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Key Accountabilities for Director Roles 

 

 Implements strategic decisions in own functional area or portfolio and monitors variance 

 Sets objectives for own portfolio than align with organization’s strategies/goals/vision 

 Either provides technical advice to support business objectives, is directly responsible for allocating resources to 
achieve business results, or delivers business results through the coordination of internal and external resources, where 
there is not a direct reporting relationship 

 Works with various external partners, including Ministry and community to influence health care agenda 

 Makes and implements decisions that typically impact more than one area 

 Implements change within own functional area 

 Plans and allocates resources 

 Coaches and develops team and ensures bench strength for leadership and mission critical positions 
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Achieving Results Leading Effectively Thinking Critically Personal Effectiveness 

Collaboration Developing Others Business Acumen Interpersonal Sensitivity 

The intention to collaborate and engage 
constructively with others, to be part of a team, to 
work together, as opposed to working separately or 
competitively. Collaboration involves promoting a 
positive climate, resolving conflict, and creating 
alignment within and across internal and/or external 
groups/partners. 

The genuine intent to foster the long-term 
learning or development of others through 
coaching, managing performance and 
mentoring in order to stretch and challenge 
others to actualize core values of the 
healthcare system, achieve higher level goals 
and develop new skills/competencies. The 
individual’s actions are driven by a genuine 
desire to develop and empower others, rather 
than simply a need to transfer skills to complete 
tasks.  

The ability to understand the 
business implications of 
opportunities and decisions and to 
implement successful business 
strategies that improve the 
functioning of the organization. It 
requires an awareness of issues, 
processes and outcomes as they 
impact the organization’s and 
stakeholders’ strategic direction. 

Acting to understand and respond 
appropriately to the concerns of 
others. It involves practicing active 
listening when interacting with 
individuals or groups. It includes the 
ability to reflect on verbal and non-
verbal behaviour and communicate 
effectively. 

Impact and Influence Holding Self and Others Accountable Strategic Orientation Leadership Presence 

Implies an intention to advocate, motivate, 
persuade, convince, or influence others (individuals 
or groups) in order to gain their support and 
commitment. It also includes the desire to 
effectively gain the support, collaboration or 
commitment of others to an idea, plan or course of 
action, which may include supporting a cause or 
issue – speaking up, drawing the attention of others 
to an important issue, and directing decision 
makers towards a solution. Requires the ability to 
communicate effectively. 

Outstanding leaders expect the best from 
themselves and others and position others and 
the organization for success by establishing 
appropriate levels of responsibility, holding 
them to account for delivery of agreed upon 
objectives and implementing appropriate 
positive/negative consequences. They hold 
team members and/or others accountable to 
execute to high standards of excellence, and 
they hold themselves accountable to the same 
or higher standards. They provide clear 
directions, priorities and expectations. They 
consistently monitor performance and provide 
corrective feedback when performance is not 
up to the standards. They confront performance 
issues directly and promptly, and will not 
hesitate to take action (e.g., terminating poor 
performers) when improvement is not 
forthcoming. 

The ability to understand the 
business implications of decisions 
on one’s role, and link daily work to 
the organization’s strategy. This 
ranges from a simple 
understanding to a sophisticated 
awareness of the impact of the 
world at large on strategies and 
choices. This includes the ability to 
take a long-term perspective on the 
nature of healthcare and the 
community served by the 
organization, charting a course that 
delivers results today and well into 
the future. 

The ability to develop and maintain a 
sense of presence and emotional 
maturity that is anchored in: an 
accurate awareness of one’s 
strengths and limitations; an 
understanding of one’s own 
emotions and the impact of one’s 
behaviour on others; consistent 
behaviour that is congruent with 
personal and organizational values; 
appropriate management of 
emotions; demonstration of 
resilience in a range of complex and 
demanding situations; and, an inner 
confidence that one can succeed 
and overcome obstacles. 

Organizational Awareness 

The ability to learn and understand and learn the 
key relationships, diverse interest groups and 
power bases within one’s own and other 
organizations with which one interacts and in the 
wider community, and to use that understanding to 
lead healthcare services more effectively. 

Visionary Leadership   

Results Orientation The ability to inspire others to work toward 
common goals by increasingly engaging and 
empowering them. It involves providing 
inspiration, clarity and direction through a 
compelling vision of the future. This includes 
focusing the team on priorities, leading and 
supporting the team through change, holding 
the team accountable, soliciting the team’s 
input to form plans, and inspiring the courage to 
challenge team process, and the commitment 
to achieve personal, team and organizational 
goals. 

 

The personal drive and need to achieve results, and 
the ability to focus one’s attention on accomplishing 
key objectives and positive outcomes for oneself 
and one’s team. This is demonstrated by improving 
performance, developing oneself, and committing 
oneself and appropriate resources to accomplishing 
challenging goals, even in the face of uncertainty 
and change. This includes working to achieve 
desired program outcomes, and setting goals and 
priorities that maximize the use of available 
resources to consistently deliver results against 
program objectives and client/community 
expectations. Effectively assesses and manages 
risk, and measures/evaluates results. 

Service and Quality Orientation    

The desire to provide quality, patient-centered care. 
It means focusing one’s efforts on discovering the 
expressed and unexpressed needs of customers, 
patients and stakeholders, and meeting these 
needs. It is about ensuring quality and patient 
safety in the delivery of services, and complying 
with existing rules, regulations and legislation. It is 
expressed in the monitoring of service information, 
insisting on clarity of roles and expectations, and 
setting up and maintaining systems that enhance 
quality and maximize efficiencies. 
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Achieving Results 

Competency Definition Behavioural Indicator 

Collaboration The intention to collaborate and engage 
constructively with others, to be part of a 
team, to work together, as opposed to 
working separately or competitively. 
Collaboration involves promoting a positive 
climate, resolving conflict, and creating 
alignment within and across internal and/or 
external groups/partners. 

Builds Links Across and Outside the Organization 

 Helps others understand the broader context of their work. 

 Aligns multiple internal work groups to new knowledge and other practice 
innovations. 

 Creates opportunities to collaborate and build capacity across the 
organization. 

 Generates and maintains an environment that encourages the development 
of new ideas. 

 Brings different skills and knowledge together from outside and inside the 
organization to generate original approaches to meeting challenging goals. 

 When conflict arises, goes to the source of the problem or issue to achieve an 
appropriate resolution, irrespective of hierarchical considerations. 

Impact and 
Influence 

Implies an intention to advocate, motivate, 
persuade, convince, or influence others 
(individuals or groups) in order to gain their 
support and commitment. It also includes 
the desire to effectively gain the support, 
collaboration or commitment of others to an 
idea, plan or course of action, which may 
include supporting a cause or issue – 
speaking up, drawing the attention of others 
to an important issue, and directing 
decision makers towards a solution. 
Requires the ability to communicate 
effectively. 

Uses Indirect Influence 

 Uses chains of indirect influence (e.g., gets A to show B so B will tell C such-
and-such). 

 Anticipates areas where support or influence will be required, and takes steps 
to involve key stakeholders in the process. 

 Solicits and engages the support of like-minded individuals to help convince 
others. 

 Enlists third parties or experts to help influence situations. 

 Builds support by involving others (including adversaries) at relevant stages of 
an initiative. 

 Seeks out key decision-makers and influencers prior to meetings. 

 Uses a combination of logical argument, personal conviction and passion to 
gain buy-in. 

 Builds up the credibility of others so that their support will be more effective. 

 Takes the time to build critical mass or support for a position, with the ultimate 
aim of getting results by working in partnership.  

 Interprets complex and possibly contradictory or competing 
signals/messages. 

Organizational 
Awareness 

The ability to learn and understand and 
learn the key relationships, diverse interest 
groups and power bases within one’s own 
and other organizations with which one 
interacts and in the wider community, and 
to use that understanding to lead 
healthcare services more effectively. 

Understands Organizational Politics 

 Understands, describes or uses ongoing power and political relationships 
within the organization – own or other (alliances, rivalries) - with a clear sense 
of organizational impact. 

 Understands the “politics” – with both a small and a large “p” – within one’s 
own organization as well as within the broader health and social care context. 

 Takes time to become familiar with the priorities and values of many 
stakeholders, both internally and externally (e.g., physicians, nurses, patients, 
staff, professionals, families, community leaders, volunteers, etc.). 

 Uses this understanding to build coalitions and consensus around the 
organization’s vision, priorities, and national health and wellness agendas. 
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Achieving Results, continued 

Competency Definition Behavioural Indicator 

Results 
Orientation 

The personal drive and need to achieve results, 
and the ability to focus one’s attention on 
accomplishing key objectives and positive 
outcomes for oneself and one’s team. This is 
demonstrated by improving performance, 
developing oneself, and committing oneself and 
appropriate resources to accomplishing 
challenging goals, even in the face of uncertainty 
and change. This includes working to achieve 
desired program outcomes, and setting goals and 
priorities that maximize the use of available 
resources to consistently deliver results against 
program objectives and client/community 
expectations. Effectively assesses and manages 
risk, and measures/evaluates results. 

Sets and Works to Meet Challenging Goals 

 Sets and achieves stretching long-term goals for self, team and/or 
organization. 

 Thinks through complex projects and develops plans that make 
complex, challenging objectives obtainable. 

 Makes decisions and sets priorities based on explicit consideration of 
cost/benefit analysis, potential value created and potential risks. 

 Analyzes performance information to set priorities, and makes 
calculated decisions to improve the delivery of programs and 
operations within budgetary constraints. 

 Drives actions that push continuous incremental improvement in 
organizational efficiencies and productivity. 

 Overcomes obstacles to achieving goals and uses failure as an 
opportunity to learn.  

Service and 
Quality 
Orientation 

The desire to provide quality, patient-centered 
care. It means focusing one’s efforts on 
discovering the expressed and unexpressed 
needs of customers, patients and stakeholders, 
and meeting these needs. It is about ensuring 
quality and patient safety in the delivery of 
services, and complying with existing rules, 
regulations and legislation. It is expressed in the 
monitoring of service information, insisting on 
clarity of roles and expectations, and setting up 
and maintaining systems that enhance quality and 
maximize efficiencies. 

Uses a Long-Term Quality, Safety and Service Perspective 

 Works with a long-term perspective to anticipate patient, customer and 
stakeholder needs, and ensures cross-organization services exist to 
meet those needs. 

 Optimizes allocation of human, financial, and infrastructural resources 
in order to provide quality healthcare within a safe and accessible 
health system. 

 Leads quality improvement processes to integrate evidence-based best 
practices into service delivery. 

 Takes a lead role in creating a culture of quality, service and patient 
safety across the organization.  

 Develops new programs that align emerging needs with long-term 
strategies and have a significant impact on public well-being and 
quality of life. 
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Leading Effectively 

Competency Definition Behavioural Indicator 

Developing 
Others 

The genuine intent to foster the long-term learning 
or development of others through coaching, 
managing performance and mentoring in order to 
stretch and challenge others to actualize core 
values of the healthcare system, achieve higher 
level goals and develop new skills/competencies. 
The individual’s actions are driven by a genuine 
desire to develop and empower others, rather 
than simply a need to transfer skills to complete 
tasks.  

Provides In-Depth Coaching  

 Delegates full authority and responsibility with the latitude to do a task 
in their own way in order to develop specific characteristics, including 
the opportunity to make and learn from mistakes in a non-critical 
setting.  

 Understands and identifies a training or developmental need and 
establishes new programs or materials to meet it. 

 Encourages others to assess their strengths and weaknesses, career 
goals, and strategies for achieving them.  

 Consults with individuals and ensures appropriate and helpful 
assignments, formal training or other experiences for the purpose of 
fostering a person’s long-term learning and development. 

Holding Self 
and Others 
Accountable 

Outstanding leaders expect the best from 
themselves and others and position others and 
the organization for success by establishing 
appropriate levels of responsibility, holding them 
to account for delivery of agreed upon objectives 
and implementing appropriate positive/negative 
consequences. They hold team members and/or 
others accountable to execute to high standards 
of excellence, and they hold themselves 
accountable to the same or higher standards. 
They provide clear directions, priorities and 
expectations. They consistently monitor 
performance and provide corrective feedback 
when performance is not up to the standards. 
They confront performance issues directly and 
promptly, and will not hesitate to take action (e.g., 
terminating poor performers) when improvement 
is not forthcoming. 

Acts to Address Performance Issues 

 Confronts performance issues directly and promptly. 

 Enforces consequences of poor performance (e.g., no bonus, 
demotion). 

 Intervenes swiftly and consistently when team performance is slipping. 

 Terminates poor performers after appropriate measures have been 
taken. 

Visionary 
Leadership 

The ability to inspire others to work toward 
common goals by increasingly engaging and 
empowering them. It involves providing 
inspiration, clarity and direction through a 
compelling vision of the future. This includes 
focusing the team on priorities, leading and 
supporting the team through change, holding the 
team accountable, soliciting the team’s input to 
form plans, and inspiring the courage to challenge 
team process, and the commitment to achieve 
personal, team and organizational. 

Builds Followership 

 Ensures team members commit to the organizational mission and 
direction. 

 Solicits personal commitment and inspires others to accept challenges. 

 Builds shared beliefs and a supportive environment. 

 Takes time to establish relationships with the intent to built trust and 
push the team to excel. 

 Publicly challenges the status quo, and helps others recognize the 
need for change. 
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Thinking Critically 

Competency Definition Behavioural Indicator 

Business 
Acumen 

The ability to understand the business implications 
of opportunities and decisions and to implement 
successful business strategies that improve the 
functioning of the organization. It requires an 
awareness of issues, processes and outcomes as 
they impact the organization’s and stakeholders’ 
strategic direction. 

Optimizes Programs and Solutions for Business Benefit 

 Engineers and promotes new opportunities/solutions to problems that 
generate revenue; displays an innovative, entrepreneurial mindset. 

 Understands the healthcare system and formulates proactive strategies 
to position the organization as a provider of choice. 

 Leverages the organization’s competencies to optimize flow, 
functionality and effectiveness. 

 Looks for opportunities to drive financial improvements through 
alternate service delivery options and to differentiate the organization 
by identifying unique opportunities to exceed customer, patient and 
community expectations and achieve positive outcomes. 

Strategic 
Orientation 

The ability to understand the business implications 
of decisions on one’s role, and link daily work to 
the organization’s strategy. This ranges from a 
simple understanding to a sophisticated 
awareness of the impact of the world at large on 
strategies and choices. This includes the ability to 
take a long-term perspective on the nature of 
healthcare and the community served by the 
organization, charting a course that delivers 
results today and well into the future. 

Plans Actions to Fit Strategy 

 Evaluates and links short-term objectives in the context of long-term 
business strategies/goals. 

 Incorporates knowledge of customers’ needs/concerns, along with 
current and future trends/issues and best practices, into the business 
plan. 

 Reviews own and team’s actions against the organization’s strategic 
plan. 

 Considers the big picture when considering possible opportunities or 
projects. 
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Personal Effectiveness 

Competency Definition Behavioural Indicator 

Interpersonal 
Sensitivity 

Acting to understand and respond appropriately to 
the concerns of others. It involves practicing active 
listening when interacting with individuals or 
groups. It includes the ability to reflect on verbal 
and non-verbal behaviour and communicate 
effectively. 

Makes Insightful Assessments 

 Is capable of accurate assessment and sensitivity to the underlying 
complex root causes of individual or group behaviour patterns. 

 After assessing an issue, takes appropriate action to resolve workplace 
related issues/problems and conflict. 

Leadership 
Presence 

The ability to develop and maintain a sense of 
presence and emotional maturity that is anchored 
in: an accurate awareness of one’s strengths and 
limitations; an understanding of one’s own 
emotions and the impact of one’s behaviour on 
others; consistent behaviour that is congruent with 
personal and organizational values; appropriate 
management of emotions; demonstration of 
resilience in a range of complex and demanding 
situations; and, an inner confidence that one can 
succeed and overcome obstacles. 

Demonstrates Resilience 

 Takes on very stretching challenges that others may back away from. 

 Is able to respectfully challenge others in positions of power in pursuit 
of establishing the truth and/or the achievement of organizational 
goals.  

 Knows one’s own strengths and limitations and seeks support in 
providing leadership that makes a difference to patients and users.  

 Manages one’s own energy, pacing one’s efforts for the long haul.  

 Is able to absorb and deal constructively with criticism, seeking support 
when needed. 

 Delivers on one’s commitments even when it is difficult to do so, and/or 
where there may be personal cost in doing so. 

 


