Key Behaviours

Balances the need for
making decisions with
limited infromation with the
risk of not acting.

Involves others having
information pertinent to
making a good choice.

Assesses probability and
serioudness of risks
associated with alternatives.

Uses discretion to make
authorized decisions.

Participates actively in group
decision making and is
enthusiastic in supporting
the results.

Contributes readily and
completely any pertinenet
information that may
improve decision making.

SKILL LEVEL 3
Description

Makes decisions that can set
precedents; that are based
on complicated alternatives;
that require wide support for
successful implementation.

Key Behaviours

Connects decisions to others
in the larger organization,
confirming they serve the
greater purpose, goals and
are mutually reinforcing.

Tests that those potentially
affected by the decision are
ready to make a choice or
are willing to implement.

Confirms that the level of
decision is appropriate (i.e.
prior decisions on which this
choice rests have been
made).

Identifies potential impact of
complex decisions on all
affected.

Builds consensus of suports
for eventual
decision/recommendation.

Uses more detailed
processes for arriving at
decisions, often drawing out
the opinions of those who
have quite different
perspectives.

Identifies and assesses
potential problems, and
recommends preventative
and contingent actions that
will protect implemntation of
decisions.

Maintains and monitors
appropriate accountability for
decisions throughout own
area of responsibility

SKILL LEVEL 4
Description

Builds the framework
for strategic decision-
making within the
organization.

Key Behaviours

Makes decisions that
advance the
organization’s vision
and goals

Makes decisions that
can set precedents or
are based on the
consideration of
complicated
alternatives or require
wide support for
successful
implementation.

Makes complex
decision on issues
that have far-reaching
implications, possibly
affecting other
organizations
accounting for public
perception and
government direction.

Makes/influences
decisions that
challenge the status
quo and provoke
growth and positive
development in the
organization.

Aligns organizational
decisions with broader
corporate strategic
direction.

Improves quality and
effectiveness of
decisions by ensuring
appropriate
participation (e.g.
community, public,
other departments /
jurisdictions
/agencies).



Models and fosters
accountability for
decision-making at all
levels.
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