Competency Model for Harbor Planning and Research Director
The following competencies have been identified as those that best separate
superior from satisfactory job performance in the class of Harbor Planning and
Research Director.

3. Judgment and Decision Making
6. Attention to Detail
20. Job Knowledge
28. Supervision
35. Teamwork
51. Program Responsibility
59. Strategic Planning
On the following pages are descriptions of each competency, including a definition, the
level of the competency required for the class (italicized and underlined), examples of
behavioral indicators, and satisfactory and superior performance level.

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 guidance 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:
•
•
•
•
•
•

Effectively responds to atypical situations.
Asks questions or otherwise obtains additional relevant information to make a
decision.
Formulates a decision and necessary actions based on available facts.
Correctly infers appropriate response based on information provided and
existing policies, personal experience, and/or consultation with others.
Discusses conclusions/possible responses with others before taking action as
necessary.
Considers impact of decisions on all affected parties.
Performance Levels:

Satisfactory

Superior

Correctly assesses routine and unusual
situations and reaches appropriate
conclusions for actions needed.
Obtains additional information and/or
consults with others as necessary.

Evaluates new situations accurately to
establish an appropriate response or
plan of action. Recognizes the impact
on all affected parties, as well as the
possible
ramifications
and/or
repercussions of setting a precedent.

6. ATTENTION TO DETAIL – Extremely careful in addressing all aspects of each
work assignment in order to produce “completed staff
work” and/or avoid any negative outcomes.

Level of Competency Required by Job:
Level 1:

Ensure all aspects of work assignment are completed as directed.

Level 2:

Verify that each aspect of work assignment is properly completed;
make logical inference regarding additional activities that may need
to be performed to produce “completed staff work.”

Level 3:

Include evaluation of final work/work product in its
accomplishment; make adjustments as possible to improve.

Examples of Behavioral Indicators:
•
•
•
•
•
•

Carefully checks all aspects of work for completion and accuracy before
submitting.
Identifies errors (for example, typo’s, computations, measurements,
application of laws/rules/policies) and corrects them prior to submitting.
Cross-checks work against available resources.
Sets up a means of checks and balances to ensure work accuracy.
Considers changes in final work product to ensure usability by recipient.
Completes all revisions upon request.

Performance Levels:
Satisfactory

Superior

Ensures that each task accomplished
represents “completed staff work.” No
remaining details/ inconsistencies for
others to address.

All aspects of each task completed are
verified to be correct. Identifies any
foreseeable consequences of work that
may need to be addressed and does
so.
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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 acquired after hire in a brief orientation, short training
program, or through on-the-job training.

Level 2:

Knowledge acquired through an apprenticeship or extensive
training program, or long duration of job performance.

Level 3:

Knowledge acquired through a prolonged external course of study
and/or extensive training and experience within the City.

Examples of Behavioral Indicators:
•
•
•
•
•

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.
Performance Levels:

Satisfactory

Superior

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

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.
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Job Knowledge Areas
1. Knowledge of principles, practices, and methods of economic research.
2. Knowledge of cost, revenue, and benefit elements involved in the design, construction,
modernization, and operation of large harbor and marine terminal facilities.
3. Knowledge of the methods of advanced and current planning activities to attract and
develop commercial enterprises.
* 4. Knowledge of the economic considerations and other factors determining trade route

market share, pricing, and methods of transportation.
5. Knowledge of the characteristics and facilities of other large ports and harbors,
particularly those on the Pacific Coast.
* 6. Ability to do independent research and make sound administrative analyses and

recommendations.
* 7. Ability to supervise, organize, direct, and review the work of staff.

8. Knowledge of safety principles and practices.
9. Knowledge of laws and regulations related to Equal Employment Opportunity.
10. Knowledge of City personnel rules, policies, and procedures.
11. Knowledge of Memoranda of Understanding as they apply to subordinate personnel.
* 12. Ability to deal tactfully and effectively with employees, management, elected officials,

and the general public.
* 13. Ability to prepare oral and written reports and recommendations concisely, logically,

and convincingly.
14. Knowledge of city, county, state, federal, and other regulations impacting development
in the Harbor area.
15. Knowledge of principles, practices, and methods of economic development strategies.
16. Knowledge of principles, practices, and methods of strategic planning.

1

1

*Indicates knowledge needed at entry
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28. SUPERVISION – Ability to assume direct responsibility for all aspects of the
performance of a work group, which requires knowledge and/or
ability in the areas of:
•
•
•
•
•
•
•
•
•
•
•
•

Planning and goal setting
Creating a safe and positive work environment
Establishing standards and training employees
Motivating employees and teambuilding
Performance Management (assigning, monitoring, facilitating, reviewing and
evaluating work, and providing feedback)
Supporting and developing employees through delegation and participation
Taking disciplinary action including progressive discipline
Provisions of employees’ MOU’s and handling grievances
Legal requirements including EEO, ADA, FLSA, FMLA, and Workers’
Compensation provisions
Civil Service Commission Rules and Policies related to the management of
employees
Administrative Code provisions related to the management of employees
Budget processes sufficient to request and justify expenditures in a correct and
timely manner

Level of Competency Required by Job:
Level 1:

Supervises small workgroup of employees performing the same or highly
related work.

Level 2: Supervises a larger workgroup of employees performing various types
of work.
Level 3:

Supervises employees including provision of coaching and advice to
subordinate supervisors.

Examples of Behavioral Indicators:
•
•
•
•

Plans, assigns, and monitors work progress.
Trains employees to do work.
Evaluates work and gives positive and negative feedback.
Displays knowledge of legal requirements including applicable Federal and State
laws, Administrative Code provisions, Civil Service Commission Rules and
Policies, and MOU provisions.
Performance Levels:

Satisfactory
Superior
Proficiency in supervision sufficient to
supervise a workgroup in terms of task
orientation, interpersonal concerns, and
personnel administration.

Proficiency in supervision sufficient to
serve as a resource to others and/or
represent department position in a
public forum.
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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.
Provides constructive criticism and feedback to team members to improve
overall functioning of team.
Assigns credit to team for accomplishments.
Performance Levels:

Satisfactory

Superior

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.

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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51. PROGRAM RESPONSIBILITY – Directs all aspects of an ongoing multi-faceted
program/function to ensure resources are
continually available and actions are
continually taken at proper times to accomplish
its objectives.

Level of Competency Required by Job:
Level 1:

Plan, coordinate, and direct the operation of a multi-faceted
program/function.

Level 2:

Plan, coordinate, and direct the operation of a large-scale,
multi-faceted program/function or several smaller-scale
programs/functions.

Level 3:

Plan, coordinate, and direct the operation of a very large-scale,
multi-faceted program/function or multiple programs/functions.

Examples of Behavioral Indicators:
•
•
•
•
•
•

Plans and directs the day-to-day and long-range operation of the
program(s)/function(s)
Secures necessary resources for successful performance.
Clearly designates roles/responsibilities/accountability.
Monitors the processes and products of the operation to ensure they meet
standard; makes adjustments when needed.
Addresses failure to perform or other problems in a timely and effective
manner to minimize negative impact.
Audits the processes and products of the operation to identify opportunities
for improvement.

Performance Levels:
Satisfactory

Superior

Ensures sufficient staff and resources
are available to continually accomplish
objectives of the program/function.
Directs staff and establishes personal
responsibility/accountability.

Continually seeks to improve the
program/function
to
maximize
productivity and minimize use of
resources.
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59. STRATEGIC PLANNING – Establishes plans in a way that will achieve vision for
the future.

Level of Competency Required by Job:
Level 1:

Recognizes that no work organization is static, so identifies how an
improved organization would function and develops plans to create
such an organization.

Level 2:

Considers factors in the external environment, best practices,
and internal organizational factors to develop a vision for the
future; identifies feasible changes/innovations in support of
the vision.

Level 3:

Considers social, economic, legal, and political trends and the “big
picture” of the organization to establish a vision for its effective
operation in the world of the future.

Examples of Behavioral Indicators:
•
•
•
•
•

Establishes and keeps up-to-date a “strategic plan.”
Articulates how current trends and anticipated future events are expected to
impact the organization.
Identifies actions the organization can take to accommodate or leverage
trends and future events.
Recognizes that evolution/change will occur, and without an attempt to
manage it, that it is unlikely to be in the best interest of the organization.
Accepts that even when many factors are unknown or their certainty is
questionable, that which is known with any degree of certainty can be
effectively used to formulate plans.
Performance Levels:

Satisfactory

Superior

Considers
the
future
when
establishing
current
day-to-day
operational practices. Envisions an
improved organization and identifies
specific actions to help create it.

Understands
that
the
larger
environment
in
which
the
organization exists is influenced by
and influences the organization.
Notwithstanding
uncertainties,
formulates a vision and plans to
achieve it.
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