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VET SCHOOL PRINCIPALS TRAINING PROGRAMME 
 

1. Concept and Objectives of the Training  
 

The system of vocational education and training in Serbia is in transition, plotting its course towards a future 
structure in which quality, flexibility, and broad co-operation are keywords, and where decentralisation will be 
a key tool to achieve these. 
 
With the early reform stages currently being implemented and the further changes planned for the coming 
years, the identity and function of the VET school will unavoidably change as well – and with these, the role 
of the VET School Management. 
 
The training structure should be short inputs combined with individual coaching. In addition we know from 
our experience that the outcome of the training increases if the course structure builds upon action learning 
where each course participant work with their own action learning assignment between the course modules. 
The training is, in its overall choice of topics and approach, based on Practises and Trends from current VET 
School Management in EU Countries, as well as experience with the impact of reforms on the VET School 
Management in transition countries in Central- and Eastern Europe. 
 
The Focus of the training is on the new challenges and new management skills required as a result of the 
reform of vocational education and training in Serbia – and its expected impact on the legal and 
administrative framework in which the Serbian VET Schools will operate in the future. The training does not 
in any way attempt to address existing and familiar managerial issues in the schools. 
 
It is the intention and sincere hope of the authors that the training will prove to be a positive and useful 
reference tool – and an inspiration for thought and discussion - for teams and individuals involved in the 
Management of vocational training institutions in all regions of Serbia. 
 
 
The Training concept is based on Action learning principle, which is defined as follows:  
The Action Learning principle is the backbone of the Principles Development Process and aims at creating 
the necessary link between theory and practise – in other words, to secure those participants get “hands on” 
experience with the theoretic knowledge acquired. The learning principle is illustrated in the model below: 
 
 
 ACTION
 
 
 
 Facilitator Practice, Working with 

Action learning Projects,   
 Case Studies 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Theory Inputs and  

Study Work 

 
Log Book, Review, 

and 
Acknowledgement 

 
Facilitators Networks and  

Inspiration Workshops 

R
EF

LE
CT

IO
N

 K
N

O
W

LED
G

E 

EXPERIENCE-SHARING



2. Expected Outcomes 
 
The overall outcomes of the training programme to be provided to the new pilot schools is the provision of 
adequate skills and tools in all matters related to the internal and external development initiatives at school 
level. Principals should obtain, and later on to spread out, knowledge and skills related to the folowwing 
topics: 
 

• School managers as business managers. 
• School managers as leaders of processes of permanent change and reform. 
• School managers as leaders of human resource development. 
• School managers as specialist in educational leadership. 
• School leaders as recognised experts in human resource development in the network of leaders 

in the community and in the local social partnership. 
 
Also, the Management training for the principals of the VET pilot schools has been organised to reflect up-to-
date knowledge and experience on the topic of learning and development of consultants. Consequently, the 
training will contain a focus on practice and individual development goals, which will be followed up during 
the training.  
 
 In order to learn, it is absolutely essential that the 

participant can identify the necessity and purpose of 
the issues covered by the training and the 
development process. The most important factor in 
adult learning is what the participant already knows. 

Consequence: 
 The Consultant’s own experiences and relevant 

problem issues are include into the process to the 
widest possible extent  

 
 
 
 You learn and develop when you are active and 

applying the skills learned in practice. Learning is 
optimized when a wide range of different methods 
are used. Each participant has his/her own unique 
learning style.  

Consequence:  One-way communication is used, but only in the necessary 
minimum amount. Primarily, training methods that secure 
participant activity are used: Action Learning tasks, group 
work, communication exercises, observation & feedback, 
reflection, and experience exchange, work between 
modules  

 
 
 
 
 
 You learn when you receive competent feed-back.  Consequence: 
 Constructive feedback on the performance of the 

Consultants will be provided to the widest possible 
extent.  

 
 
 
 
 You learn when a suitable level of demands and 

challenges are put on you.  
Consequence: 
A number of varied and challenging tasks will be put 
to the individual participant. It is obligatory to be 
prepared for the training sessions. 
 

 
 
 
 
 
 Consequence: 

There will be made an effort from start till finish to 
create this learning environment. The training 
process is assessed with the participants regularly. 
 

You learn at your best in an appreciative, warm, and 
relaxed atmosphere.    

 

 
 
 
 
 
 Consequence: 

Investigative dialogue and reflection among 
participants – and between participants and trainers 
– are included as a regular feature of the training 
session. 
 

You learn when you get the opportunity to relate 
new knowledge and new experiences to your pre-
training knowledge and preconceptions.   

 
 
 
 



 
 
 
 
 
 
 



The Development Phases of the Company 
 
To understand the challenges and crises that a company can face, it is an advantage to 
have an understanding of the different phases the company is moving through during its 
development. In this way, it becomes possible to create a logical order in the experiences 
gained and set up a development diagnosis: Where is the company at present in its 
development process and where could constructive initiatives be launched? 
 
In the following, we will investigate 4 development phases, which characterise a complete 
life cycle of a company. Between each of these phases exist crisis-like conditions where it 
is decided whether the company organisation succeeds in finding a constructive 
development path to the next phase. This view of development is widely accepted among 
both theoreticians and practitioners.  
 
 
The Pioneering Phase 
 
The first phase is characterised by the founder of the company – the pioneer. He or she 
has discovered the opportunity for – or has been appointed to – create the present 
company organisation and holds, as a result, a major influence on the company. The focus 
is on the new product and the market in which the company must seek to establish itself. 
This is equally valid for public enterprises with a focus on services/tasks and groups of 
citizens. 
 
The company is still so manageable in size that the leader knows all employees and work 
functions personally, and all employees know the goal/objective of the company. There will 
be a large amount of respect for the pioneer and a strong sense of belonging to a family 
and community in the company. On this basis, a patriarchal management style will often 
be accepted, and the leader will interfere personally at all levels when something does not 
function well. Consequently, with this leadership type, it is not yet necessary to develop 
precise descriptions of functions and production. 
 
The organisation is characterised by being “flat” – with few hierarchical levels. In the 
pioneering phase, tasks are being carried out through improvisation and without planning 
as such. The attitude is that there must be action and production. Employees are being 
hired with a basis in their commitment and personal qualifications, but not for one 
particular job function. This creates a very flexible organisation where employees can 
substitute for each other and handle urgent jobs with short notice. But is also creates an 
unclear, “messy” structure, in which the strongest will dominate. 
 
The company has a close personal contact to its customers/citizens and produces the 
products and services requested by them. Exactly due to the flexible organisation form it is 
possible to take individual concerns into account in production as well as servicing. 
 
 
 
 
 



The Crisis Appears 
 
The company will function excellently as long as the world is simple and easy to survey. 
The work is characterised by flexibility, service-mindedness, and internal motivation. But 
when the world starts to change radically, it will create a crisis situation: e.g. when the 
leader lacks the tools to relate to the changes happening around him, when the customers 
demand completely new product types and services, when strong competitors threaten the 
company, when there are too many customers to allow the maintenance of the former 
levels of personal contact, or when new employees do not accept the patriarchal 
management type. 
 
When the crisis appears, it will be characterised by a number of symptoms: 
 

• Doubts about the competence of the management 
• The management is affected by internal conflicts. The profits decline. 
• Lack of order in systems and rules  
• Customers complain 
• The flexibility declines 
• The communication does not function well 
• The motivation declines 

 
 
 
The Differentiation Phase 
 
A development-orientated solution to the crisis in the Pioneering Phase will be to step into 
the Differentiation Phase. In this new phase, a formalisation of work processes and the 
production of the company’s products or services will take place. The company will in this 
phase be characterised by rational actions, order and planning, where the task is the 
centre of attention. By taking this development step, the company will emerge 
strengthened out of the Pioneering Phase as it will gain the capacity for handling a greater 
degree of complexity. 
 
In the Differentiation Phase, the production and the work processes will be characterised 
by standardisation and automatisation, as well as the increased use of technical aides and 
production machinery. All norms will be described, including work instructions, function 
descriptions, and performance demands. In this way it becomes possible to control, 
predict, and plan the interaction and processes in the company. 
 
The work areas of each employee are reduced and a specialisation will take place into 
concrete task types and work areas, Planning, implementation, and control will be divided 
into separate functions such as e.g. planning office, production control, and quality control, 
and specialised staff functions will appear for advising decision-makers across the entire 
organisation. 
 
As the employees will lose the overall control over the work tasks, an increased control 
and organisation of work becomes necessary. Therefore, also the management will 
become specialised and a hierarchy will emerge, including an established right to 



distribute tasks and carry out control. At the same time, this phase will be characterised by 
a high degree of co-ordination activities in order to maintain coherence between all the 
differentiated functions. The rewarding of employees will often take place through 
performance bonuses as it is assumed that each individual will act rationally. 
 
The differentiation phase is a time when the company’s focus is turned inwards. The 
management and control – and thereby the analysis – of the internal structures in the 
company is the most important task. It becomes possible for the company to undertake 
large-scale production, but at the same time its former flexibility is lost, - both among its 
employees and in its actual production. 
 
Servicing and the sales area will for the time being maintain the close contact to the 
customers and citizens without the same strong control as seen in the rest of the 
company. But gradually, direct contact is lost to the outside world and its needs. At this 
point an aggressive sales strategy becomes necessary to push the goods/services of the 
company into the market. If the company organisation is under political management, the 
citizens will in this phase typically be loaded with an increased amount of information. 
 
In many ways the phase will express itself as the opposite of the preceding one, as the 
company turns its vision 180 degrees towards management and control of its internal 
relations. This can lead to a situation where the actual demands put on the internal 
organisation can reach the point of overshadowing the overall goals of the company – the 
satisfaction of a need in the marker/among the citizens. 
 
 
The Crisis Appears 
 
When the company is met with demands for greater versatility, a new crisis may appear. 
The strongly structural organisation is not sufficient for handling challenges. The most 
important signs of crisis in the Differentiation Phase will be: 
 

• Lack of understanding and co-ordination between departments 
• Nobody takes responsibility 
• Lack of dialogue with customers/citizens about products/services 
• Badly functioning contact between top and bottom levels of the organisation and too 

long and slow decision processes 
• Lack of creativity, motivation, and identification with the goals of the company.  
• Actions to improve efficiency lead to no results 

 
The company will in this crisis face a great extent of opposition from inside, as well as from 
external parties. Employees react to the lack of possibilities for self-realisation and the lack 
of personal contacts to colleagues and managers. Customers react with mistrust towards 
the massive marketing and lack of direct dialogue. 
 
 
 
 
 



The Integration Phase 
 
To overcome the difficulties from the Differentiation Phase, the social system in the 
company must be made to blossom and new co-operation forms must be developed. The 
objective is that three sub-systems - the cultural, the technical, and the social - are made 
to function with equal importance and in an integrated way. The Integration Phase 
combines and balances, in this way, the positive elements from the first and second 
phases with a well-developed social system. This will be achieved through focusing on 
social development, work on joint visions (images of the future), teams, project groups, 
and consciousness about values and principles. 
 
The central issue is the belief that the employees can and will act intelligently in relation to 
the company as a whole. The human abilities of the employee must be utilised 
constructively, which means that a framework must be created in the company that allows 
individual thinking, assessment, and action at all levels of the organisation. 
 
As a result, the management will adopt a changed role. They must support, supervise, 
motivate, inspire, and evaluate instead of controlling. It will be among the employees that 
initiatives are created, organised, and carried out. The responsibility for planning is 
transferred, to a certain extent, to groups and individuals and room is created for individual 
initiatives and self-control. In this way, a continuous renewal of products, markets, 
structures, and processes can be achieved as a normal day-to-day situation of the 
company. 
 
The non-material values, such as know-how and social competences will get a prominent 
importance – at least as important as money and the production assets. But in order to 
prevent that the organisation disintegrates, it is important to have clear, tangible, and 
accepted goals and principles, which can function as a basis for the decisions to be made. 
Everybody must have their eyes fixed on the vision, the goals and objectives, and the 
policies of the company. 
 
For this reason, the management must no longer be at the top of the organisation pyramid, 
but at the crossroads of information between the different departments and areas of the 
organisation. It must create the framework for carrying out in practise the vision, the 
goals/objectives, and the company culture. Also, it must facilitate the continuous re-
assessment and change together with the employees. At the same time, it must ensure 
that the right individuals have the relevant information when they need it, and that 
employees are able to set their own targets and goals. 
 
One of the most central problems in the Differentiation Phase was the communication – 
internally and externally. To overcome these problems, it is necessary to create a 
“horizontal orientation”: the employees must direct their focus towards external and 
internal customers, towards suppliers and to the work processes – not towards their 
superiors. 
 
Thereby, the real assignments of the company will become visible again: to realise the 
needs of the customers/citizens and to meet those needs. The relations to customers and 
other stakeholders must be nurtured and customers accepted as independent individuals 



determining their own needs. With regard to the production, focus will be put on the value 
flows. All actions performed during the production process must contribute to added value 
of the product. 
 
 
The Crisis Appears 
 
During the Integration Phase there will be a high degree of focus by the company on itself. 
There is a significant and dialogue-based contact to customers, suppliers, and other 
stakeholders – but basically all improvements to processes are limited to within the 
company itself. Therefore it creates serious problems when the outside world, incl. e.g. the 
political system, puts pressure on the company. The critical factors the enterprise meets 
are: 
 

• Too much debate and conflict about goals and values 
• Self-evaluation and individualism at the cost of company unity 
• Preoccupation with self-sufficiency (thinking that all problems can be solved within 

the company) 
• Too frequent changes of structures, principles, and processes 
 
The Integration Phase is in many ways the final step in the development process of the 
company and the qualities achieved during this phase must be maintained and further 
improved. But to secure a future development, it is necessary to turn the eyes clearly 
towards the demanding and opportunity-rich outside world. 
 
 
The Association Phase 
 
Consequently, the development does not stop at the third phase. The company must, 
to a much larger extent, relate to its surroundings, incl. the financial globalisation, social 
responsibility, and ecological concerns. Therefore, the doors open towards a new 
phase involving completely new forms of co-operation: The Association Phase. 
 
In the new phase it will be the task to create a partnership with stakeholders in the 
surrounding world in order for the company to be able to meet new challenges pro-
actively. The external borders of the company towards its surroundings are replaced by 
different types of connections to actors outside the domain of the company itself. The 
goal is to build confidence-based and long-term relationships with partners, enabling a 
mutual addition of value. 
 
In this phase, the focus will be on the entire process behind the product – from the 
preceding steps (suppliers) through the internal production to the subsequent steps 
(retailers/customers). Everybody must contribute to an improvement of the process 
and, as a consequence, it becomes necessary to create the largest possible 
transparency in the partner relations, production methods, cost structures etc. 
 
This creates a joint sphere of interest for all involved partners – both with regard to 
technical issues, organisation, management, product development, production, and 



joint use of resources across company boundaries. It can lead to an increased degree 
of responsible and sustainable production – from a product life-cycle perspective. 
Waste can be reduced because production is carried out in the way, which best 
matches the needs of the customer. 
 
The learning processes between the individual organisation and its surrounding world 
will be strengthened and in meeting other companies, the identity of the individual 
company is not lost, but matured and strengthened. In this way a continuous reflection 
and shaping of cultural characteristics will take place in the company. 
 
At the same time, the extensive delegation of responsibility within the company will 
mean that nurturing and management of external connections are placed in many 
different functions within the company. As a result, many points of interaction with the 
outside world will appear and this contact cannot remain, as previously, a management 
function. 
 
 
The Crisis Appears 
 
The Association Phase is the last phase known in today’s society, but the future will 
most certainly present new challenges, which may create new development demands – 
and then, new phases may appear as a reaction. One vision might be that the 
Association Phase will face its crisis when too big power co-operations are created and 
the democratic, cultural, and legal rules are threatened by this power. Maybe at this 
point changes will take places that are so big that we cannot yet cover these changes 
by words. 
 
The company must remain conscious that its position is defined through its usefulness 
and contribution to society. Its success will depend on how well the open and 
permanent dialogue with its surrounding world functions, because it is through this 
dialogue that a dynamic rejuvenation of the company takes place. 
 
 
Overview 
 
As a conclusion, one can say that each phase carries with it its own specific 
characteristics with regard to identity, policies, culture, structure, individuals, functions, 
social conditions, production processes, and physical means. In the following table, we 
have attempted to create a schematic overview: 
 
 
 
 
 
 
 
 
 



 Pioneering 
Phase 

Differentiation 
Phase 

Integration 
Phase 

Association 
Phase 

Identity Identity of the 
Pioneer 

Rational Definitions Working towards 
a Vision 

Contribution to 
Society 

Key Tasks Create an 
Organisation 

Build a Manageable 
Organisation 

Develop an 
Organic 
Organisation 

Connect Organisation 
To outside world 

Policies Implicit and Intuitive Order and Control Joint Decisions 
and Responsibility 

Pro-Activity with the 
Outside World 

Culture Family Community 
and Personality 
Cult 

Material Symbols 
and Company as 
Mechanical 
Construction 

Living Organism 
with a Conscious 
Culture 

Member of a 
Biosphere and 
Cultural Dialogue 
with the Outside 
World 

Structure Flexibility Formalisation Formal, Informal, 
and Ad Hoc 

Porous Borders, 
which can be 
Penetrated 

Individuals Personal Contacts Case-Orientated 
Management and 
Distance 

Warmth and 
Closeness plus 
Teamwork 

Employees as 
Citizens 

Functions Personal Jobs / All 
Round 

Rational Task 
Division and 
Specialisation 

Integrated 
Functions 

Expanded Horizon 

Social 
Conditions 

Informal 
Constructions 

Formal Aspects 
characterise Social 
Conditions 

The Social 
Conditions carry 
the Development 

Expansion of the 
Social System 

Production 
Processes 

Special Production Standardisation 
and Automatisation 

Flexible Process 
Management 

Expansion of the 
Process 
Management 

Physical 
Means 

The Physical 
Means are not 
Essential 

High Priority of 
Technology 

Allowing 
Teamwork 

Cost-Effective Use of 
Means 

Customer 
Relations 

The Customer is 
Right 

Anonymous Market Customer Needs The Society is 
Customer 

Limitation 
Problem 

Management 
Control and 
Overview 

Human Relations Contact to 
Outside World 

Power Structures? 

 
 
 
Additional literature 
Udviklingsledelse – fra pionervirksomhed til netværksorganisation 
(“Development Management – from pioneer company to network organisation”) 
 Friedrich Glasl & Bemarcl Lievegoed, Ankerhus Publishing House, 1997 
Organisation og Strategi 
(“Organisation and Strategy”) 
 Bent Engelbrecht, Kai Hansen og Margart Riis, Gyldendal Publishing, 1999 
 
 
 
 
 

 



The Development Phases of the Organisation 
 

The Pioneering Phase The Differentiation Phase 
(Organisation Phase) 

The Integration Phase 

 
Strengths 

 
Strengths 

 
Strengths 

Ideas Stability Dynamics 
Flexibility Safety Flexibility 
Motivation Efficiency Holistic Organisation 
 Rationality  
Characteristics Characteristics Characteristics 
Market Orientation Systems Joint Visions and Goals 
Action Orientation Standardisation Clear Goals and Self-Control 
Autocratic Management Style Specialisation Flexible Structure 
Productivity Co-Ordination Self-Managing Units 
Clear Goals and Control Hierarchy Delegation Orientation 
Flat Organisation Information Management Process Orientation 
Motivation and Enthusiasm Mechanical Perspective The Needs of the Surroundings 
Financial Perspective  High Priority of Customer Needs 
  Use of Individual Strengths 
  Commitment 
  Influence 
  Openness and Transparency 
  Pedagogical Leadership 
  Supportive, Supervisor Managers 
Crisis Symptoms Crisis Symptoms Crisis Symptoms 
Growing Pains Rigidity Too much Debate About Goals 
Disorder and Misunderstandings Problems with: Conflicts About Goals 
Lack of Communication - Co-operation and Leadership Too much Self-Management 
Doubts about the Pioneer - Co-ordination The Overall Goal is Forgotten 
Management Conflicts - Sub-optimisation and Egotism Lack of Structures and Principles 
Motivation Problems - Lack of Responsibility Too much Evaluation/Discussion 
Productivity Problems - Lack of Overall Understanding  
Quality Problems - Lack of Control  
Delivery Problems - Lack of Information  
Liquidity/Profitability Problems Falling efficiency  
Customer Complaints Too few Initiatives  
Authoritarical Management Lack of Corporate Spirit  
 Hostility From/Towards Market  
 Staff and Line Function Conflicts  
 Growing no.’s of Departments  
Reasons Reasons The Path into 3rd Phase Requires 
Growth Change of Markets Social Development at all Levels 
Specialisation Needs New External Conditions Co-operation Systems 
Lack of Capital Company is Stuck in Rigidity Common Visions of Future 
Employee Development  Climate for Initiatives created 
Planning Necessity  Teams and Production Groups 
  Conscious Ideals/Attitudes/Values 
 
 
 
 

 
 



The Management Focus in the Development Phases 
 
 

”PIONEER”  
• Lead from the Front  
• Create Culture  

 • Set Goals – Follow Up 
 • Take Initiatives  

• Prepare Idea and Purpose  
• Practise Delegation  

 • Be Active 
 
 
 
 
 
 

”ORGANISATOR”  
 • Formalise  

• Organise in Systems  
• Administration  

 • Planning 
 • Transparent Principles  

• Create Overview  
• Create Results  

 • Practise Delegation of Mandate 
 in the Organisation 
 
 
 
 ”INTEGRATOR”  

• Renewal  
 • Secure Realism 
 • Visionise  

• Set the Agenda  
• Employee Development  
• Balance   

 • Coherence and Realations 
 

• Practise Internal/External 
Networks 

 
 
 



The 3 Development Areas of the Organisation 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

RESOURCES/CAPITAL 
Material 

• Buildings 
• Facilities 
• Technology 
• Equipment 
• Money (Budget) 

Non-Material 
• Knowledge 
• Experience 
• Know-How 
• Ideas 
• Personal Qualities 

MARKET 
• Needs and assignments 
• Products and Services 
• Target Groups 
• Prices and Costs 
• Co-operation Partners 
• Competitors 
• Information 
• Public Relations 

ORGANISATION 
• Structure 
• Planning 
• Administrative 

Systems 
• Management 

Types 
• Co-operation 

Relations 
• Working Climate 

and –Culture 
• Information 
• Rules and 

Collective 
Agreements 



Principles for Organisational Development 
and Involving Processes 

 
 
1st Principle: To Create Future Visions, which will Pull Actions: 

• Inspire 
• Can and will be Effectuated 
• Contain a set of Basic Values 

 
     2nd Principle: To Free the Tied-up Energies of the Organisation 

• There are always things, which can be improved by 
somebody, who can and will 

 
3rd Principle: To take into Account that the World will continue to Move on 

During the Development Process 
 
4th Principle: To focus on the Basic Idea on which the Development 

Initiative is based: 
• The idea is a Precondition for Obligation 
• Reveal the Basic Attitude to Other Human Beings 

Expressed by the Idea 
 

5th Principle: To Find Key Persons and Talents for the Future, who can 
and will take Responsibility for the Future in New Ways and 
involve them 

• Possess Energy 
• Possess Skills 
• Remember “new” Colleagues 
• Avoid Classic Image of Representation 

 
6th Principle: To carry the Realisation of the Development through 

Initiatives and Actions by Individuals and Groups 
• Rather more Initiatives than too few 
• Follow-up and Follow-up 

 
7th Principle: To Secure Immediate Visible Steps of Progress and Inform 

about them 
 
8th Principle: To Remember that the Desired Result and the Road leading 

to it are Equally Important 
• The Essence in New Initiatives must be Demonstrated 

and Visible from the Start 
  

 



“Navigational Beacons” 
 

Purpose/Idea: 
• Why do we/I want this? 
• Which desires and ideas are behind the project? 
• What are our/my motives? 
• What benefits do we/I get from participating here? 

 
Own Working Principles (Policies): 

• How will we/I work with the implementation? 
• Information? 
• Involvement? 

 
Goals and Desired Results: 

• Who must benefit from it? 
• Which visible results must be achieved? 
• How will we/I evaluate it? 

 
Organisation: 

• Who must participate in the development work? 
• Who must take the decisions – and how? 
• Should we/I organise it in working groups, decision 

groups, consultation groups etc.? 
 

Activities, Time, Milestones: 
• What do we/I start working on first? 
• Which activities must we/I go through? 
• What is our/my time framework? 
• Should we/I set up milestones for the development? 
• How do we/I keep the organisation informed? 

 
Resources, Means: 

• Which resources are necessary to acquire (facilities, 
equipment, expertise, capital)? 

 
Network: 

• Who constitutes our/my network (resource 
persons/experts, supporters/pioneers, decision-
makers/lobbyists)? 

 
Concrete Proposals/Ideas: 

• What concrete proposals and ideas do we have 
already at this stage? 



 
 

"Lemniscatic development method" 
 
About the development process 
 
The Dutchman, Lex Bos, a researcher and business adviser, became aware that decision 
processes, and therefore also development processes, are rarely carried out in 
accordance with the "rational man" concept.  At the beginning of the nineteen seventies, 
Lex Bos wrote a doctoral thesis in which he demonstrated that dynamic development 
processes do not necessarily have to be carried out in a logical sequence or as a linear 
series of phases.  1 
 
On the contrary, it turned out that the sequence of activities, undertaken with the objective 
of investigating and finding development opportunities, is irrelevant for the optimal 
development process.  This gave birth to a working methodology which is being more and 
more widely used in Europe.  Lex Bos himself describes the working methodology as 
being based on rhythmical dialogue.  
 
The working methodology is called "The lemniscat". This is a model that describes the 
fields of work that need to be addressed in a development process.  See figure 1. The 
word ‘lemniscat’ is Greek and it is used to designate the sign of infinity or the recumbent 
figure of eight.  
 
The road of cognition and the road of choice  
 
In decision-making and development situations, we need to express our perception of the 
situation.  If we want to understand the situation, our judgement and description of the 
situation refer to the past and the present situation.  Our activities have an exploratory 
character.  When we begin to investigate the background of a situation, whether it is seen 
as positive or negative (e.g. too small a turnover, more customers in the target group, a 
decrease in turnover of staff....) we set out on a road which can be called the ‘road of 
cognition’.  
 
If we need to form a view about what ought to happen in order to solve certain problems, 
then our judgment refers to the future.  In this situation our activities are enterprising.  We 
want to do something new, e.g. we want to change our marketing.  Thereby the world will 
be changed.  In this situation, we are setting out on a road which can be called the ‘road of 
conscious choice’ or ‘road of action’. 
 
On the road of cognition the central elements are: 

 to refer to the past or the present  
 to have an exploratory attitude  
 to have as a goal an understanding of the situation  

                                                 
1 "Lemniscat II" a Model for dynamic development of judgement, Alexander H. Bos, 
Ankerhus Publishers, 1994.   Original Title:  "Ein Modell Dynamischer Urteilsbildung, 
Dialoog", Groningen, 1991.  



 to travel a road of cognition  
 to gain insight 

 
On the road of choice, or road of action, , the central elements are: 

 to refer to the future 
 to have an enterprising attitude 
 to change the world 
 to travel a road of choice (or action)  
 to decide on an action plan  

 
Therefore a conscious formulation of judgements and decisions is a synthesis of the two 
roads, see figure 1.  Development activities are defined more closely by working with the 
whole lemniscat, which is thereby a holistic working methodology.  
 
 

The Road of  The road of  
cognition choice 

Figure 1: The 5 working areas of the lemniscat. 
 
The working model is drawn as a sign of infinity. The function of the model is as a tool for 
development and decision making; it is a method by which impressions, explanations and 
goals are organised so that they lead to action via 5 points on the curve:  
 
A The question you ask yourself, or which you are asked 
 
B. The observed situations 
 
C. The discovered causal explanations 
 
D. Looking towards the related future goals and principles   
 
E. Actions and new practice.  
 



The leminiscat as a working process  
 
In figure 1 it is indicated that the lemniscat is a working process, where the 5 points on the 
curve express 5 areas of work which you have to work through in order to reach the 
relevant actions needed for major development tasks in a company.  
 
The use of the lemniscat is central to the launch of a development process, because 

through it the participants gain an understanding of the actual situation of the 
company/the function/the section or the group.   In contrast to the future scenario, this 
understanding is so deep that it includes the values and attitudes behind every situation 
in the company so that:  

 
- it becomes possible to work out future policies and broad ideas, principles and goals that 

are consistent with the history (biography) of the company. 
 
- each individual, of his/her own freewill, contributes to the realisation of the decided future 
situation.  
 
As it will become apparent, the lemniscat method demands that the individual consciously 
makes up his/her mind about the present situation and its causes.  This is necessary 
because our actions are determined by the basic assumptions that we carry with us.  If 
these assumptions are not conscious, and are not made visible , they will naturally 
continue to influence the actions of the company and possibly counteract the desired 
changes.  
 
 
The 5 working areas  
 
The 5 development areas in the lemniscat, and their role in the development process, can 
be described as follows:  
 
 

A. The question 
 

The starting point is a consideration of the practice and the actions that take place in the 
company, the section, the group or with the individual.  The question can be directed 
towards finding an explanation e.g.  "Why do the customers not complain more than they 
actually do when our service is so bad?" Another type of question is forward looking, e.g. 
"How can we earn more money in our business?" We see that the question we wish to 
have answered can be directed towards an explanation or an action, and, as Lex Bos 
formulates it, to either the road of cognition or the road of choice. It means that, in an 
organisational development process, you must be clear about which question you are 
trying to have answered.  
 
In other words, as a basis of your work with the lemniscat, it is important to ask yourself 
the right question.  And the right question is characterised as a good question by  
 
 



 
 not being answerable by a plain Yes or No  

 
 being forward looking  

 
 being action oriented within its own possibilities of realisation.  

 
For example: What should be our market organisation?  What can be the next goals for 
our section? Should we have, and do we want to have, a reformulation of our staff policy 
and who should be part of the implementation of it? 
 
If, at a later stage, doubt is raised as to whether or not you are working with the right 
question (right for the participants) you can return to Field A and reformulate the question. 
 
 

B. Observed situations 
 

Field B stands for observations, facts, data, information, experience, events, descriptions 
etc.  In this field we try, as objectively as possible, to observe the consequences of the 
practical actions; what the actual situation is in the observed area.  You can use the 
analytical models that are described in the chapters of this book as tools for this 
observation.  
 
The purpose of Field B is to create a mutual picture of the starting situation, as it is 
experienced and actually is which is shared by as many of the participants in as many of 
its aspects as possible.  You work concretely with facts, observations and examples of: 
what, who, when, how long..... etc? In field B we avoid looking for explanations.  We are 
only interested in having material to work with later on, which is as good as it is objectively 
possible to get.  The formulated mutual picture will form the background of the deeper 
understanding and search for insight into what is lying behind the situation.  Lex Bos 
emphasises the importance of elaborating on the description of the present situation 
through living examples.  
 
 

C. Causes and explanations  
 

With the starting point in the mutually formulated shared picture we now look for 
explanations and causes.  Causes in social contexts are rarely unambiguous; therefore it 
is important to avoid making explanations of causes too quickly.  By allowing examples 
and all collated observations to be clearly apparent to the parties involved in the 
development process, you succeed in using a non mechanical analytical method in which 
intuition is allowed to have a place.  
 
Field C stands for concepts, characteristics, thoughts, theories, hypotheses, thought 
models, regulations, ideas, principles, attitudes and values, and thereby also explanations.  
 



The point here is to understand, think through and look through, all of the impressions, that 
on the face of it may seem more or less chaotic and unrelated, for example: Why are 
bosses changed so often in our company?  What management attitudes lie behind this? 
 
You can refer to different theoreticians and use their models as tools to find explanations 
for the situations (for example Ansoff, Ackoff, Printz, Lievegoed, Schein, Adizes ..) 
 
Through the work in field C, we try to penetrate the pictures of the situation and get down 
into the underlying layers where ideas, principles, values and basic attitudes are to be 
found which can explain these pictures.  The method in field C consists of finding patterns 
in the observations to differentiate between the important and non-important and to 
structure the observations.  
 
It is Lex Bos´ opinion that you cannot work with development without making the invisible 
visible, that is, without finding the forces that create the situation. These forces will often 
be attitudes and values, which in themselves are invisible.  Unlike the Future Scenario as 
a working method, the Lemniscat ensures a deeper analysis without which you would risk 
finding solutions that do not lead to sustainable development.  
 
 
The safety point 
 
The consequences of the discovered explanations and causes must be evaluated.  Some 
are positive.  Some may be directly dangerous for the company.  And in the existing 
situation there can be seeds for the future that should be nurtured and kept in a 
development process.  In this process of consideration, the driving forces are established 
that are needed to find the future goals and values for the evaluated section or company: 
which of the existing parts are worth keeping and which are restraining.  
 
 

D. Future goals and principles  
 

In field D you formulate desirable, future goals and principles (policies/values/attitudes) for 
the topic in question.  
 
The typical topics in field D are goals, intentions, wishes, values, ideals, impulses, 
principles, attitudes etc.   
 



You can use vision techniques ("vision management"), traditional goal setting methods, 
oral and written formulations, etc.  But for the work with visions to be carried forward, it  

Future goals and principles 

 
must be adjusted to the other future scenarios of the company, its principal ideas and its 
historical precondition. .It is of decisive importance that the management, and the involved 

parties, consider very carefully if the future goals and policies are really something that 
they want to work toward in view of the desired result of the total development process.  
 
Figure 2 "The lemniscat". 
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The auxiliary questions which Field D requires are the following:  
 

 What do we want in the future in the area in question? 
 

 What do we have to obtain? 
 

 What is a good result for us? 
 

 What goals and part goals should be reached and when? 
 
In other words, in Field D you indicate the guidance points and directions by which the 
concrete actions should be regulated..  
 
 
 

E. Actions and new practice  
 

The next step is to create the right preconditions for the goals to be achieved, to bring the 
new policies and values into life and to take the necessary actions.  Thus we are back to 
the starting point and a new reality can be created, which can in its turn be made the 
object of a situation description.  Therefore the lemniscat is used as a symbol of a never-
ending development process.  
 
Field E stands for means, ways, preconditions, procedures, instruments, methods, 
practices for implementation etc.  
 
In field E you have to develop exact action plans for the achievement of the agreed goals 
and the agreed future scenario.  You have to appoint responsible persons to implement 
activities, and develop strategies for reaching the goals.  Deadlines and milestones, 
including those related to follow up, have to be agreed. .  
 
Many types of activities can be listed in Field E, e.g. new education and training, new 
communication channels, new structure, new forms of management, new products, new 
sales channels, greater responsibility, dialogue, delegation etc. etc.  
 
 
A holistic working methodology 
 
The conclusion of this presentation is that the lemniscat is of a holistic nature. There are 
two roads, and all five fields have to be present and be worked on at the same time: One 
field cannot be worked on without being seen in the light of the other fields.  
 
The ability of the lemniscat to create movement is based on an inner dynamic.  This 
dynamic is created between the polarities B-C (as it is) and D-E (as it should be).  If there 
are discrepancies between the present situation and the desired future situation, a tension 
is created which is conducive to creating constructive dissatisfaction.  This tension is 



motivating and creates the basis for starting a development process with development 
force.  
 
Lex Bos says that the lemniscat is socio-ecological because the right development 
activities emerge as a result of careful tending of the environment: a sufficient number of 
exposed facts in the B Field, imaginative ways in the E Field, enough clear thoughts in the 
C Field and enthusiastic goals in the D Field.  These socio-ecological environmental 
factors do not appear in phases one after the other, and are not decided once and for all, 
but will have to be checked and compared time and time again depending on the situation 
and the outcome.  
 
 
Areas of application 
 
As a development method, the areas of application of the lemniscat are near to 
inexhaustible, but probably it has its strength in relation to development work where you 
have sufficient time to investigate in depth in Field C.  By taking its starting point in the 
actual situation, as it is objectively seen, and considering the underlying situation, it opens 
up to decisions made on a basis cleansed of personal fads and motives, and unclear 
interpretations of emotions.  
 



 
 
 
 
 
 
 
 

 
 
 

Development of a Management Competence Profile for 
Serbian VET School Principals  

 

 
 

 



PRIORITY TABLE – personal competences  
 
In the first table you must attach a priority to the personal competences. Here, you must prioritise the listed competences on the basis of their 
importance for the future challenges you expect to meet in your job. To ensure a critical prioritising of the competences, you must place exactly 
17 of the competences listed below in each of the three priority categories (‘not important’, ‘important’, and ‘very important’).  
 

A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

1. Quality of Decisions         
Being the first to provide quick solutions, conclusions and 
statements without having analysed the issue. Trusts him/herself 
too much and does not seek assistance from others. Decision-
making can release impatience and emotions in the person. Often, 
the person may not be using adequate methods, models, or thought 
processes for decision-making, Makes hasty decisions based on 
prejudices, precedence of solutions, or a narrow perspective. Does 
not take the time to properly define the problem before taking a 
decision. Has problems coping with complexity. May occasionally 
wait too long and fight too much with each tiny detail to ensure 
avoiding risk or error. May be aiming for one big, comprehensive 
and elegant solution when five small solutions would have been 
more appropriate.  

 Taking good decisions (without considering hoe long time it takes to 
reach them) based on a mix of analysis, diagnostics, wisdom, 
experience, and judgment. Most of his/her decisions and proposals 
turn out to be correct and precisely focused when evaluated by time. 
The person is often approached by others for advise and counselling. 
 

   

 

2. Management of Processes and Projects         
Not being good at managing and implementing processes. The 
person cannot create effective ways of getting things done. He/she 
works in a very disorganised way and without the use of 
management tools. Cannot assess the use of time and resources 
necessary for carrying out a task. Does not utilise the possibilities 
for synergies and efficiency in others. Distributes tasks to 
him/herself and others haphazardly and does not work towards 
simplifying things. Uses more resources than others in getting things 
done. Lacks a sense of details and does not predict problems in 
advance. Does not apply systems and does not systematise his/her 
thinking. 

 Being good at designing and understanding the processes necessary 
for solving a task. He/she knows how to organise people and 
activities. Knows how to divide and combine tasks to create an 
efficient work flow. Knows what to measure and how measuring 
should be done. Sees the possibilities for synergies and integration 
where others don’t. Can simplify complex processes and get big 
achievements out of limited resources.  
    

 

   

     

 



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

3. Persistence         
Giving up too soon or switching attention to other issues where 
progress is easier. Does not push hard enough to get things done. 
Does not return to problematic issues for a third or fourth attempt, 
trying new strategies or approaches. Takes rejection much too 
personal. Hesitates to push when he/she faces conflict, 
disagreement, or attack. Expresses agreement much too soon, 
simply to get the past an unpleasant situation. Makes him/herself 
content with less than the original goal. Does quite simply not want 
to lead and be in the front row.  
 

 Pursuing everything with energy, a drive and need to complete 
something. Will rarely give up before he/she has completed the 
intended task, especially when facing opposition or setbacks.  
 

   

 

4. Ethics and Values         
Personal values that may not correspond to the values of the 
organisation. A strong individualist with very limited interest in 
others’ values, sets his/her own rules and makes others feel 
uneasy. May be too enterprising or act on the borderline of the 
allowed on behalf of the organisation. Does not waste much though 
on his/her own values and has no idea about his/her effect on 
others. Behavior can vary substantially from situation to situation. 
Sees those values that serve him/her the best. Says one thing and 
acts differently.  
 

 Sticking to a suitable (for the situation) and effective set of core 
values and views in both good and bad times. Acts in accordance 
with these values. Carries out in practice what he/she preaches in 
theory.  
 

   

 

5. Written Communication         

Not communicating clearly in writing. Has little or no experience with 
written communication. The meaning and purpose does not appear 
clearly from the text. Is too verbose or too short in his/her 
communication, or has problems with grammar. Is not very good at 
providing logical argumentation. Does not adapt his/her writing to 
different recipients and has only one ‘writing style’. Is reluctant with 
regard to improving his/her writing abilities.  
 

 Being able to write clearly and concisely in a variety of different 
communication situations and styles. Has broad experience in writing 
proposals as well as articles. Has the ability to get his/her message 
transmitted and achieve the desired effect. Can prepare written 
presentations with a clear and precise message.  
 

   

 

 
 
 

        



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

6. Listening Ability         
Not being a good listener. He/she interrupts people and completes 
their sentences if they hesitate. Cuts in to express a statement, 
provide a solution, or make a decision. Does not learn much from 
interaction with others. Appears not to listen or is too busy 
composing his/her own reply. Does not catch what others wish to 
express. Gives an impression of arrogance, impatience or 
disinterest. Listens to some groups/people and not to others. 
Imprecise when explaining or referring to others’ causes or 
opinions.  
 

 Practicing attentive and active listening. Possesses the necessary 
patience to listen to people. Can recount others’ opinions precisely, 
even when disagreeing with the statements they have made. 
 

   

 

7. Business Sense         
Lack of understanding of the deeper meaning of ‘business’. May be 
a very faithful functional or professional expert but does not 
understand the business or the business environment in which the 
organisation operates. Can be inhibited by a narrowly tactical vision. 
Lacks interest or experience in conduct of ordinary business.    
 

 Knowing how a business functions. The person is knowledgeable on 
current and future relevant policies, practices, trends, and information 
affecting his/her business model and organisation. Knows the 
competitive situation in his/her business environment. Is well aware of 
how strategies and tactics work in the market.  
 

   

 

8. Handling of Diversity         

Inability to be efficient in co-operation with groups, which are 
markedly different from him/herself. Does not feel comfortable in 
company of those, which do not resemble him/her. May act 
inappropriately when together with people different from him/herself. 
Protects his/her own domain against outsiders. Avoids conflict and 
debate arising from different views and agendas. Does not 
recognise the business value in diversity. Treats everybody alike, 
disregarding their differences. Maintains very narrow and egocentric 
views and considers his/her group superior to others. May carry 
negative and prejudicial stereotypes, which he/she has difficulties 
getting rid of. 

 Handling all types of people at all levels justly. Is able to handle all 
races, nationalities, cultures, handicaps, ages, and both sexes. 
Supports equal and fair treatment and opportunities for all.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

9. Inter-Personal Expertise         
Not having sympathetic relationships with many different people. 
The person finds it difficult to build relationships – he/she lacks 
social interaction ability or good listening skills. Does not take the 
time necessary for building contacts and is at times too blunt and 
direct. Is excessively intense or focused on work. He/she is 
impatient to proceed with the agenda, is arrogant towards others, or 
judges others prematurely. Does not have a well-developed 
understanding of other people. Freezes or panics when facing a 
conflict, attack, or criticism. He/she is shy or lacks confidence in 
others.  
 

 Having sympathetic relations with all people above, below, and at the 
person’s job level, inside as well as outside the organisation. 
Develops suitable levels of contact, constructive and effective 
relations. Applies diplomacy and tact. Defuses highly tense situations 
him/herself, with ease.  
 

   

 

10. Empathy         
Being less empathic and caring/understanding than most people. 
The person does not ask personal questions and does not answer 
in detail when somebody invites to personal dialogue. For him/her, 
only the results count and everything else is not interesting. Thinks 
that private life and work should be kept separate and that others’ 
condition is an unsuitable conversation topic at work. Reacts with 
unease to people, who show signs of stress or worries. May not 
know how to show concern or how to handle people, who have 
problems. May have less sympathy than most with other people’s 
weaknesses and problems.  
 

 Displaying real interest in people. Takes part in their problems at, and 
outside, the workplace. Shows understanding of others, whose 
situation is less fortunate. Displays real engagement in the pleasures 
and sorrows of others.  
 

   

 

11. Ability for Strategic Thinking         

Not thinking or expressing him/herself strategically. Is unable to put 
together a convincing strategy plan. Feels more comfortable with 
the tactical ‘here and now’ level. Lacks the perspective to gather 
different elements into one coherent strategic picture. Cabbot 
construct a vision of the future. Rejects the value of strategy and 
considers it useless. Has only very limited experience and is not 
well informed about business and world events. Attempts to over-
simplify matters or to be act very tactically. Lacks the disciplined 
thought processes necessary for creating a strategic overview. 
 

 Looking ahead with clarity. Can predict future consequences and 
trends accurately. Has a broad knowledge and perspective. He/she is 
future-oriented. Can draw up credible pictures and visions of 
possibilities and probabilities. Is able to create competitive and 
ground-breaking strategies and plans. 
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

12. Development of Efficient Teams/Steering Groups         
Not leading, gathering, or developing so the result will become a 
team. He/she does not create a common way of thinking or a 
common challenge in an assignment. Does not conduct many team- 
or steering group meetings. Does not facilitate synergies in the 
team/group. Does not work in a way that creates morale or energy 
in the team/group. Does not possess interest in, or abilities for 
developing team/steering groups.  
 

 Mixing people in a team when necessary. Can put together a strong 
steering group with enthusiasm for the assignment. Creates a strong 
morale and team spirit in the team/steering group. Supports open 
dialogue. Lets people complete their work and take responsibility for 
it. Defines success in relation to the entire team/steering group. 
Creates a feeling of belonging to the group among all members of the 
team/steering group.  
    

 

13. Negotiation         
Weak ability to make a good deal – the person does not achieve 
much in dealing. He/she applies inefficient tactics – too hard or too 
soft – and has to win every single battle or is too lenient to achieve 
the desired agreement. Bad at handling conflicts, has problems in 
handling attacks, verbal fights, or items, which are difficult to agree 
on. Restrains him/herself and is afraid to take sharp positions to 
issues. Is a bad listener. Does not ask or does not know how to 
identify a point of common acceptance in negotiations. Speaks too 
much and destroys too much in relations. Does not know how to be 
diplomatic, direct, and polite.  
 

 Negotiating skillfully in difficult situations with both internal and 
external groups. Can conclude negotiations and conflicts with a 
minimum of fuss. Can win concessions without damaging relations. 
Can be direct and strong, as well as diplomatic. Gains the confidence 
of others quickly during negotiations. Has a good sense of timing.  
 

   

 

14. Organisation Ability         

Not putting together resources effectively. He/she does not know 
how to find and organise people, materials, budgets etc. The person 
is bad at delegating and planning and is not very motivational to 
work with. The performance deteriorates when the number of 
activities at one time increases. Is too self-reliant. Panics at the last 
moment and has to work late to complete assignments. Cannot 
predict how many activities interact and can be mutually completed. 

 The ability to put together resources (people, funds, materials, 
support) to get things done. Is able to organise many activities at one 
time to reach a goal. Uses resources efficiently and skilfully. 
Organises information and archives in an expedient manner.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

15. Technical and Information Technology Competence         
Lacking skills in working with technical or Information technology 
(IT) appliances. Commits technical or operational errors. Is stuck 
with yesterday’s skills and technology. Is inexperienced, new to IT 
use, or lacks interest in this field. The person lacks the ability to 
investigate details in order to gain in-depth knowledge. He/she does 
not take the necessary time to familiarize him/herself with the 
newest technology. 
 

 Possessing technical, as well as Information Technology (IT) 
knowledge and skills sufficient for carrying out work on a high level. 
Regularly uses IT as a tool in his/her assignments. Is focused on 
continuously upgrading his/her IT competence level. 
 

   

 

16. Action Orientation         
Being slow to catch and opportunity. The person is too methodical, 
perfectionist, or averse to risk. He/she draws out issues infinitely. 
And lacks the self-confidence to act decisively. Knows what must be 
done but hesitates in doing it in practice. Is not motivated, feels 
bored in his/her work, or suffers from burn-out.  
 

 Liking hard work. The person is orientated towards action and full of 
energy when occupied with the issues he/she sees as challenges. Is 
not afraid to act with minimal planning. Grabs more opportunities than 
others do. 
 

   

 

17. Customer Focus         

Not thinking primarily about the customer. May be thinking that 
he/she already knows what the customer needs. May be focusing 
first and foremost on internal activities in the organisation and 
becomes paralyzed when faced with customer problems. Probably 
he/she prefers not to make the first move – and does not wish to 
meet and get to know the customers. Does not feel comfortable with 
new contacts. Is unwilling to handle criticism, complaints, and 
special wishes. Does not listen much to customers and is acting 
defensively. Does not take the necessary time for maintaing 
customer contact.  
 

 Taking an active interest in meeting expectations and demands from 
internal and external customers. Acquires customer information at 
first hand and uses this information actively in improving services 
towards the customer. Acts with the customer in mind. Creates and 
maintains efficient relations with customers and gains their 
confidence and respect.  
    

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

18. Handling of Ambiguity         
Disliking changes or lack of clarity. May not feel comfortable with 
handling problems, which do not have one clear solution. May 
prefer more data than others and structure instead of uncertainty. 
Prefers issues to be confirmed and ascertained. Loses efficiency 
and productivity when facing ambiguous situations. May feel a 
strong need to complete everything 100% and likes to do things the 
same way time after time.  
 

 Managing changes efficiently. Is comfortable with changes of pace. 
Can take decisions and act without being informed about everything. 
Does not lose balance when issues are moving freely without close 
monitoring. Does not feel compelled to finish everything before 
he/she moves on. Is comfortable when handling risk and lack of 
clarity.  
    

 

19. Ability to Prioritise         
Lacking the sense of what is essential and what is merely beneficial. 
He/she does not identify those few priorities that really matter to 
him/herself or others. Considers everything equally important. 
Exhausts others with activities without focus. Is inclined towards 
action and carries out a little bit of everything very fast. Is bad at 
managing his/her own time. Does not say ‘no’ and wants to do 
everything. Tends to be lacking in ability to identify how to eliminate 
obstacles.   
 

 Using his/her and others’ time on what is essential. Focuses sharply 
on the few important priorities and sidelines the many trivial issues. 
Quickly understands what contributes to or distracts from reaching a 
goal. Eliminates obstacles and creates focus.  
 

   

 

20. Handling of Paradoxes         

Lacking flexibility. Finds it difficult to change pace. Knows only one 
‘trick’ (even if he/she may be very good at this particular ‘trick’). 
Believes firmly in personal consequence and the benefit of following 
a few key principles. Will attempt to get everything done in one and 
the same way. Does not select a balanced approach and will often 
be seen as somebody, who strictly follows, and overplays, his/her 
own methods. Places too much trust in personal strength. Has 
problems with changing behavior during one meeting or in one 
situation.  
 

 The ability to act in ways that may appear contradictory. The person 
is very flexible and a fast learner when facing difficult challenges. Can 
unite opposites, which appear to be far apart and can make a stand 
without stepping on others. Sets strong but flexible standards. 
Possesses the ability to act differently depending on the requirements 
of the situation. Is seen as balanced, even in situations involving 
contradictory demands.  
    

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

21. Goal-Setting Ability         
Not using goals and objectives in his/her work. The person is not 
stringent in measuring his/her work. Fails to see the potential in an 
assignment. Does not communicate clearly who is responsible for 
what. He/she is disorganised, lacking goals or priorities. Is bad at 
time management. Does not set up criteria and methods for 
continuously assessing and evaluating an assignment.  
 

 Setting up clear goals and objectives. Has the ability to foresee and 
identify potential barriers/obstacles in an assignment. Monitors the 
process, its progress and results, Creates feed-back in the work.  
 

   

 

22. Conflict Handling         
Avoiding conflicts and human opposition. May act adaptively and 
wishes for everybody to get along well with each other. May lose 
his/her balance as a reaction to conflict and takes it personally. Is 
unable to function long enough without conflict to reach a good 
solution. Gives in and says yes much too fast. Finds him/herself in a 
conflict situation as if by accident – fails to see it approach. Lets the 
problems grow instead of facing them. Attempts to wait long enough 
for the problems to disappear by themselves. May be overly 
competitive and feeling a compulsory need to win every argument. 
 

 Not being averse to conflicts, regarding them as opportunities. Reads 
the situation quickly. Good at focused listening. Can secure difficult 
agreements and settle disputes justly. Identifies points of compromise 
and common interest and is able to co-operate without creating a lot 
of noise.  
 

   

 

23. Creativity         

Narrow vision, a focus on tactics, and conservatism. The person 
may feel most comfortable with yesterday’s solutions and prefer the 
well-known. Has a limited knowledge background. Avoids risk and 
does not seek to be daring or different. Does not establish 
connection to ideas beyond the borders of his/her own sphere. 
Does not have any idea about how creativity works. Applies old 
solutions to new problems. May vote down others’ creative 
solutions.  
 

 Bringing forward lots of new and unique ideas. The person connects 
previously unrelated terms with ease. Encourages conflicts and 
regards them as possibilities. Is considered a unique personality and 
is valuable in brainstorming situations.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

24. Honesty and Confidence         
Lacking widespread trust and confidence from others. Tries to 
explain away issues or does not select side in an argument. Treats 
others differently or with indifference at times. Says one thing, does 
something else and is regarded as lacking consequence. Finds it 
difficult to keep confidential information and leaks this information. 
Provides promises, which he/she does not keep or is unable to 
keep. Does not follow issues to the end and creates problems for 
others. Blames others for his/her shortcomings and errors. Thinks 
only about him/herself and is basically indifferent to others.  
 

 Enjoying a high degree of trust and confidence. Is considered a direct 
and truthful individual by others. Can provide the undiluted truth in a 
suitable and useful manner. Is able to handle issues in confidence. 
Does not provide a misleading image of him/herself for the sake of 
personal gains.  
 

   

 

25. Quality Management         
Not creating effective working processes. The person does not 
focus on the customer in the way he/she designs the work. Is not 
interested in continuous improvement of work processes. Is 
unaware of methods and techniques for improvement of work 
processes. Sticks to the well-known and tested instead of taking a 
step back to look for a greater pattern in the issue. Is unwilling to 
substitute the well-known for something new and better. Does not 
listen to others regarding improvement of work process design  
 

 Taking an active interest in creating services of high quality, meeting 
internal and external customer demands. Is actively engaged in 
continuous improvement on the basis of facts. He/she is willing to 
introduce and implement processes from the bottom up. Is open to 
proposals and experiments. Creates a learning environment, leading 
to the most efficient work processes.  
    

 

26. Ability for Self-Development         

Not making any effort to grow and transform him/herself. Does 
nothing to react to constructive feed-back. Is unaware of what 
he/she needs to work on – or how. Or may know what need 
improvement but does not act accordingly. Does not adapt his/her 
approach to different audiences or situations. Is immune to critical 
feed-back and is arrogant or defensive. Fears failure and the risk in 
admitting errors. Does not really believe that people may change 
and concludes accordingly that it is not worth the effort.  Considers 
present abilities to be permanent. Believes in development but is 
always too busy to do something about it. 
 

 Being personally engaged in self-development, constantly working to 
improve his/her own abilities. Understands that different situations 
and levels of work require different abilities and approaches. Works 
on developing strengths and to compensate for weaknesses and 
limitations.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

27. Social Abilities         
Being distant and not easy to be in company with. The person does 
not feel comfortable with first time contacts. May be shy, appears 
cool towards others, or may be a person of few words. Does not 
reveal much and consequently, it is hard to know how he/she really 
is. Does not establish a common ‘wavelength’ with others and may 
inexplicitly appeal to others not to seek contact. May be a bad 
listener or appear disinterested. May not recognise social gestures 
and pointers, which others would recognise. May be tense and 
finding it hard to make a conversation run smoothly. 
 

 Being easy to be around and speak to. The person makes an extra 
effort to make others feel comfortable. Can be warm, pleasant, and 
inviting. Is sensitive to, and patient with, others’ personal worries. Ha 
a good ability to establish a common ‘wavelength’ with others and is a 
good listener. Gets information early and captures informal and 
fragmented information in time to act on it.   
    

 

28. Humour         
Being regarded as having no sense of humour. He/she does not 
know how to, and does not wish to, use humour at work. Cannot tell 
a joke and kills humour in others. Considers humour to be out of 
place in the workplace. Is too serious and appears to avoid any risk 
of looking foolish or sounding stupid. Lacks a glint in the eye. Uses 
sarcastic or politically offensive humour. Uses humour in the wrong 
moments or in the wrong way.  
 

 Having a positive and constructive sense of humour. Can laugh of 
him/herself and with others. Is fun in a good and inoffensive manner 
and can use humour to lease tension.  
 

   

 

29. Organisational Understanding         

Not getting things done in organisations, which go beyond his/her 
areas of specialisation. The person lacks the inter-personal skills 
necessary for making things done across organisational borders. 
He/she is not good at negotiating within organisations. Is too timid 
and laid back to maneuver through large organisations. Rejects the 
complexity of organisations, lacks experience or simply does not 
know to whom or where to go. Is too impatient to learn. Does not 
know, and is also not interested in knowing, the origin and 
explanation of why things function as they do in the organisation.  
 

 Being well informed about how organisations function. Knows how to 
get things done, both through formal channels and in the informal 
networks. Understands the origin and reason behind key policies, 
practises, and procedures. Understands organisational cultures.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

30. Timely Decision-making         
Being slow to decide or make statements. The person is 
conservative and cautious. May hesitate and seek more information 
to build self-confidence and avoid risk-taking. May be a perfectionist 
with a need for getting his/her way and is very protective against 
criticism. Lacks organisation and rushes along in order to keep 
deadlines for decisions. Is reluctant to take decisions in more 
complex cases.  
 

 Taking decisions at the right time, sometimes on the basis of 
incomplete information and subjected to strict deadlines and 
pressure. The person is able to take quick decisions.  
 

   

 

31. Patience         
Acting before it is time for action. Cannot tolerate others’ slow pace 
and cumbersome processes. He/she is regarded as a selfish ‘do-it-
my-way-and-at-my-pace’ type. Does not take the time to listen and 
understand. Thinks that almost everything should be faster and of 
shorter duration. Interrupts those, who try to make meetings function 
well with his/her need to reach the conclusion faster. Cuts in often 
and finishes other people’s sentences. Gives an impression of 
arrogance, disinterest, or as somebody who ‘knows it all’. Is 
orientated towards action and resists complexity of processes or 
problems. Jumps to hasty conclusions instead of investing in 
consideration of the issues. 

 Tolerance towards people and processes. Listens and checks before 
acting. Attempts to understand people and data before judgment and 
action. Waits for others to catch up before he/she acts and is 
sensitive to the correctness of the process and the pace imposed. 
He/she follows the scheduled process.  
 

   

 

32. Planning Ability         

Very limited planning. The person is in haste, sloppy, and makes a 
rushed job at the last moment. He/she does not follow a regular 
method fro setting goals and planning an assignment. Does not like 
structure and process flow. Mocks planning and is seen as 
unfocused or overly simple by others. Lacks the patience to 
establish goals, forecast difficulties, plan implementation of tasks, 
and develop time plans. Is confusing to work with and has a de-
motivating effect on others with whom he/she is co-operating.  
 

 The ability to measure exactly the duration and difficulty of tasks and 
projects. The person establishes goals for any given assignment. 
He/she selects methods and plans for the implementation of the 
assignment. Divides the work into process steps and develops time 
plans. Foresees problems and obstacles and takes timely and 
appropriate corrective action. Measures performance relative to goals 
and evaluates results.     

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

33. Delegation         
Lack of support for, and faith in, delegation. The person lacks 
respect for the talents of others. He/she carries out most tasks 
him/herself and gathers information in heaps, keeping the best parts 
to him/herself. Does not wish to or know how to delegate 
responsibility to others. May delegate, but does not dare to hand 
over responsibility and keeps checking people over their shoulders. 
May delegate responsibility but not the competence. May lack a 
plan for how to work through others. Has a tendency to simply drop 
tasks on people without communicating the context. 
 

 Clear and willing delegation of both routine work and important 
assignment and decisions. Shares both responsibility and 
competence widely. Believes in people’s ability to contribute. Lets 
people finish their own tasks.  
 

   

 

34. Problem Solving         
Not being a disciplined problem solver. The person is stuck with the 
old and what used to function. Often has to return to the problem 
and work on it one more time. Shoots from the hip without thinking 
carefully. Gets impatient and jumps to hasty conclusions. Does not 
stop to define and analyse the problem and does not go into any 
depth to understand the problem. Carries a bag of well-known/old 
‘tricks’ and pulls unsuitable solutions from this bag. Fails to see the 
complexity of the issue and forces it to change shape into 
something more comfortable for him/her. Does not provide another, 
better, solution and does not ask inquisitive questions or look for 
hidden patterns.  

 Applying strict logic and methods to solve difficult problems with good 
solutions as the result. He/she examines all relevant sources for 
answers. Can identify hidden problems. Has a fantastic ability to 
analyse. Looks behind the obvious and does not stop at the first 
answer encountered.  
 

   

 

35. Presentation Skills         

Not being skilled at presenting issues in different situations. The 
person is shy. He/she is disorganised. His/her presentations are 
without focus and he/she has a flat or irritating style. Does not listen 
to the audience. Has personal peculiarities or habits that get in the 
way of the presentation. Is unprepared or unable to handle difficult 
questions. Always presents a topic in the same way – does not 
adapt to the audience. Loses composure during heated debates. Is 
nervous, even scared when he/she is speaking.  
 

 The ability to carry out formal presentations in different connections: 
person-to-person, in large or small groups, with customers, 
colleagues, and superiors. Utilises technical equipment to the highest 
possible extent during his/her presentations. Is efficient, both within 
and outside the organisation, and both in conveying naked facts and 
sensitive and controversial topics. Demands attention and can handle 
the group process during a presentation. Is able to change tactics in 
mid-presentation if something is not functioning as intended. 
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

36. Results Orientation         
Not reliably and consequently delivering results. Fails to complete 
things on time. He/she wastes time and resources by pursuing the 
inessential. Things always get in the way – personal lack of 
organisation, avoiding prioritisation, underestimation of timeframes, 
surmounting of resistance. He/she is not sufficiently daring or 
committed to push things through. Hesitates when something gets 
in the way. Does not do everything he/she can to fulfill assignments. 
Does as little as possible. 
 

 Accountability that the person will reach his/her goal with success. Is 
constantly and consequently on of the top performers. Very results 
orientated. Unfalteringly pushing him/herself and others towards 
results.  
 

   

 

37. Perspective         
A narrow vision. The person has narrow points of view on problems 
and challenges. Sees problems and opportunities only from one or 
few angles. Does not have a broad field of interests and is not well-
informed. Is not good at running ‘what if…’ sessions. Lacks interest 
in ‘maybe’ scenarios for the future and in how world events will 
affect his/her organisation. Will not make a good visionary or 
strategy expert. A ‘here and now’ person, who will often be take by 
surprise by unexpected changes. Is a person, whose skills are 
covering only one area with regard to 
function/profession/techniques.  
 

 Seeking the broadest possible view of a problem/challenge. Has far-
reaching personal and business interests and experience. Can easily 
draw up future scenarios. Thinks globally. Can discuss many different 
aspects and influences from different situations and project them into 
the future.  
 

   

 

38. Self-Awareness         

Not knowing him/herself very well – with regard to strengths and 
weaknesses or limits. Does not seek feedback. Is defensive or 
arrogant. Does not listen to or learn from feedback. The person will 
often make errors in evaluating his/her own performance – with 
either too high or too low self-regard. Rushes into something he/she 
should not be doing or fails to withdraw from something when 
appropriate. Is surprised by, or unaware of his/her own powers of 
persuasion. Is aware of some shortcomings, but will not share this 
with others. Avoids discussions concerning him/herself. Assumes 
that he/she already has knowledge when in reality he/she hasn’t. 
Explains away errors and do not learn from them.  Does not learn 
much from training in self-awareness and personal insight. 
Surprised about negative personal data when confronted with these.

 Awareness of own strengths and weaknesses, possibilities and 
limitations. Seeks feedback and gains insight on the basis of errors 
committed. Is open for criticism and not defensive. Is ready to speak 
about his/her own shortcomings. Looks forward to assessments of 
his/her performance (plusses and minuses) and decisions regarding 
career. 
 

   

 

 
 

        



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

39. Personal Learning         
Not adapting to the surroundings or the situations. The person holds 
the view that being faithful to yourself is the most important. 
Regards adaptation to others as a sign of weakness. Is a ‘one-thing-
at-a-time’ person or a person thinking only about what he/she is 
doing him/herself – not about others’ reactions or needs. Does not 
follow-up on needs for personal change. Does not seek or listen to 
direct feedback. Does not observe or study people and does not 
understand their reactions to him/her. Is arrogant or defensive. 
 

 Quickly following up on the need to change personal, inter-personal, 
and managerial behaviour. Observes others in order to understand 
their reactions on his/her attempts to perform and influence – and 
adapts accordingly. Seeks feedback. Perceives needs for changing 
personal demands and subsequently changes these.  
 

   

 

40. Time Management         
Being disorgansied, wasting time and resources. The person 
wanders from activity to activity without thought. Does not carry out 
prioritizations. Cannot say no. Can only concentrate on one thing at 
a time and is easily distracted. Reacts mostly on what is topical at 
the moment. Does not have or follow a plan or method for 
management of his/her time. Is unable to break off business 
dealings in a polite way. Does not have an inner clock. Performs 
well on important priorities and cases but badly on small and less 
important issues.  
 

 Efficient use of time. He/she considers time valuable and 
concentrates his/her efforts on the most important priorities. Able to 
cope with more than most others and can concentrate him/herself on 
multiple activities at the same time.  
 

   

 

41. Balance between Work and Private Life         

Lacking the balance between work and private life. Exaggerates 
one at the expense of the other. The person is a workaholic and is 
bored when he/she is not working, or is unable to relax. Is bad at 
using his/her time and in setting up priorities. Simply reacts. Cannot 
close off one area of his/her life and fully concentrate on another. 
Cannot manage to keep many and different priorities going at the 
same time. Carries problems from one area of his/her life into 
another. Appears to be able to handle only one of the areas.  
 

 Maintaining a conscious balance between work and private life, 
making sure that one does not dominate the other. The person is not 
one-dimensional. Knows how to take care of both work and privacy. 
Achieves what he/she wants from both areas.  
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

42. Motivational Ability         
Not knowing what motivates others or how to motivate others. Is a 
‘one-style-fits-everybody’ person, who sticks to oversimplified 
models of motivation or places less importance on motivation than 
most others do. May simply be interested in getting the job done. 
Has problems with people, who are not like him/her. Displays a lack 
of understanding of others and does not react on their needs and 
signals. May be prone to judgment of others and puts people into 
pre-defined boxes. De-motivates others consciously or 
unconsciously.  
 

 Creating a working climate where everybody wishes to do their best. 
Understands how to push the right buttons with every person and use 
this to get the best out of every person. The person ensures that 
tasks get completed and decisions taken. Invites inputs from 
everybody and shares ownership and visibility. He/she is a person, 
who others enjoy working with.  
    

 

43. Information Ability         
Not being a consequent informer. The person tells too little or too 
much. Provides information too late – fails his/her timing. Is unclear, 
which results in some getting better information than others. Does 
not think through who needs to know something, and when. Does 
not seek or listen to others’ needs for information. Informs, but does 
not follow up till the end. Either gathers information for personal use 
only, or does not regard information provision as important. Has 
maybe only one method for informing others: written or spoken – or 
e-mail.  
 

 Making sure that people receive the information they require, 
regardless of whether they are customers, colleagues or employees. 
Making sure to provide individuals information in a manner enabling 
them to take precise decisions. Provides information at the right time. 
 

   

 

44. Vision Management         

Inability to communicate or sell a vision, internally and externally. Is 
not good at presenting a case. The person cannot formulate good or 
catchy phrases. Cannot draw up pictures of the future, which others 
can comprehend. Does not, in general, feel comfortable by thinking 
about the unknown future. He/she is not sufficiently charismatic or 
passionate to arouse and energise others. Lacks the ability to 
simplify sufficiently to make others understand a complex strategy. 
Does not understand how change happens and does not act as if 
he/she really believes in the vision. Feels more comfortable with the 
present moment. 
 

 Communicating a convincing and inspired vision or sense of purpose. 
The person speaks about tomorrow and about possibilities. He/she is 
an optimist. Creates goals and symbols to gather support behind the 
vision. Shares the vision with everybody. Can inspire and motivate 
entire units or organisations.   
 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

45. Business Sector Knowledge         
Not knowing what are the most critical factors deciding whether the 
company will be successful in its business sector. He/she has no 
understanding of the dynamics in the business sector or in other 
sectors in general. May believe that the same principles are valid 
across all business sector borders. Does not speak with customers, 
resource persons, and other key players in the sector. Has no 
method for keeping up to date with developments in the sector. 
 

 Knowing what it will require for the company to achieve success in its 
business sector. Has a substantial insight into the competitive 
demands in the sector and the strategies applied in it. He/she has a 
strong knowledge of the history of the business sector and its future 
development. Uses sector-specific knowledge to handle and 
understand essential problem issues in his/her own unit and across 
the organisation. Keeps up-to date continuously regarding 
developments in the sector.  
 

   

 

46. Entrepreneurship         
Lack of interest in the future. May regard visions and ideas about 
the future as ‘unserious’ crystal ball gazing. Feels most comfortable 
with administrative tasks where well-known concepts are applied 
and where errors can be avoided. He/she may fine-tune and adjust 
others’ ideas but does not develop on his/her own any 
fundamentally new ideas or concepts. Expects others to handle 
problems and frustrations.  

 An active interest in the future. He/she feels a need to create new 
business opportunities. Sets new initiatives in motion and creates 
new things without being urged to do so by others. He/she cannot 
resist developing new ideas. Is an individualistic person, who does 
not wait for others to solve the problems.  
 

   

 

47. Performance Need         

Finding performance demands uncomfortable and difficult. May 
have a limited working capacity. Does not feel the need to 
distinguish him/herself and is usually not visible in larger groups. 
He/she does not care for strict deadlines and plans. May have 
difficulties with actually carrying out planned things. Prefers co-
operation and dialogue to competition. He/she is most at ease with 
stability and security in the work.  

 A natural need to perform. He/she has a reasonable need for 
recognition and prestige, in order for the person to “carry weight”. The 
person wishes to put his/her fingerprints on the organisation and the 
collective. He/she focuses on goals and is able to realize things 
he/she has set out to do. Has a competition and winner mentality. 
Wishes for challenges and dynamics. 

   

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

48. Sales and Marketing         
Not being occupied by sales and marketing and has an expectation 
that these are issues that ‘the company’ will take care of. He/she is 
interested in his/her own assignments and the professional 
characteristics connected to these. Has a limited sphere of contacts 
and is not particularly interested in creating new relations. Has 
limited success in selling assignments.  

 Wishing to contribute personally to improve the customer contacts of 
the company. Is occupied with, and working focused towards 
strengthening the company brand name through actual marketing 
activities. He/she is interested in society trends and overall 
developments and the new needs for consultancy services these 
create. Sells assignments for him/herself and colleagues. Is 
successful in establishing networks to expand his/her current contact 
sphere.     

 

49. Psychological Balance         
Psychological instability when viewed over time. The person may 
display mood fluctuations and be prone to aggression. He/she finds 
it difficult to handle adversity and high-pressure situations without 
losing his/her composure. Has an unrealistically positive image of 
own abilities and skills. May be liable to unilaterally blame own 
mistakes or shortcomings on the surroundings. He/she may have 
difficulties in establishing a well-functioning family-, spare time, and 
working life. Has a hard time handing frustrations and insecurity. .  

 Psychological stability when viewed over time. He/she is able to 
handle situations under pressure without losing composure. Has a 
realistic self-image and a realistic view of own abilities. Possesses 
natural authority. He/she is good at making his/her spare time and 
family life function. Can live with frustrations and insecurity for some 
period of time. 

   

 

50. Analytical Abilities         

Not using data or facts when solving an assignment. The person is 
unable to utilize models or methods for data collection. Has poor 
experience in implementation of quantitative, as well as qualitative, 
surveys and research. Cannot see the value of analytical 
assignments. Is more focused on actions and solutions than facts 
and experiences.  

 Good abilities for collecting, analyzing, and apply data to an 
assignment. Can deduct conclusions from quantitative data material. 
Involves analytical models and methods in solving assignments, as 
tools to support the process. Regards diagnostics as an essential tool 
for securing an effective process. Utilises quantitative, as well as 
qualitative, surveys as a part of the assignment solving process. 
Carries out cause-effect analyses to gain greater knowledge about 
the contents of an assignment.     

 

         



A very low level of competence is characterised by…  A very high level of competence is characterised by…       

   Not important Important Very 
important 

 

51. Political Expertise         
Not knowing how to manage steadily and with stability and avoid 
stepping on other people’s toes. The person will say and do things 
that cause political problems.  Does not understand how to manage 
cases, which he/she has not initiated him/herself or may be 
protective of own territory. Rejects politics and regards him/herself 
as politically neutral – while others may see this statement as naïve. 
Does not handle executive management convincingly. Is impatient 
towards the political process and commit procedural errors. Is too 
direct and does not take his/her effect on others into consideration. 
Is not good at predicting the consequences of his/her own actions.  
 

 Understanding how to maneuver efficiently and calmly through 
complex political situations. Is sensitive to how people and 
organizations function. Predicts where the ‘land mines’ are placed 
and plans his/her approach accordingly. Considers company policy 
as a necessary part of organisastional life and works actively at 
adapting to this reality. Is skilled at finding a way through labyrinths.   
    

 

         
   

   

 

         

   

   

 

 



PRIORITY TABLE – Professional Competences  
 
In the second table, you must prioritise the professional competences. Here, you must once again assign priorities to each 
competence, based on how important you consider each competence for the future challenges in your job.  
 
 
 

Professional Competences Not So 
Important Important Very Important 

Balanced Scorecard    

Biographies    

Coaching/sparring    

Implementation of ‘The Learning Organisation’    

E-learning    

Effectivisation Measures    

EFQM    

Economic Value Added    

Management of Change    

Mergers and Takeovers    

Emotional Intelligence    

Organisational Climate Surveys    

Communication    

Competence Assessment    

Conflict Handling    



Professional Competences Not So 
Important Important Very Important 

(Organisational or Market) Culture Analysis    

Manager Development Processes    

Implementation of Employee Development Dialogue systems    

Management by Objectives    

Restructuring    

Organisational Development    

Outdoor Exercises    

Process Improvements    

Process Management    

Project Management    

Recruitment    

Sales Training    

Self-Management    

Senior Employee Policies    

Situational Management    

Storytelling    

Strategical Analysis    

Strategy Development    

Supervision    



Professional Competences Not So 
Important Important Very Important 

Development Programmes for Talented Employees    

Team Building    

Train the Trainer Programmes    

Training Planning / Training Course Management    

Management of Knowledge    

Knowledge Accounts    

Management by Vision    

Management by Values    

Value Development    

Financial Management    
 


	Principal as School Manager and Understanding of Organisational Development
	The Action Learning principle is the backbone of the Principles Development Process and aims at creating the necessary link between theory and practise – in other words, to secure those participants get “hands on” experience with the theoretic knowledge acquired. The learning principle is illustrated in the model below:

	Competence Profile, Questionnaire
	Development of a Management Competence Profile for Serbian VET School Principals 
	In the first table you must attach a priority to the personal competences. Here, you must prioritise the listed competences on the basis of their importance for the future challenges you expect to meet in your job. To ensure a critical prioritising of the competences, you must place exactly 17 of the competences listed below in each of the three priority categories (‘not important’, ‘important’, and ‘very important’). 
	In the second table, you must prioritise the professional competences. Here, you must once again assign priorities to each competence, based on how important you consider each competence for the future challenges in your job. 


