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What is a….?

Skill

• Involves mastery of 
techniques and 
knowledge specific to a 
job function or one rea 
of a profession

Competency

• The enduring traits and 
characteristics that 
determine performance



Poll Question

• What is the primary use of competencies in your organization?



Poll Question Response





Core vs. Functional (Technical) Competencies

Core or Foundational
Part of a persons physical, psychological, and 
emotional makeup

Their “character”

Functional
A combination of core competencies and 
technical knowledge/experience

Their “capabilities”



CBM 
Framework



Behavioural Indicators

• Are actions demonstrated by the person that aligns with the competency

• Provides guidance for the person on how to demonstrate proficiency

• Provides guidance for performance assessors in conducting appraisals

• Not a comprehensive checklist or a “scorecard”

• This is why training is critical for assessors and for persons being assessed



Scalability Example









Competencies

Strategic 
Plan

Mission

Vision

Values

Competency 
Models

Performance 
Assessment

Identify Gaps

Career 
Development

Promotion

Evaluation



Questions?





Curriculum Map

Adaptability
Level 1                 Level 2

Communication
Level 1                   Level 2

Decision Making
Level 1               Level 2

Recruit Training D                               I A I D                            I

Field Training A                              D A D A                            D

Investigator I A                              D D D

FTO Training A A A                               









JIBC Competency
EQUITY, DIVERSITY, AND 

INCLUSION

Recognizes and values the diversity of 

others to foster respect, equity, and 

inclusion  (Level 1)  

Applies principles of diversity and 

inclusion when working with others 

(Level 2)
Values equity, diversity, and 

inclusion when working with 

others and treats others with 

respect

Acknowledges personal biases to manage 

one's attitudes, beliefs, and feelings towards 

others of diverse backgrounds

Demonstrates empathy to appreciate 

other points of views, value systems, 

and cultural protocols  
Seeks to minimize own impact of biases, 

personal perspective, and attitudes on 

actions and decisions

Solicits diverse and inclusive 

perspectives

Demonstrates understanding, and respect 

for people regardless of their culture, 

ethnicity, gender, age, race, national origin, 

language, religion, sexual orientation, family 

status, or other characteristics 

Seek and promote equitable 

outcomes from culture to culture

Addresses conduct, contact, or comment 

that fails to meet respect, equity, and 

inclusion values



Reliability & Validity

Reliability is a measure of the 
probability that a measurement 
procedure will yield the same (or 
similar) result when it is repeated

• Reliability does not guarantee 
accuracy (Babbie 1995)  

Validity refers to the extent to which 
an indicator (or set of indicators) really 
measure the concept under 
investigation

• Reliability + Validity does 
guarantee accuracy (Babbie 1995)  



How To Develop Competencies



Model Example:
Deardorff’s Model 
of Intercultural 
Competence



Generic Behaviour Indicators
❑Attitudes: Respect, openness and curiosity

❑Knowledge: Cultural self-awareness, cultural-specific knowledge, deep cultural knowledge 

(understanding of other world views), and sociolinguistic awareness

❑ Skills: Observing, listening, evaluating, analyzing, interpreting, and relating are skills necessary for 

processing knowledge

❑ Internal Outcomes: The attitudes, knowledge, and skills lead to an internal outcome that consists 

of flexibility, adaptability, and empathy.

❑ External Outcomes: The effective and appropriate behavior and communication are the visible 

external outcomes of intercultural competence.



Activity: Community Feedback Example A

From first contact with police officers at the hospital and afterward, Mr. 
and Mrs. Chow were treated insensitively with patronizing attitude and 
lack of sympathy. They were never given any information about the 
investigation to which they were entitled

Test the model.
Read the community feedback below and select all the KSAs from the model that apply.

Macpherson Report 1999



Poll Question with ask which 
one of five is applicable



Activity: Community Feedback Example B

Test the model.
Read the community feedback below and select all the KSAs from the model that apply.

Macpherson Report 1999

The Inspector on scene (most senior officer) displayed insensitive and racist 
behaviour. He assumed there had been a fight. He failed to assess the 
deceased’s friend, who was also injured, as a primary victim. He therefore 
failed to take advantage of the help that could have been provided.



Poll Question with ask which 
one of five is applicable



Workshop…. So lets work?



Summary
Cultural Competence is a transforming comprehensive 
organizational approach to integrating cultural diversity into all 
aspects of an organization’s structure and functions. It 
encompasses behaviours, attitudes, policies, and practices that 
honour and effectively respond to cultural diversity.
Cultural Competence: A Guide to Organizational Change. Ngo, H. V. (2008). Cultural competence: A guide for 
organizational change. Calgary, AB: Citizenship and Immigration Canada. 

To secure and maintain the respect and approval of the public means securing of 

the willing co-operation of the public in the task of securing observance of laws.

Sir Robert Peel





Community and Police Develop Competencies




