COMPETENCY MODEL FOR
AQUARIST (2400)

The following competencies have been identified as those that best separate superior
from satisfactory job performance in the class of AQUARIST. (Numbers refers to the order
of the competencies in the Competency Bank.)

3. Judgment and Decision Making

20. Job Knowledge

21. Technology Application

23. Equipment Operation

33. Interpersonal Skills

35. Teamwork

47. Written Communication

48. Shares Knowledge and Information

On the following pages are descriptions of each competency, including a definition, the
level of the competency required for the class (italicized, bolded, and underlined),
examples of behavioral indicators, and satisfactory and superior performance levels.



3. JUDGMENT AND DECISION MAKING — Accurately assesses situations, seeks new
information if necessary, and applies all
available information to reach sound
conclusions/formulate effective response.

Level of Competency Required by Job:

Level 1: Training and guidelines needed to respond to immediate situations
within very specific function are provided (or supervisor available to
assist).

Level 2: General information and quidance to assist in responding to a
variety of situations across a range of circumstances are

provided.

Level 3: Little guidance available for responding to a wide range of complex
situations with far-reaching and/or enduring consequences.

Examples of Behavioral Indicators:

o Effectively responds to atypical situations.

e Asks questions or otherwise obtains additional relevant information to make a
decision.

e Formulates a decision and necessary actions based on available facts.

e Correctly infers appropriate response based on information provided and
existing policies, personal experience, and/or consultation with others.

e Discusses conclusions/possible responses with others before taking action as
necessary.

e Considers impact of decisions on all affected parties.

Performance Levels:

Satisfactory Superior

Correctly assesses routine and Evaluates new situations accurately
unusual situations and reaches to establish an appropriate response
appropriate conclusions for actions or plan of action. Recognizes the
needed. Obtains additional impact on all affected parties, as well
information and/or consults with as the possible ramifications and/or
others as necessary. repercussions of setting a precedent.



20. JOB KNOWLEDGE - Knows information required to perform a specific job.
Includes both widely available courses of study (for
example, chemistry, human resources management,
graphic arts) and City-specific information (parking

regulation

and ticketing practices; purchasing

procedures; provisions of the City Charter).

Level of Competency Required by Job:

Level 1: Knowledge is concrete, factual, and/or procedural and may be
defined by the organization. Situations in which it is applied are quite
consistent.

Level 2: Knowledge is substantive and may be defined by an external

trade, field, or profession. Situations in which it is applied vary

and, as such, require breadth and depth of understanding.

Level 3: Knowledge is abstract, conceptual, and/or complex and may be
supported by a well-defined academic discipline or authoritative
sources (e.g., laws, ordinances, government guidelines/regulations/
codes). Situations in which it is applied may vary greatly or be novel.

Examples of Behavioral Indicators:

Performance Levels:

Satisfactory

Sufficient job knowledge to perform
work correctly independently. Answers
technical questions about  work
correctly.

Performs work correctly/avoids technical (job content related) errors.
Answers technical questions about work accurately.

Asks few technical questions about the performance of routine work activities.
Offers advice (“‘coaching”) to new employees regarding their work.

Develops training programs for other employees.

Sought out as a source of information by others.

Superior

Expertise in technical job information
sufficient to serve as a resource to others.
May develop training manuals/ programs
and/or give internal and/or external
presentations related to work.



Job Knowledge Areas

Technical Competencies

1.

Knowledge of physical and chemical factors necessary to create a healthy aquatic
environment such as proper water quality, lighting, and substrates sufficient to support
the health and wellbeing of a wide variety of live aquatic animal and plant species.

. Knowledge of husbandry methods used to care for aquatic plants and animals such

as amphibians, reptiles, fish, invertebrates, and algae sufficient to ensure the highest
quality health and welfare of the collection.

Knowledge of ecology and biology of aquatic life including community dynamics, prey
and predator relations, and nutritional needs sufficient to create a meaningful and
healthy aquarium exhibit.

Knowledge of locations, techniques, and equipment used to safely collect aquatic
plants and animals such as tide pools, scuba diving, hand nets, traps, rods and reels
sufficient to capture live organisms in a safe manner which minimizes injury to targeted
species and their habitats.

Knowledge of mitigation practices and methods for common aquatic animal diseases
and parasites such as using disinfectants, treating diseases under veterinary
supervision, and quarantining practices sufficient to prevent the spread of aquatic
disease and maintain the highest quality of health and welfare of the collection.



21. TECHNOLOGY APPLICATION — Correctly applies technology as required on
the job; conceptualizes improvements in work
through introducing and/or enhancing use of
technology.

Level of Competency Required by Job:

Level 1: Expert in_the use of technology required for own job. May

identify additional applications for currently used technology to

enhance own work and/or work of others.

Level 2: |dentify additional technology to be applied to improve own work
and/or work of others and/or enhanced use of current technology to
improve the operations of an entire function or department.

Level 3: Identify new technology application to improve/enhance work of an
entire function, department, or organization.

Examples of Behavioral Indicators:

e Demonstrates mastery of technical applications required for current work.
e Suggests additional applications of existing technology that improve

productivity.

¢ |dentifies new technology that can be applied to improve existing operations.
e Provides convincing justification for investment in new technology versus

anticipated benefits.

e Presents compelling arguments to justify purchase of existing software (with or
without modification) versus in-house development.

Performance Levels:

Satisfactory

Knows and correctly applies current
technology as required on the job.
Extends use of current technology to
improve efficiency of accomplishing
additional tasks.

Superior

Recognizes opportunities to apply
technology to improve  work
processes in a function, department,
or the entire organization. Identifies
and justifies specific technology for
specific uses.



Technology Application Areas

1. Application of hardware and software tools used for recording aquarium/specimen
conditions such as TRACKS and ZIMS sufficient to keep record of animals on hand,
make sure all animals are fed appropriately, and ensure the health and wellbeing of a
wide variety of specimens across different aquarium exhibits.

2. Application of the technology used in life support systems such as chlorine injectors
and water monitoring devices sufficient to analyze and maintain the life support
systems as well as the habitats which they reside in.



23. EQUIPMENT OPERATION - Operates specialized equipment in performance
of job duties.

Level of Competency Required by Job:

Level 1: Operate equipment based on on-the-job training.

Level 2: Operate equipment based on attendance at a training program and
practice.

Level 3: Operate equipment for which in-depth, complex training was

required and which may require certification.

Examples of Behavioral Indicators:

e Operates equipment proficiently.

e Operates equipment with strict adherence to safety procedures.

e Understands the operation of equipment used on the job and correctly answers
questions about it.

e Willingly participates in any training necessary to maintain up-to-date
knowledge of equipment operation.

Performance Levels:

Satisfactory Superior
Operates equipment safely and with a Operates equipment with extreme
high degree of proficiency. proficiency and correctly answers

questions about its operation. Trains
and/or coaches others in the
operation of equipment.



1.

Equipment Operation Areas

Knowledge of electrical and mechanical components of aquatic life support systems
including pumps, filters, UV sterilizers, ozone systems, and fractionators sufficient to
conduct routine maintenance, operations, and repair of such systems.

Knowledge of equipment, materials, methods, and techniques used to construct
aquatic habitats within an aquarium exhibit such as use of plumbing, adhesives,
plastic materials (Acrylic, ABS, etc.), and lighting sufficient to fabricate a habitat and
life support system for various aquatic species.

Knowledge of scuba diving equipment and its proper operation, including wetsuits,
masks, fins, buoyancy control devices, and regulators sufficient to safely breathe and
navigate when underwater for the purpose of maintaining exhibits and/or collecting
aquatic plants or animals.



33. INTERPERSONAL SKILLS - Interacts effectively and courteously with others.

Level of Competency Required by Job:

Level 1: Interact with members of the workgroup, supervision, and/or the
public in a cordial, service-oriented manner.

Level 2: Interact across department lines and with appointed City
officials, and/or members of the public, at times under
adversarial circumstances, in a cordial, respectful manner.

Level 3: Interact with appointed and elected City officials, department heads,

representatives of external organizations, and/or the media in a

cordial, effective manner.

Examples of Behavioral Indicators:

agenda.”

Performance Levels:

Satisfactory

Behaves in a courteous, respectful,
cooperative manner toward co-workers,
other City employees, and members of
the public.

Works well with others toward mutual objectives.

Does not arouse hostility in others.

“Disagrees without being disagreeable.”

Elicits acceptance/cooperation from others.

Affords all individuals respect, regardless of their role or status.

Effectively addresses concerns of politicians or others who may have their “own

Superior

Facilitates positive interpersonal
relations withinf/among workgroups and
toward members of the public. Adept at
finding similarities and grounds for
cooperation/mutual benéefit.



35. TEAMWORK - Interacts effectively with others to achieve mutual objectives;
readily offers assistance to others to facilitate their goal
accomplishment.

Level of Competency Required by Job:

Level 1: Work effectively as a member of a work unit or project team. Readily
offer assistance to others when they have too much work or have too
little.

Level 2: Work effectively as a team member in which different people have
different roles/responsibilities and perspectives. Identify points for
collaboration with co-workers; readily offer and request assistance.

Level 3: Work effectively as a part of an interdependent team (your work
gets done only if the work of the whole team is done; evaluation
of team performance is more relevant than individual
performance).

Examples of Behavioral Indicators:

Discusses work-related matters with co-workers.

Offers and requests assistance readily.

Offers and is receptive to suggestions.

Identifies problems with workflow that will prevent team from accomplishing its

goals.

e Provides constructive criticism and feedback to team members to improve
overall functioning of team.

e Assigns credit to team for accomplishments.

Performance Levels:

Satisfactory

Cooperates with co-workers and
fulfills responsibilities as a member of
a project team. Maintains a focus on
common objectives and offers and
requests assistance readily.

Superior

Sees the team as a whole;
acknowledges that performance of
the team is what in reality is evaluated
by others. If anyone fails, everyone on
the team fails.
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47. WRITTEN COMMUNICATION — Communicates effectively in writing.

Level of Competency Required by Job:

Level 1: Write notes/e-mails. Completes forms with some open-ended
responses (sentences).

Level 2: Write letters, articles/reports, and/or detailed descriptions of
activities/occurrences.

Level 3: Write lengthy reports, instruction manuals, in-depth analyses/
reviews of complex issues and/or articles for publication. Reviews
the written work of others.

Examples of Behavioral Indicators:

e Writing includes the necessary information to convey the intended message.
Sufficiently few errors in spelling, punctuation, grammar to not interfere with the
intended message or distract the reader.

Little editing or re-writing needed to produce a final product.

Composes materials efficiently.

Information is presented in a well organized manner.

Tone and degree of formality are appropriate to the purpose and audience.

Performance Levels:

Satisfactory Superior

Writes material that clearly Precisely uses words and organizes
communicates the necessary information in a way that enhances
information; needs little editing. presentation of the message. Virtually

no editing needed.
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48. SHARES KNOWLEDGE AND INFORMATION — Conveys all information

Level of Competency Required by Job:

relevant to each involved party
in a thorough and timely
manner.

Level 1: Provide job-related information as it becomes available to others who
are likely to need it or to whom it might be helpful.

Level 2: Keep all involved parties informed of work/project progress and other
new information. Tailors content, level of detail, and timing of
information provided to the perspective of each recipient

Level 3: Recognize different needs for different information and provide

all affected parties with a description of the “biqg picture” as well

as the breadth and detail of information relevant to their

perspective.

Examples of Behavioral Indicators:

Provides thorough explanations with all relevant details.

Uses multiple means of communicating (e.g., e-mail, telephone, meetings).
Provides status reports of work/project progress to all involved parties.
Informs others of changes at the earliest feasible time.

Uses multiple addressees and “copies” others so all parties see exactly the

same information and know who already has been informed.
e Draws from job knowledge and work experience to provide thorough

descriptions and explanations.

Performance Levels:

Satisfactory

Readily communicates new, job-
related information to all employees
to whom it is relevant. Provides a
level of detail and explanation
appropriate to the recipient.

Superior

Ensures that all involved parties are
provided the maximum amount of
information feasible in as timely a
manner as possible to facilitate
work/project status. Shares job
knowledge and experience to serve
as a mentor or coach to others.
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