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Each competency is presented in a separate booklet the following format. 

Indicators of less _~_ 

effective performance : 



Management Competency Wheel for Managers 
of Health and Social Care Professions 

For ease of use, the 13 competencies have been presented under four subheadings in the 
Management Competency Wheel below. 

::- MANAGING THE SERVICE 
::- MANAGING PEOPLE 
::- MANAGING YOURSELF 
::- MANAGING CHANGE 

These sub headings indicate how the competencies will help managers to deliver the priorities for their 
orga n isation. 

Working towards 
a user centred I 

Being the 
communication,' 
channel 

-------:=:::_ .. 
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The responsibilities of operational managers in the health and social care 
professions involve overseeing the execution of the service in an efficient 
and people centred manner. lYpically, they are required to: 

> Use the available budgets and resources to optimum effect when implementing 
, . 

service plans. 
. 

> Implement local policies and procedures. 

> Embrace change and adapt local work processes to strive towards best practice 

standards. 

> Keep abreast of developments in the profession and strive to maximise its 

contribution to the organisation. 

> Oversee the performance of their teams, developing team members in line with 
professional and organisational standards. 

> Facilitate effective two-way communication between their departments and their 

key audiences. 

> Find ways to promote and contribute to a patient-centred approach to service 

provision. 

Strategic managers of health and social care professional groups are 
typically responsible for ensuring the overall effectiveness of service 
delivery through a team of people,possibly including other managers. 
They have a significant role to play in aligning their service with the 
organisation's strategy and will have a considerable role to play in 
influencing decisions about resource allocation and service planning. 
Typically, they are required to: 

/' 

> Define a vision for their profession in the organisation that aligns it appropriately 

with other disciplines and maximises the value it adds to the service. 

> Develop service plans based on an identification of needs and priorities. 

> Resource the department to meet current and future needs. 

> Set policies, standards and best practice guidelines, for now and the future. 

>0 Strive to ensure that systems and procedures to facilitate the development and 

retention of staff are in place and adequately resourced. 

> Oversee the performance of their team, developing people in line with professional 

and organisational standards. 

> Represent their profession and facilitate two-way communication at department 

and organisational level. 
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> Plans and organises individual and group > Is disorganised or inefficient in co-ordination of > Has a thorough understanding of the > Needs a greater practical knowledge of how to 
caseloads, including assignments. the caseloads of the team. practicalities of service planning, value for plan a service in line with standard 

money and cost-benefit analysis. administrative procedures. 
> Makes effective use of the time and > Fails to use the resources available to best 

competencies within the team by delegating effect. 
effectively and in a timely fashion. 

> ' Aligns the profession with the strategy of the > Develops service plans in isolation of the 
. organisation. central strategy or without considering the 

- > Fails to anticipate potential setbacks or to other aspects of the service. 
> Foresees potential problems or competing develop contingencies. 

priorities and takes appropriate action to 
ensure service standards don't suffer. > Is out of touch about the progress of the team 

> Sets and communicates the strategic priorities 
for the function each year. > Operates in the short term, without a clear and 

defined focus on the areas of priority. 
or fails to update them. > Develops service plans that aim to anticipate 

> Has regular review meetings with the team to 
keep track of progress and facilitate > Creates a culture where inefficiency is 
communication. tolerated. 

. the changing needs of service-users and > Plans in line with the status quo, failing to take 
harness developing professional practice. the opportunity to modernise professional 

practice. 

> Demonstrates innovation to overcome 
> Fosters an awareness of the need for value > Is complacent of service targets or fails to take 

for money and a sense of accountability for corrective action if they are likely to slip. 
budgets within the team. 

resource limitations. > Shows little evidence of surmounting 
challenges presented by resource limitations. 

> Regularly quantifies and evaluates activities 
> Predicts future service levels inaccurately or 

> Takes responsibility for the achievement of unreliably. 
service delivery targets by regularly monitoring, 

against service plans (including value-for~ > Fails to monitor progress against plans or 
money audit) and takes timely action to reacts too late when difficulties arise. 
correct potential difficulties. 

recording and reporting performance statistics. > Mismanages resources by being too flexible > Is out of touch about the progress of the team 
with service-users to the detriment of the > Has regular review meetings with the team to or fails to update team members. 

> Predicts future service needs based on service as a whole. keep track of progress and facilitate 
concrete analysis of previous activity and 
changes in service provision. > Shows little evidence of achieving efficiencies 

communication. > Prioritises less important tasks above those 
that are more urgent. 

through innovation. > Devotes energy and time to the most 
> Plans for the delivery of the service in a important task at any given time. 

manner that balances the needs and desires > Prioritises less important tasks above those 
of service-users with the limitations on that are more urgent. 
resources. 

> Demonstrates innovation in aiming to work 
within resource limitations to sustain and 
enhance the service. 

> Devotes energy and time to the most 
important task at any given time. 
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> Gathers information from enough sources and > Makes decisions without considering all the > Gathers information from enough sources and > Makes decisions without considering all critical 
other people to make well-founded decisions. critical factors or opinions. other people to make well-founded decisions. factors or opinions. 

> Takes information on board quickly and > - Is slow or inaccurate in assimilating > Understands the practicalities of value for > Makes or proposes decisions without applying 
accurately. information. money and cost-benefit analysis'. the appropriate financial rationale. 

> Uses experience to generate a number of > \ Tends not to look creatively at problems or > Balances professional concerns with the > Makes decisions purely from the professional 
possible alternatives. decisions. practices and protocols of the administrative perspective without due consideration of 

function in an appropriate manner. corporate considerations. 

> Demonstrates a sound understanding of > Makes decisions purely from the professional 
administrative practice and protocol in perspective without due consideration of > Recognises the implications and > Gets caught up in the detail of the situation 
decisions. corporate considerations. consequences of decisions in political and without considering the wider picture or the 

strategic terms for the organisation as a longer term. 

> Thinks ahead to the consequences of > Makes isolated decisions without sufficient whole. 

decisions, and considers precedence to regard for longer-term consistency. > Doesn't include others sufficiently in making 
ensure consistency. , > Makes decisions in a transparent manner by decisions that affect them or retains too much 

> Fails to bring a sufficiently strong professional ' involving and empowering others where control over decisions. 

> Establishes integrity by ensuring that the influence to decisions. Allows other agendas to appropriate. 
professional, ethical and safety factors are take over to the detriment of professional > Fails to communicate decisions 
fully considered in decisions into which they considerations. > Communicates decisions comprehensively and comprehensively; leaving staff unsure about 
have an input ensures that others understand how to action how they should be implemented. 

> Doesn't include others sufficiently in making them. 
> Makes decisions in a transparent manner by decisions that affect them or retains too much > Is not comfortable defending the rationale 

involving and empowering others where control over decisions. > Confidently explains the rationale behind behind decisions. 
appropriate decisions when faced with opposition or 

> Fails to communicate decisions competing demands. > Is overly subjective or emotional in the 
> Communicates decisions comprehensively and comprehensively, leaving staff unsure about approach to decision-making. 

ensures that the team understands how to how they should be implemented. > Is objective but not insensitive in the approach 
action them to decision-making. > Procrastinates over decisions or allows 

> Is not comfortable defending the rationale problems to build up. 
> Confidently explains the rationale behind behind decisions made. > Makes decisions and solves problems in a 

decisions when faced with opposition. timely manner before they accumulate. 

> Procrastinates over decisions or allows 
> Makes decisions and solves problems in a problems to build up. 

timely manner befo~e they accumulate. 
'. > Fails to recognise when it is appropriate to 

> Recognises when it is appropriate to refer direct decisions to the next level or to involve 
decisions to a higher level of authority or to other disciplines. 
include other colleagues in the decision. 
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> Is sufficiently aware of policy, legislative 
and professional requirements to ensure 
appropriate standards in their area of 

. responsibility. 

> Ensures that policies and procedures are 

well documented and clearly understood 
by everyone they have responsibility for. 

> Monitors and reviews the work of the 
team to ensure its quality and accuracy. 

> Ensures that all records and technical 
data are up to date and available if 
required. 

> Pays close and accurate attention to 
detail in their work. 

> Takes immediate action and informs 
superiors when problems arise or 

standards slip. 

> Ensures strict compliance with health and 

safety standards, ensuring that colleagues 
report any errors or near errors that occur. -

> Adheres to operational guidelines 
ensuring equipment is checked and 
working correctly in accordance with 
safety standards. 

. > Occasionally lacks the depth of 

knowledge to ensure standards are 
maintained. 

> Fails to ensure sufficient communication 
and awareness of standards. 

> Neglects to make sufficient time to quality 
assure the team's work. 

> Is inconsistent in keeping files, archives 

and technical records updated and 

maintained. . 

> Produces work that contains inaccuracies 
or inconsistencies. 

> Fails to flag potential slips in standards in 
a timely fashion, or resolve them 
satisfactorily when appropriate. 

> Is overly relaxed in relation to compliance 
with health and safety standards. 
Undermines a culture of conscientious 

compliance. Fails to keep updated. 

> Allows the pressures of the role to come 
before fundamental safety checks. 

> Is sufficiently aware of policy, legislative 
and professional requirements to ensufe 

appropriate standards in their area of 

responsibility . 

. > Identifies the areas-of greatest risk to the 

organisation, prioritises within limited 

resources an~ develops plans to address 
them. \ 

> Negotiates service levels with internal and 
external clients that balance the need for 

throughput with that for quality. 

> Works with each direct report to 

implement policies and establish controls 
to ensure standards are maintained. 

> Creates a culture where high standards 
are valued and respected. 

> Pro-actively looks for ways to benchmark 

and quality assure working practices with 
, a view to identify strengths and 

weaknesses. 

> Pays close and accurate attention to 

detail in their work. 

> Occasionally lacks the depth of 
knowledge to ensure standards are 
maintained. 

> Occasionally misjudges the seriousness of 

a problem or fails to act promptly to the 
detriment of quality standards. 

> Allows a level of workload to accumulate 
within the department that compromises 

the standards of quality. 

> Takes a "hands off" approach to ensuring 

quality or fails to monitor key performance 
indicators regularly. 

> Focuses too much on throughput to the 
detriment of quality. Tolerates poor 
standards or fails to stand by professional 
standards. 

> ' Adopts an insular view to quality 

assurance without regard for expert 
opinion or peer review. 

> Produces work that contains inaccuracies 

or inconsistencies. 
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> Treats all service uses with dignity and 
respect. 

> Demonstrates a strong personal 
conviction for upholding the values of 
quality and fairness. 

> Develops rapport and builds 
understanding with service users by being 
approachable and by listening to them. 

> Ensures an efficient and quality service 
by conscientiously planning and 
organising staff and resources. 

> Monitors the needs of service-users on a 
c, 

regular basis and makes proposals for 
im provements. 

> Provides a flexible service that meets the 
needs of a variety of service-users. 

> Co-ordinates work with other professions 
to ensure an optimum service is provided 
for all service-users. 

> Educates and empowers service users to 
help themselves by providing detailed 
information on thE1 service provided. 

( / 

/ 

> Demonstrates the principles of dignity and 
respect in an inconsistent manner. 

> Adopts a varied approach when dealing 
with the public and treats some service 

\ users in a less-favourable way. 

> Adopts a hasty or off-putting manner 
when dealing with the public. 

> Organises the delivery of services in a way 
that fails to make effective use of 
available staff and resources. 

, 
> Accepts the status quo and fails to 

consider making improvements. 

> Adopts a "one size fits all" approach to . 
service delivery that is inflexible in meeting 
the various needs of service-users. 

> Operates too independently without , 
considering the holistic needs of service
users. 

> Provides little assistance to service-users 
to make informed decisions about their 
health care. 

> Is in touch with and understands the 
concerns and needs of the service-user 
population. 

> Puts measu~esin place to ensure an 
accurate, regular evaluation of the extent 
to which the service meets the needs of 
its users. 

> Takes responsibility for ensuring an 
equitable experience for all users and for 
each catchment area 

> Actively seeks ways to update and 
I 

improve the service provided on an 
ongoing basis. 

> Works with other disciplines and 
professions to develop initiatives that 
promote a people-centred culture. 

> Ensures that the practices and policies 
provided by their service support the 
empowerment of the service-user. 

> Ensures that the full potential of their 
profession is fully considered in the 
development of strategic plans for their 
area of the organisation. 

> Is out of touch with service-users. 

> Manages department without sufficient 
metrics in place to evaluate the service 
from the perspective of users. 

> Allows the equity of service delivery to go 
unchecked. 

> Is content with current practices and fails 
to find ways to update and improve the 
service provided. 

> Persists with practices that fail to place 
people at the heart of activities. 

> Sticks to traditional practices and places 
insufficient regard for the role of the 
service-user in a modern health service. 

> Fails to communicate the full potential of 
their profession to the organisations 
strategic decision-makers. 
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> Makes credible "value for money" 
arguments for potential proposals. 

> Presents persuasive arguments by being 
realistic and demonstrating a sound 
understanding of the pertinent issues. 

> . Involves and aligns discipline with key 
stakeholders as a means of gaining 
recognition and support. 

> Shows appreciation for the perspectives 
of different disciplines and uses such 
insights to prepare effective arguments. 

I 
I , 

> Remains firm but flexible when putting 
forward a point of view 

> Involves and consults with staff and other 
relevant groups to gather their opinions 
and support for new initiatives. 

> Demonstrates diplomacy and tact when 
influencing others. ' 

> Establishes strong personal credibility by 
demonstrating integrity and a high degree
of competence in their profession. 

> Fails to consider practical issues and 
implications of proposals. 

> Does not take the bigger picture into 
account when making cases for new 
resources. 

\ > Fails to see the value in aligning the 
discipline to other professional groups or 
stakeholders. 

> Does not pay due consideration to the 
perspectives of others when preparing 
arguments. 

> Adopts an inflexible approach when 
putting forward own case. 

> Attempts to influence events without due 
consideration of the opinions or support of 
others. 

> Lacks sensitivity when persuading others. 

> Lacks credibility as an authority in their 
profession. 

> Secures a strong and credible position for 
the profession in the strategic decision-. / 

making process. 

> Demonstrates assertiveness and stands 
/~ 

up for the profession when challenged by 
others. 

> Quantifies the likely value added by 
proposals in order to influence evidence
based decision-making.· 

> Understands the different approaches 
required to influence each of the strategic 
stakeholder groups. 

> Builds alliances with other professions 
both within and outside the organisation 
to pursue common objectives and share 
learning. 

> Establishes strong personal credibility by 
demonstrating integrity and a high degree 
of competence within the profession. 

> Identifies when tactics are not working 

and signals the time to adopt a different 
approach. 

> Uses informal networks to stay in touch 
with undercurrents and to gauge 
accurately the standpoints of other 
groups and professions. 

> Lacks credibility when influencing or 
negotiating at the strategic level in the 
organisation. 

> Fails to stand up for the profession when 
challenged. 

> Does not prepare efficiently in order to 
influence the decision-making process. 

> Lacks understanding of how to influence 
events in their discipline and adopts 
ineffective tactics as a result 

> Works too independently and misses 
opportunities to influence activities and 
learn from other approaches. 

> Lacks credibility as an authority within the 
profession. Fails to handle objections in a 
convincing manner. 

> Fails to recognise the signs that a change 
in approach is needed in order to achieve 
the required response. 

> Is out of touch with the attitudes and 
standpoints of key stakeholders and other 
professional groups. 





> Treats staff in a fair and equitable manner. 

> Ensures that each team member 
understands the nature and importance 
of policies, professional standards and 
local procedures. 

> Ensures team members are aware of 
their role and how it contributes to the 
bigger picture. 

> Ensures an even distribution of workload 
among the team taking the quantity and, 
the nature of the work into account. 

> Holds regular meetings on a one-to-one 
basis with direct reports to keep them 
informed, hear their views and offer 
support. 

, 
> Appreciates that staff have commitments 

outside of work and monitors work/life 
balance accordingly. 

> Tackles performance problems in a timely 
and constructive manner. 

> Maintains confidentiality when dealing 
with staff problems. 0 

> Treats some staff members less 
favourably than others. . , 

> Allows staff to undertake their duties with 
insufficient understanding 'of the 

standards that are required. 

> Creates a situation where people make 
poor decisions because they fail to 
under~tand the bigger picture.-

> Allows inconsistencies to, deve!op 
between the demands placed on staff 
members. 

> Meets with staff irregularly, keeps them in 
the dark or shows insufficient interest in 
their views or problems. 

, 

> Allows individuals in tne team to develop a 
work/life balance that is unhealthy for 
them. 

> Lets performance problems fester. 

> . Deals with sensitive staff issues in an 
indiscreet manner. 





> Presents written information in a clear, concise > Produces written communication that is 

and structured manner. difficult to follow in structure and content 

> Clearly and concisely communicates the > Communicates the message in an unclear or 

intended message to the audience in a long-winded manner. 

structured, logical sequence. 
Loses the audience or leaves them confused > 

> Describes complex information in simple by using jargon and complex arguments. 

terms, avoiding unnecessary jargon. 
Loses touch with counterparts on a regional > 

> Ensures regional and national channels of and national level. 

communication are maintained. 
> Demonstrates poor listening skills. 

Actively listens to others, using questions to 
-~ > 

check for understanding. > Is insensitive to how others may feel about the 

messages being delivered. 

> Anticipates and recognises the emotional \ 

reactions of others when delivering sensitive > Ignores the needs of the audience regarding 

messages. delivery method used and the message 

content. 

> Tailors the communication method and the I 

message to match the needs of the audience. > Fails to gain credibility and respect when 

delivering presentations. 

> Delivers presentations to groups with 

confidence and credibility. > Gets drawn into situations with the public or 
! other agencies for which they aren't qualified 

> Represents the organisation with credibility or skilled to handle. 

and shows discretion when dealing with the 

public or other agencies. > Focuses' on one-directional communication at 

the expense of upward communication. 

> Facilitates two-way communication up and 

down the hierarchy. > Fails to remove or overcome barriers to 

communication in their area of responsibility. 

> Puts resources in place to promote and 

-~:.:.improve.communication in their area of 

responsibility. 





> Treats people with dignity and respect. 

> Ensures a high sense of self belief within the 

team by ensuring its voice is heard and its 

needs are given due consideration by senior 

management 

> Strives to ensure that other professions and 

disciplines show recognition for the value and 

potential of their profession. 

> Instills pride and commitment from the team 

by being positive about the profession and the 

health service. 

> Makes time to get to know team members 

individually. , 

> Ensures the team is fully aware of each 

member's role and how everyone fits together. 

> Empathises with staff and seeks to 

understand their frustrations. 

> Demonstrates a willingness to become , 

involved and helptea~,members if they are 

under pressure. 
\ 

> Reacts constructively to setbacks and avoids 

blaming individual team members. 

> Involves the team in the running of the service 

-~-and indecisions that affect them. 

> Celebrates successes by acknowledging team 

contributions and ensuring that credit falls 

where it is due. 

> Is disrespectful towards others or treats them 

in a~ undignified manner. 

> Fails to establish a sense of identity and 

belonging among team members. 

> Neglects to gain rec6gnition from other 

professions and disciplines for the contribution 

of their team. 

> De-motivates the team by being negative 

about the profession and the health service. 

> Is impersonal or distant, overly formal or 

unfriendly. \ 

> Provides insufficient direction regarding roles 

and responsibilities within the team. 
, 

> Is out of touch with how the team is feeling or 

fails to s~ow concern. 

> Doesn't take a share of the team's workload 

when its memb~rs are under pressure. 

> Views setbacks in a negative light and 

inappropriately apportions blame. 

> Fails to consult with the team or involve them 

in decisions that affect them. 

> Fails to celebrate successes or give credit 

where it is due. 
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> Facilitates staff development by providing 
. support such as mentoring, coaching and 

formal development planning. 

> Empowers staff by appropriately 

delegating responsibility and authority. 

> Strives to ensure that all staff in their 

, responsibility are adequately trained in 
line with legal and professional standards. 

> Makes well-founded proposals to secure 

adequate funding for personal and 
professional development for the 
profession. 

I 
/. i 

> Is committed to continuous professional 

development. Ensures the department is 
represented at conferences and that staff 
are up to date with best practice. 

> Demonstrates innovation in finding low

cost people development solutions. 

> Sets an example by seeking feedback 
and openly pursuing continuous personal 
and professional development. 

> Takes action to develop their managerial 

and administrative competencies~ 

/ 
/ 

> Takes a hands-off approach to staff 

development, or relies too much on formal 
training programmes. 

> Doesn't grow and develop direct reports 

through empowerment and challenge .. 

> Is out of touch with professional and legal 
requirements. 

> Fails to make serious and credible efforts 
to secure resources for professional 
development. 

> Allows the department to become 

stagnant or out of date. 

> Lacks imagination and resourcefulness in 
striving to find ways to develop staff. 

> Is a poor role model for continuous 

learning. Fails to identify own development 
needs or engage in personal development 
programmes. 

> Focuses solely on their professional 
development to the detriment of 

management competence. 

> Negotiates within resource limitations to 

ensur~ that all staff in their responsibility 
are adequately trained in line with legal 
and professional standards. 

> .Liaises with the HR Department to define 
./ the people-development needs for their 

part of the organisation for the short to 
medium-term. 

> Is committed to continuous professional 
development. Ensures the department is 
represented at conferences and that staff 
are up to date with best practice. 

> Demonstrates innovation in finding low

cost people development solutions. 

> Facilitates staff development by providing 
support such as mentoring, coaching and 
formal development planning. 

> Empowers staff by appropriately 
delegating responsibility and authority. 

> Sets an example by seeking feedback 
and openly pursuing continuous personal 

and professional development. 

> Takes action to develop their managerial 
and administrative competencies. 

> Allows a situation to develop where the 

organisation is at risk because of 
inadequate training and development. 

> Takes an informal, short-term approach to 

people development. 

> Allows the department to become 
stagnant or out of date. 

> Lacks imagination and resourcefulness in 
striving to find ways to develop staff. 

> takes a hands-off approach to staff 
development, or relies too much on formal 

training programmes. 

> Doesn't grow and develop their direct 
- reports through empowerment and 

challenge. 

> Is a poor role model for continuous 
learning. Fails to identify own development 
needs or engage in personal development 
programmes. 

> Focuses solely on their professional 
development to the detriment of 

management competence. 





> Builds credibility and portrays the 
profession in a positive light by being 
professional and well informed. 

> Is guided by a clear set of personal 
values that align to the profession. 

> Demonstrates determination and initiative 
to achieve results and improve service. 

> Provides clear direction for staff in 
'relation to the goals of their function and 
how they fit with the broader 
organisational strategy. 

> Clearly accepts accountability for 
standards of performance in relevant area 
of responsibility. 

> Inspires others to work to high stan~ards 
by being enthusiastic about the 
profession and the service. 

> Adapts leadership style to suit the 
demands of the situation and the people 
involved. 

> Maintains ethical and personal standards 
at all times. 

> I Is not regarded as an authority in their 
field of expertise .• , 

" > Is sometimes cynical about their 
profession or lacks a sincere commitment 
to improve the lives of service-users. 

> Lacks drive or commitment. Accepts 
average results. 

> Doesn't share the bigger picture with team 
members. Makes it difficult for them to 
see where their function is going. 

> Finds excuses or blames others when 
service levels drop. 

, > Has low energy or levels of enthusiasm to 
the detriment of team morale. 

> Fails to take a different approach when 
the situation requires. 

> On occasion, is complacent about the 
maintenance of ethical or personal 
standards. 





> Shows patience and tolerance when 
dealing with conflict or negative attitudes 
from others. 

> Puts problems in perspective and 

manages not to become overwhelmed by 
them. 

> Responds calmly to feedback from 
colleagues or service-users. 

> Perseveres despite setbacks and ensures . 

that goals are achieved. 

> Is aware of own levels of stress and 
morale and takes steps to stay within 
personal limits. 

> Is committed to managing own work/life 
balance .. 

> Serves as a calming influence for staff 

when they encounter demanding 
situations. \ 

> Is in touch with the workload of staff 
members and knows the levels of stress 
and morale in the team. 

I 

> Becomes impatient or intolerant when 
dealing with conflict or negative attitudes 
from others. 

> Exaggerates problems, loses perspective 
... and reacts inappropriately. 

> Responds defensively or emotionally when 
faced with feedback. 

> Commitment wanes in the face of 
setbacks. 

> Allows situations to grow out of control 
without seeking support. 

> Fails to take responsibility for striking a 
work/life balance that is appropriate for 
them.· I 

> Allows staff's anxiety levels. to rise beyond 
the optimum level when they encounter 
demanding situations. . 

> Manages others without sufficient 
understanding of the support and 
resources they may require. 
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> Demonstrates a thorough understanding 
of the internal and external dynamics of 
the organisation and how to achieve 
results. 

> Has a broad understanding of the service 

delivered by other disciplines and 
professions. 

> Seeks out opportunities to promote the 
profession and raise its profile within the 
organisation. 

> Ensures that staff understand the 

benefits and practic,alities of an 
integrated, user-oriented service. 

> Identifies opportunities to create cross

disciplinary initiatives and develops 
. specific objectives to achieve them. 

> Directs and oversees the efforts of cross

disciplinary teams to ensure the 
achievement of common goals. 

> Identifies and removes organisational 
barriers to effective cross-disciplinary 
working. 

> Acquires a broad understanding of the 

global dynamics of the health service at 
national level. 

> Lacks a deep understanding of the 
internal and external dynamics and as a 
result finds it difficult to aChieve results.-' 

/ 

/ 

> . Needs to develop a greater understanding 

of the service provided by other disciplines 
and professions. -

> Prioritises other tasks over promoting the = 
profession and raising its. profile. . 

> Doesn't explain the goals or highlight 
examples of working towards achieving a 
model of holistic service provision. 

> Overlooks opportunities or neglects to 
take the initiative to champion cross

disciplinary initiatives. 

> Pays lip-service to cross-disciplinary 

initiatives without actively supporting the 
achievement of common goals. 

> Lacks drive and determination to identify 
or remove the barriers to effective cross
disciplinary working. 

> Has little understanding of the global 

dynamics of the health service at national 
level. 

> Acquires a good understanding of the ' 
internal and external dynamics of the 
organisation and how to achieve results. 

~ 

> Has a thorough understanding of how the 

. profession can best contribute to a model 

of holistic service provision. 

> Has,a good understanding of the service 
.' delivered by other· disciplines and 

professions. 

) Seeks networ,king 9Pportunities to build' 
alliances with others in own discipline and 
across disciplines. 

> Works in a helpful and co-operative 

manner with other disciplines. 

> Proactively ensures efficiencies in cross

disciplinary team-working by ensuring 
boundaries are clear and communication 
is structured. 

> Identifies opportunities to promote own 
profession and raise its profile within the 
service. 

> Ensures that staff understand and are 
enthusiastic about working with other 

disciplines. 

> Lacks an understanding of the internal 

and external dynamics at work in the 
organisation and as a result finds it 

difficult to achieve results. 

> ' Fails to see the bigger picture and how 

the profession can contribute to a model 
of holistic service provision. 

> Needs to develop a greater understanding 
of the service provided by other disciplines 
and professions. 

> Works solely as an independent discipline 
and fails to build alliances with other 
disciplines. 

> Competes with or is intolerant of other 
disciplines. 

> Only ensures efficiencies in cross
disciplinary team-working when things are 
not working well. 

> Fails to make use of opportunities to 

promote own profession and raise its 
profile within the service. 

> Fails to enthuse staff or communicate the 

reasons for working with other disciplines. 
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> Seeks feedback from colleagues, service
users and other disciplines to identify 
areas for improvement 

> Anticipates professional developments 
and the changing needs of service-users 
and incorporates them into departmental 
plans. 

> Prioritises the requirements for change 
and puts forward proposals to' tackle 
those most urgent 

> Makes optimum use of available 
technology to' advance the quality and 
efficiency of service provision. 

> Communicates developments and 
changes in a comprehensive manner. 

> Ensures 'effective training and support to 
ensure the successful implementation of 
new initiatives. ' 

> Finds innovative ways to contribute to 
research and development in the interest 
'of furthering the profession. 

> Creates support for the growth of the 
profession within the organisation by 
highlighting its benefits in terms that the 
other departments appreciate. 

> Is not "customer focused" or actively 
interested in feedback from others. 

! > Plans the activities of the, department with 
insufficient regard for the future. 

> Is overwhelmed by the extent of the need 
for change. Fails to take a focused and 
planned approach. 

\ 

> Is slow to exploit technology or keep up to 
date with advances. 

->- Fails to back l.Jp new initiatives with 
enough communication to ensure their 
success. 

> poesn't sufficiently support members of" 
the team through the change process. . 

> Lacks drive or commitment to contribute 
to research and development. 

> Doesn't seek out or capitalise on 
opportunities to raise the profile of the 
,profession within the wider organisation. 

: > ,Works at a strategic level to build alliances 
! 

and learn how to best position the 
profession to meet the needs of its internal 

- customers. 

> Establishes a vision for the future of the 
profession in consultation with national 
professional networks. Learns from others 
and avoids duplication where possible. 

.... 
Anticipates professional developments and 
the changing needs of service;users and 
incorporates them into service plans. 

> Negotiates resources to tackle high-priority 
areaspy producing sound rationale based 
in terl1)s that the decision-makers value. 

>. Bases plans 'for change on a sound 
understanding of the principles of change 
management . 

> Strives to keep staff directed towards the 
longer-term change agenda, while 
maintaining efficiency of day-to-day service. 

> Is up to date with the latest thinking in 
management practice in the health service. 

> Finds innovative ways to contribute to 
research and development in the interest of 
furth.ering the profession. 

> Fails to develop a strategic vision for the 
function that is likely to gain support 
within the organisation. ' 

> Works on the change agenda in an insular 
fashion, or competes with other agencies 
in an unproductive manner. 

> Fails to keep up to date with trends in the 
profession. 

> Makes a case for fu;'ding without 
considering the broader corporate agenda 
or in terms that the decision-makers don't 
value. ' 

> Needs a greater understanding of the 
principles that underpin successful change 
initiatives. 

> Creates a culture where staff focus too 
much on the day- to day and not enough 
on the future. 

> Is not sufficiently aware of the latest 
thinking in management practice. 

> Lacks drive or commitment to contribute 
to research and development. 


