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The Five W’s

• What are they and how are they used?
• The Leadership Competencies are integrated within human resources processes and 

recruitment and can serve as the basis for selection, learning and development, performance 
and talent management of employees in the public service.

• Why are they important?
• The Public Service in PEI is changing rapidly. Effective government requires dedicated and 

high-performing public service leaders who inspire others to do their best work for Prince 
Edward Island and our Island community. 

• Who can use them and when?
• Any employee in the organization has access to these leadership competencies. Whether you 

are an aspiring leader or someone in a leadership role,  you can use them to guide self-
reflection and assessment, or as current leaders for PD/ career planning  and developing 
others, or for recruitment, or talent management. They can be used immediately and often 
by anyone.



Background and Evidence Informed Planning

2016 - The Public Service Commission (PSC) contracted an external consultant to do research into how competencies are 
used in organizations, conduct an inter-jurisdictional scan and work in conjunction with the PSC to develop a leadership 
competency framework that would be appropriate for PEI Civil Service.

2017 – The PSC’s Deputy Minister Council Ad Hoc provided feedback on initial draft of competencies. Inter-jurisdictional 
research  through the Public Service Commissioner’s group revealed that while there are numerous leadership 
competencies frameworks, there is a need to strengthen the development of mid-level leaders, and specifically on 
“leading self” competency.

2018 – The local advisory committee provided feedback and revisions to the proposed competency model were 
implemented. In addition, this working group began to develop a draft training model and strategy that could be 
implemented to support mid-level leaders in PEI.

LEADS content is subject to intellectual property protection worldwide, and is used here with permission



The Research: Mid Level Leaders

• Research and evidence informing mid-level leaders (2017)
• Lack of research and strategies re: best practices
• The competency most in need was around “Leading Self”

• Issues
• Lack of time to attend training
• Insufficient evaluation of development options 
• The need to provide a variety of experiences/ mobility options

• Research identified a need to diversify learning approaches (70-20-10) and 
to nurture the leading self competency.

• We looked to best practices shared by British Columbia, Manitoba, and 
Northwest Territories to inform our Mid-Level Leaders Program



Competencies and Job Descriptions

• Competencies are the skills, 
attitudes and behaviours that 
demonstrate “how” a job should be 
done.

• Job descriptions describe “what” 
the work of the position is and what 
tasks are included.

Recruitment: 

uses behaviour to assess abilities related 
to job competencies as well as technical 

skills/knowledge/education requirements 
for a position

Role Definition: 

defines how employees perform their work 
(competencies related to the job 

description)

Performance Management: 

sets consistent expectations for behaviour 
and provides a feedback system for 

competencies linked to job performance

Development/Training:  

creates consistent learning outcomes for 
employees and leadership development 

programs

Succession Planning:  

assists the organization in ensuring 
employees have the required 

competencies in addition to the technical 
skills required to fill internal positions

Integrated Leadership 
Competency Model



1. Influence and Self Awareness - Understands their 
strengths and limitations and how these influence 
performance

2. Builds Relationships - Establishes strong working 
partnerships with individuals, teams and others to create 
opportunities and develop the organization

3. Leads Others - Models public service values of respect, 
accountability, integrity and excellence to build a positive 
workplace culture

4. Focus on Results - Promotes vision linked to 
organizational objectives with a strong results orientation 
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Ways to Pursue Leadership Development 

1. By participating in PD sessions in our Pathways to Learning Calendar (Under 
“Leadership and Management”)

2. By applying to Leaders in Action an 18-24 month program for those interested 
in developing their leadership skills and are committed to assuming a senior 
leadership role and position in the public service as part of their career plan

3. By participating in the Mid-Level Leaders Insights Transformational Leadership 
Program – a 6 month program for Managers in the Civil Service (ask your HR 
manager)

4. By pursuing other external Leadership Development opportunities, and 
applying for funding through the Training and Development Fund(s) Excluded 
and Unionized.

https://psc.gpei.ca/pathways-for-learning-course-selection
https://psc.gpei.ca/leaders-action-pathway
https://psc.gpei.ca/development-and-training-fund-excluded
https://psc.gpei.ca/funding-for-training


PDP Completion Remains a Standing Corporate 
Initiative 
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In the last twelve months, my
supervisor and I have had a

discussion about my learning
plan/development

In the last twelve months, my
supervisor and I have had a
formal discussion about my
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I have opportunities for career
growth within the government

of PEI



PDP Completion Remains a Standing Corporate 
Initiative  

Why conduct PDPs?
• Shows SMD cares and takes the 

time to talk/ coach
• Support effective communication
• Helps set learning goals
• Improve understanding about role 

and performance expected
• How work contributes to 

government
• Helps identify possible pathways 

for career growth

Research shows PDPs:
• Helps enhance performance 

through reflective practice (which 
helps change behavior in some 
cases) (Anseel et al, 2009)

• PD + accountability (Smith & 
Tillema, 2001)

• Learning and development vs 
remediation (Beausaert, Segers, & 
Giselaers, 2011)

• PDPs support employee learning 
and performance + self 
directedness (Lejeune et al,. 2016)



Supervisors, Managers, Directors (SMD)

• HR Managers are available to work with your teams

• Integrated with HR planning

• Provision of tools and resources to communicate about the Leadership 
Competencies Framework and how to use it: 

1. This slideshow
2. The Framework
3. Four Self Assessments
4. PDP process
5. Preparation for interviews – questions
6. Career planning resources



Employee Responsibility
Career Planning

http://iis.peigov/ee/careerplanning/career.php


Engagement Activity #1 – Self Assessment

1. Read through the Framework

2. Complete the self assessments for each leadership competencies 
(for yourself)
• [Compare the results with your Insights profile if you have one]

3. Reflect - Where are you going to pursue learning opportunities to 
advance your leadership skills and why?

4. This can be a way to encourage your employees to engage with the 
framework



Engagement Activity 2 – PDP/ Career Planning

• Resources: PDP materials, Career Planning, Learning through 
Feedback

• Conduct a PDP exercise annually
• Management: What questions can you ask to support their learning and 

development in the area of leadership? What resources do you use? What 
questions do you ask?

• Employee: Share your PD Plan and articulate your goals to your manager –
link it to your job responsibilities (accountability) and your future goals 
(career planning)

https://psc.gpei.ca/performance-management
https://psc.gpei.ca/career-planning
http://iis.peigov/ee/ltf/index.php


Resources

Learning through feedback: http://iis.peigov/ee/ltf/

Performance Management: http://iis.peigov/ee/performancemanagement.php

Career Planning: https://psc.gpei.ca/career-planning

http://iis.peigov/ee/ltf/
http://iis.peigov/ee/performancemanagement.php
https://psc.gpei.ca/career-planning


Engagement Activity 3 – Using the Leadership 
Competencies in Talent Acquisition
• Resource –list of staffing questions based on the leadership 

competencies available from your HR Manager

• When you are posting a leadership position in your area, work with 
HR and/or Staffing Consultants to select questions related to the 
leadership competencies for the elements (behaviours expected for 
that job) related to the position for both PQ review and interview 



Questions?

Dr. Alaina Roach O’Keefe, Corporate HR Planning Consultant

alroachokeefe@gov.pe.ca

902-368-4186


