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Agenda

• Supervisor Competency Resources

– Why Supervisor Competency?

– Previous Work

– Key Features

• Next Steps
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New Resources

• Critical Competencies for Supervisors

– Reference to competency topics for supervisors including 

examples of key skills, knowledge, abilities and behaviours.

• How to Guidance 

– Leverage existing industry resources to share updated 

perspectives of competency

– Highlight challenges faced by new and mature programs



New Resources

https://www.energysafetycanada.com/Standards/Programs/Supervisor-Competency
https://www.energysafetycanada.com/EnergySafetyCanada/media/ESC/Programs/ESC_SupervisorCriticalCompetencies.pdf
https://www.energysafetycanada.com/EnergySafetyCanada/media/ESC/Programs/Supervisor-Competency-Guide-Jan2021.pdf


Why Supervisor Competency?
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• Supervisor competency was identified as an area of 

concern for the oil and gas industry

• Energy Safety Canada completed an industry scan of 

producers, service companies and like-minded 

organizations



Industry Findings

• Each organization was going through change

– Consolidating systems

– Identifying key competencies

– Phased approach for training supervisors

• Focus was on systems and leadership training

– Soft skills and company values

– Specialized component to meet business needs
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Supervisors have a critical role

• Regulatory responsibilities

• Address activities not aligned with expectations

• Competent supervision reduces the risk of incidents 

and injury
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Life Saving Rules Connection

• Fit for Duty Rule

• Recognize when worker is 

not fit or capable to do the 

job safely
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Previous Work

2002

IRP 7 Wellsite Supervisors

2011
COAA Best Practice Tools

2010
Supervisor Competency

Program Development

2005
SARA Course

2013
INSHPO

2014
IOGP Geophysical

2017
CAPP Critical Competencies

Competency Management Systems

Supervisor Leadership Course

2019

IRP 7 Critical Comp

2020
IOGP Info



Industry Resources

ESC: Supervisor 

Competency:

A Program 

Development 

Guideline

ESC: Competency 

Management 

Systems: 

A Program 

Development 

Guideline

DACC IRP 7:

Competencies for 

Critical Roles in 

Drilling and 

Completions

CAPP: Critical Roles 

and Competency

https://www.energysafetycanada.com/_Resources/Guidelines-Reports/SUPERVISOR-COMPETENCY-GUIDELINE
https://www.energysafetycanada.com/_Resources/Guidelines-Reports/SUPERVISOR-COMPETENCY-GUIDELINE
https://www.energysafetycanada.com/_Resources/Guidelines-Reports/COMPETENCY-MANAGEMENT-SYSTEMS-A-PROGRAM-DEVELOPMEN
https://www.energysafetycanada.com/_Resources/Guidelines-Reports/COMPETENCY-MANAGEMENT-SYSTEMS-A-PROGRAM-DEVELOPMEN
https://www.energysafetycanada.com/MainSearch?searchText=IRP%207
https://www.energysafetycanada.com/MainSearch?searchText=IRP%207
https://www.capp.ca/wp-content/uploads/2019/11/Critical_Roles_and_Competency_Gui-295563.pdf


Supervisors Competency (2010)

• Effective leadership and 

communication are 

imbedded into each 

element
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Supervisors Competency (2010)
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Supervisors Competency (2010)
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• Tools and templates

Appendix A: Acronyms and Glossary
Appendix B: Characteristics and Attributes of a competent supervisor
Appendix C: Supervisor Attributes Assessment Outline
Appendix D: Assessment Questions
Appendix E: Example Development Scorecard
Appendix F: References



Supervisors Competency (2010)

23

• Examples of leadership 

activities

1. Establish goals and objectives for the worksite

2. Provide oversight and guidance at the worksite

3. Lead by example

4. Demonstrate integrity

5. Promote a positive health, safety and environmental 
culture

6. Provide motivation and recognition

7. Encourage teamwork (promote operational synergies)

8. Facilitate worker participation

9. Manage accountability

10. Manage time and priorities

11. Manage change

12. Solve problems

13. Manage conflict resolution

14. Make decisions within level of authority

15. Provide coaching of other supervisors and workers

16. Delegate authority and responsibility

17. Ensure compliance to company, industry and regulatory 
standards

18. Manage risk and conduct risk assessments

19. Identify opportunities for improvement



Critical Roles and Competency 
(2017)

• Strategic guidance and 

consistent approach

• Oil and gas operations are 

planned and executed by 

competent personnel
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Industry misconceptions

• There is no one-to-one 

relationship between 

training and competency

• There is no definitive end 

to the process of 

competencies
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Learning model

• 70:20:10 model

• Reassess and repeat, 

developmental planning if 

required
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Management Systems (2017)

• Outlines principles of 

competency management 

for employers

• Steps for designing and 

implementing a CMS
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Management Systems (2017)

ESC Competency Management System (Stages and Phases)
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DACC’s IRP 7 (2019)

• Previous version focused on 

training and certificate 

requirements

• Is now a process for 

employers
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DACC’s IRP 7 (2019)
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DACC’s IRP 7 (2019)

• Empowers employers to 

manage competency on 

their terms

– Prioritize development plans

– Apply resources where they 

have the most impact
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New Resources



Task Group Objectives

• Align on competencies (health and safety and soft 

skills) deemed critical for supervisors

• Leverage existing resources to develop how to 

guidance



Setting the boundaries

• Define supervisor – Those who direct the performance 

of work

• Focused on transferable skills

• Avoided technical skills such as specialized safety 

knowledge



What’s critical



Critical Competencies Focus

• Intended to assess readiness or guide existing 

supervisors



Critical Competencies



A competent supervisor:

• Plans and Prioritizes

• Engages the Workforce

• Identifies and Mitigates Hazards

• Executes work



Critical Competencies Design

Competency Category

Subgrouping

Outcome

• Examples of knowledge, 

skills, abilities, behaviours



Critical Competencies Examples:

• Plans and Prioritizes: The resources required to 

achieve the desired standard(s) can be used under 

the conditions at the required time.

Develops work plans and applies lessons learned

– Plans ahead (monthly, quarterly, yearly) to anticipate 

timelines and barriers

– Collaborates with others completing critical tasks



A competent supervisor:

• Engages the Workforce: Communication and 

collaboration that supports completing work to the 

desired standard(s)

Develops a team environment and supports those 

performing work under their direction

– Demonstrates comprehension of work standards by 

highlighting critical components to effectively mentor 

employees  before, during and after the task



A competent supervisor:

• Identifies and Mitigates Hazards: The risk is reduced 

to a level acceptable to the organization

Conducts workplace assessments

– Provides coaching opportunities when there are deviations 

from the work  standard(s)

– Appraises evidence of workers qualifications and experience 

suitability prior to executing work



A competent supervisor:

• Executes work: Tasks are completed to the desired 

standard(s) under a variety of conditions

Reinforces roles and responsibility

– Sets reporting expectations to those being directed

– Provides information about the desired work standard(s) to 

those being directed



How-To Guidance Document

• Leverages industry 

resources

• Concepts can be applied to 

any target audience



Common Language and Concepts

• …..the application and integration of qualification, 

knowledge, skills, abilities and behaviours to achieve 

an outcome under conditions to a specific standard of 

performance”

• ……ability to perform based on a combination of 

knowledge, practical and thinking skills and 

experience



Common Language and Concepts
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Common Language and Concepts
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Common Language and Concepts

• Aware  

– has a basic understanding of concepts and requires guidance 

when applying the competency.

• Skilled

– detailed knowledge/understanding and can assist others in 

the application of this competency.

• Mastery

– has specialist knowledge and can explain concerns in 

relation to broader issues. 



Establishing Proficiency Levels

• Proficiency must be considered in the context of how 

they apply in the job/role

– A supervisor may need to understand how to support the 

incident investigation process but does not need to be an 

expert in the subject



Setting a Vision

• Vision 

– aligns the team’s understanding

• Strategy

– provides the approach

• Objectives 

– define the steps

• Tactics 

– list the tools or resources that should be used



Program Frameworks
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Program Frameworks
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Processes

• Identifying Critical (IRP 7) Process

– aligns the team’s understanding of critical and identifies 

gaps

• Structured Collaboration

– Example “Developing a Curriculum” (DACUM)

• Identifies what does ideal performance look like

• Profile chart that details duties and responsibilities

• Helps employers assess candidate readiness



Drafting Competencies
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Development Plans

• Considerations for 

development opportunities

• Using KPI’s to identify ideal 

behaviour



Verification “show your work”

• Methods

• Completing verifications

• Considerations for data 

collection

– Qualitative

– Quantitative



Continuous Improvement

• When assessing the risk associated with change, 

consider:

– Involving the right people

– Review the risk of misalignment with corporate strategy

– Understand the assumptions and limitations of the change

– Weigh the impact of disruptive changes

• Helpful to anticipate future skills required for the 

organization



Next Steps

• Continue to add templates

– Vision Statement

– Development Planning

– Competency Verification Template

– KPI development

• Welcome more examples from industry

Safety@EnergySafetyCanada.com



New Resource Webpage


