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THE  PERSONAL  EFFECTIVENESS  PROFILE

OVERVIEW

This report is written to assess Dr. Greeling’s personal effectiveness as a physician and partner with ABC Hospital.  It is most effective when used in conjunction with a thorough job analysis and job description.  The Personal Effectiveness Profile (PEP) has two sections.  The Profile section describes Dr. Greeling in four dimensions:

· Thinking and problem solving

· Motivation

· Interpersonal style

· Work and leadership style

The Summary section provides a brief review of the findings, identifies developmental needs, and offers recommendations.

USING THE PERSONAL EFFECTIVENESS PROFILE
The Personal EP is designed to assess job candidates and guide developmental planning for individual employees.  As a tool in the selection process, the PEP helps managers see the candidate’s fit against job and criteria.  As a developmental tool, the PEP identifies the strengths and developmental opportunities.  In the recommendations section, the report outlines specific developmental needs and provides a basis for creating specific developmental action plans.  

The PEP should be kept confidential.  The report should remain in a locked file cabinet.  Copies of the report should be given only to those most directly involved in the selection and professional development of the individual. 


PROFILE

THINKING & PROBLEM SOLVING
She is an inclusive thinker.  She considers all aspects of a situation and remembers a remarkable amount of the details.  She works best when she has a complete understanding of the background and details of a situation.  She is meticulous in handling details, documenting her work, and following through on treatment issues.  She is also comprehensive when she works on problems with others.  She does not cut corners.  Whereas other people might be ready to move forward on an issue, she takes the time to master the details and consider all aspects before taking action.  She is also an independent problem solver.  When she approaches issues that require her to collaborate with others, her inclination is to increase her own work effort rather than making the collaboration effective.  

MOTIVATION
She is motivated primarily by social recognition.  She works best when she is publicly recognized for her efforts and contribution.  She does not ask for this recognition, though, which sets her up to be disappointed when it does not come her way.  She is unlikely to advocate for herself and delays making her wishes or needs known to her employer.  When she does express herself, she runs the risk of blurting out what she has been holding back.  She strives for perfection in everything she does.  She goes to great lengths to avoid making public mistakes and feeling humiliated.  She is in many ways an insecure person who takes things personally and perceives attacks where there are none.  

INTERPERSONAL STYLE
She comes across as intelligent and articulate, thoughtful and detail oriented about her work.  When she talks, she includes all the details instead of just hitting the highlights.  With peers, she can be open, genuine and easy to talk to.  With non-physicians, she can come across as domineering and disdainful.  Her reactions and emotions are obvious, which can make her seem openly critical of others.  She does not seek feedback about herself and seems ignorant of her impact on others.  When she is given feedback, she takes it personally and becomes defensive.  She is slow to recognize non-verbal cues.  When she gets going on a topic, it is difficult to slow her down or to change the subject.  She has a reputation for taking the time to get to know her patients and their families, yet is less likely to draw out her professional colleagues to get to know them better.

WORK & LEADERSHIP
She works with dedication and zeal.  She willingly goes above and beyond what is necessary if it benefits her patients or the company she works for.  She is also a generous teacher who takes time to help others understand and learn new things.   She is at her best when working with people who are like-minded in their detail orientation and high degree of professionalism.  She is less effective when forced to work with people who fall short of her high expectations.  At these times, she becomes demanding and overly critical.  The risk is that her domineering style leads people to resent doing things for her, so she meets resistance when she asks people to go extra lengths.  She sticks to her work methods rigidly and resists new ways of doing things or suggestions from others.  It is important to her to be seen as an important contributor to the organization.  However, she could take greater initiative in creating management tools that would help the performance and development of staff.  


SUMMARY

FINDINGS

Dr. Greeling has the reputation of being a good pediatrician because she is thorough in providing patient care and takes extra time to learn about the children and families she treats.  However, she sabotages her success with her awkward social interactions and overly demanding professionalism.  This leads others to complain about her, essentially using up any credit she has with people.  The most important problem seems to be the way she interprets verbal and non-verbal cues and gets feedback about her own style.  She seems largely ignorant of what other people think about her and does not take the time to find out.  The result is twofold.  First, she takes things personally, even when there is no basis for doing so.  Second, it makes it difficult for her to modify her own behavior so that it fits more closely with the people working around her.  

The second area for improvement is in her work habits.  The consensus of the people interviewed for this report is that Dr. Greeling needs to adapt her work habits to better fit in with her own clinic.  This includes habits such as charting at the end of the day, asking for a high number of follow up phone calls, and coordinating with her Medical Assistants.  The third area for improvement is much less critical, but worth mentioning for the long-range.  Dr. Greeling could play an even more important role at ABC Hospital if she helped more in the area of performance management and training.  This is a role that would suit her detail-oriented mind, and create opportunities for her to connect with staff in new and meaningful ways.

RECOMMENDATIONS

Dr. Greeling’s continued professional development would benefit from attention to the following areas:


1) She needs to dramatically improve her interpersonal effectiveness or “social intelligence.”  This can cover areas such as seeking and dealing with negative feedback, knowing when she is taking things too personally, or being overly critical and demanding of staff.  


2) She needs to try some new work practices.  One consistent complaint in the interviews was that Dr. Greeling causes extra work for the people around her.  She should re-examine work practices around charting, making follow up phone calls, and coordinating the workday with MAs.


3) She could take a stronger leadership role in the organization by helping establish standards of effectiveness for staff, and developing and providing training programs to help staff meet those standards.


Jevon K. Powell, Ph.D.
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