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Foreword:
Rebecca Robinson, MRCVS
Junior Vice President at VMG

On behalf of the Veterinary Management Group, I'm pleased to present the
findings of our 2025 State of Veterinary Leadership in the UK report.

Building on last year's findings, this report provides some useful insights into
how current and aspiring veterinary leaders perceive their strengths and
development areas. It also identifies critical knowledge gaps that we, as the
association for veterinary leaders and managers, will continue to address
collaboratively with other sector associations and stakeholders.

Encouragingly, there are signs of progress. A higher proportion of respondents
this year described their leadership skills as ‘intermediate’ or ‘expert’ rather than
‘basic’. This year's respondents also demonstrated a better understanding of the
veterinary sector, including the roles of key organisations. They were also more
likely to review business plans and align projects with strategic goals.

Respondents expressed confidence in their performance in many key aspects of
their role, including interpersonal skills, regulatory compliance, mental health
and well-being support. As meaningful transformation takes time, there was still
notably less assurance in areas such as strategic planning, leading change, and
fostering innovation.

While improvements over the last year have been incremental, they are
indicative of a growing awareness of the need to enhance leadership standards
in the UK veterinary sector. This shift - supported by a deeper understanding of
leadership competencies and increased access to training - will be crucial in
shaping the future of veterinary leadership and the VMG will continue to lead
the way.
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Executive summary
Background

In 2020, VMG launched the Veterinary Leadership
Standards Framework (LSF), an evidence-based
summary of the three domains required for an effective
leader in the veterinary sector - Professional Values,
Behaviours and Practices, and Knowledge and Skills. The
LSF was accompanied by a self-assessment tool, which
veterinary leaders completed to identify their areas of
strength and areas for development. This report
presents an analysis by Shift Insight of 606 responses
from the online self-assessment tool, submitted between
March 2022 and December 2024. 413 of responses
were submitted between March 2022 and December
2023, while 193 additional responses were collected
from January 2024 to December 2024. In this report, the
additional 193 responses are referred to as the second
wave of responses, while the earlier responses are called
the initial wave.

What is the current state of leadership in
the veterinary sector?

Respondents overall were most likely to indicate their
current level of leadership knowledge and skills was
‘Intermediate’ (47%). It was notable that in the sample,
on average, only 2% self-reported that their current level
of knowledge was ‘Expert’. In the second wave, there
was a slight increase in the proportion of respondents
identifying as ‘Expert’ (3%) compared to the initial wave
(1%), although this proportion remained low.

There were significant differences by career level - 92%
of Starting/Aspiring leaders indicated their knowledge
was basic, compared to only 4% of Principal Leaders and
6% of Senior Management.

Those who rated themselves differently in terms of
leadership knowledge demonstrated differing levels of
confidence in their understanding of key topics in the
framework, and exhibited different levels of consistency
in behaviours. However, it was notable that some
knowledge and behaviours were not present even in
those indicating ‘Advanced’ or 'Expert’ status,
particularly in the area of planning and strategy.

In which values, behaviours, knowledge
and skills do leaders report being

most confident?

Veterinary leaders were particularly confident in their
implementation of actions and behaviours around

professional values and around their positive advocacy
for the profession, their oraanisation and the sector.
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Most consistent professional values:

Maintain principles of hierarchy

and integrity

Take pride in high standards of
professional competence

Commit to continuous improvement
Believe in the power of great leadership to

enhance people's wellbeing

Most consistent behaviours:

Demonstrate my professional values
Lead by example

Be a positive advocate for my profession
Be a positive advocate for

my organisation

Be a positive advocate for the

veterinary sector

Knowledge areas most often
completely understood:

Principles and practice of

informed consent

Principles of data protection

The mental health support

services available

Role and functions of the RCVS, VMD,
NOAH and DEFRA

The recruitment cycle
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In which values, behaviours, knowledge,
and skills do leaders report that they
require development?

While the data collected looks only at where veterinary
leaders reported a lack of understanding, rather than
how important it is that they require this understanding,
it still indicates key gaps that could be a useful focus for
CPD, by the VMG or other sector bodies.

Overall, in comparison to professional values, as well as
behaviour and practices, veterinary leaders were much
less likely to give confident responses in areas related to
knowledge and skills. This was particularly the case in
knowledge areas and behaviours related to planning
and strategy, as well as leading change and innovation.
However, second wave respondents demonstrated
improved understanding of key roles (RCVS, VMD,

Knowledge areas less confidently
understood:

How to support remote or
dispersed teams
Different strategic planning models

How to identify collaborative partners

How to conduct a skill gap analysis

How to develop a
communication strategy
Corporate social responsibility

Different change models and processes

NOAH, DEFRA) and were more likely to review business

plans and align projects with strategic goals. How to resolve conflict

Mindset theory

. How to negotiate
Conclusions

The data collected in this exercise suggests a
professional leadership with strengths in its professional
values, displaying key strengths in interpersonal skills,
regulatory compliance, mental health and wellbeing
support, and advocacy in particular. However, it also
suggests significant opportunities for strengthening the
sector through the development of knowledge, skills and
behaviours in several key areas. Most notably, these are
around strategic development and planning, leading
innovation and the use of theoretical models and data.
Importantly, the second wave displayed improvements
in areas related to understanding models and processes,
alongside strategic planning and development.

Behaviour areas less confidently understood:

Ensure that my organisation is regularly benchmarked against our competitors

Regularly review our local and national social and economic situation, and plan for potential impacts
Regularly evaluate our work for its environmental impact

Set and critically evaluate KPIs for my team

Ensure that organisational data is regularly collated, analysed and shared

Regularly review business plans and adjust as necessary

Align projects with strategic goals to ensure we are on track

Actively review supplier relationships and act accordingly

Regularly review our current and potential future client/customer demographics

Actively assess my organisational culture and my impact on it

g



Background to the project

The Veterinary Management Group (VMG) is the UK's
professional association for those in veterinary
leadership and management. It works to transform
leadership in the profession by providing inspiration,
guidance, training and practical resources - enabling
leaders and managers to develop the skills they need to
succeed, both personally and professionally.

In 2020, VMG launched the Veterinary Leadership
Standards Framework (LSF), an evidence-based
summary of the three domains required for an effective
leader in the veterinary sector - Professional Values,
Behaviours and Practices, and Knowledge and Skills.
The LSF was accompanied by a self-assessment tool,
which veterinary leaders completed to identify their
areas of strength and areas for development.

This report presents an analysis by Shift Insight of 606
responses from the online self-assessment tool,
submitted between March 2022 and December 2024.
413 of responses were submitted between March 2022
and December 2023, while 193 additional responses
were collected from January 2024 to December 2024.
In this report, the additional 193 responses are referred
to as the second wave of responses, while the earlier
responses are called the initial wave.

Question areas

The questionnaire within the self-assessment tool
included 95 questions, linked to the following areas
of the Veterinary Leadership Standards Framework:

Professional values
Behaviours and

Knowledge and skills

o]

&

Developing
Others

1

Developing
Yourself

2 4.

Leading Change and
Innovation

Communicating
and Influencing
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The VMG Veterinary Leadership
Standards Framework:

1.

Supports the initial and continuing
professional development of all those
working in, or aspiring to, leadership roles
in the veterinary sector.

Demonstrates to the veterinary sector,
clients, and other stakeholders the
benefits that excellent leadership and
management bring to the provision of
veterinary services.

Fosters dynamic approaches to veterinary
leadership and management through
creativity, innovation and continuous
development in diverse veterinary
practice, business, and/or

organisational settings.

Facilitates individuals and organisations to
strive towards and gain formal recognition
for excellence in leadership and

management.

Acknowledges the variety of roles, styles

and approaches contributing to excellent
215t century veterinary leadership

and management.

5 [

Planning and
Strategy

000
6

Knowing your
sector
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Key research objectives

The project's overall aim is to identify leadership skills
gaps and training priorities in the veterinary sector. The
initial wave of responses provided the VMG with a
robust benchmark to focus its future activities.

The inclusion of an additional research objective this
year will track any changes in veterinary leadership that
have emerged over the past year. The analysis aims to
answer four key research questions (right).

Analysis methods

Shift Insight used Q Professional software to process
and analyse the survey responses. This enabled us to
clearly identify statistically significant findings, using
appropriate tests for each question type.

All questions have been analysed to examine variations
in responses by current leadership career stage and
self-assessed level of leadership knowledge and skills.
Only differences which are statistically significant at a
95% confidence level are reported. An appendix to this
report contains tables for all questions in the survey.

Profile of respondents

606 usable responses were received. Respondent
profiles were as follows:

Career stage
Q: How would you describe your
current leadership career stage?

Base n = 606
33%
21% 23%
14%
I 9%
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What is the current state of leadership in
the veterinary sector?

In which values, behaviours, knowledge and skills do
leaders report being most confident?

In which values, behaviours, knowledge and skills do
leaders report that they require development?

How has the state of veterinary leadership in the UK
changed over the last year?

Job role %
Practice Manager 33.66%
Head/Senior RVN 23.43%
Head/Senior Vet 22.28%
Senior Administrator 9.41%
Area/Regional Manager 4.79%
Client Care Manager 3.14%
Educator/Academic 2.48%
Other 0.83%
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Veterinary leaders’ current level of knowledge
Veterinary leaders were most likely to indicate that their indicated their knowledge was ‘Basic’, compared to
current level of leadership knowledge and skills was only 6% of Senior Management and 4% of Principal

‘Intermediate’ (47%). It was notable that only 2% Leaders.
indicated that their current level of knowledge was
‘Expert’. In the second wave, there was a slight increase
in the proportion of respondents identifying as ‘Expert’
(3%) compared to the initial wave (1%).

There were also some notable differences by job
role. Practice Managers were less likely to rate their
knowledge as ‘Basic’ compared to other groups (25%
vs 33%), while Head/Senior RVNs were more likely to
As shown below, there were significant differences by do so (44%).

career level - 92% of Starting/Aspiring leaders

How would you rate your current level of
leadership knowledge and skills?

Base n = 606
overall [N 33 D 47% B 13 I 2%
Principal Leader | 4% 47% D 2 e -
Senior Management || 6% || 44% D 15 I 4%
Middle Management [l 16% 72% 2% B 1%
Early Carcer | oo I 36% 0% 1%
Starting/Aspiring | o2oc R —— 8% | 0% 09

m Basic Intermediate W Advanced B Expert

4 In my working life, I...

% of respondents indicating ‘always’ or ‘most of the time’

Professional values

Veterinary leaders reported highly consistent
behaviour and beliefs around professional values in

their working roles. Although respondents 100
highlighted some facets they were less likely to 8
promote, at least 80% stated they had frequently (i.e. 6
‘always’ or ‘most of the time’) promoted all aspects of 4
professional values. ,
Respondents reported championing diversity less 0
1 2 3 4 5 6 7

consistently - 82% indicated that they always or
frequently championed the diversity of communities

120

o O o o

and society. This was seen across the entire sector, 1. Maintain principles of honesty and integrity
. . . . . 2. Take pride in high standards of professional competence
with no notable differences identified between job 3. Am committed to continuous improvement
roles, career stage and level of leadership, or 4.  Believe in the power of great leadership to enhance
knowledge and skills. people’s wellbeing
5. Believe in the power of great leadership to enhance
See full data tables for all questions in this area animal welfare

6. Champion the diversity of individuals
7. Champion the diversity of communities and society

\ Base n = 606, all questions in this section shown in chart




Behaviour and practice

While respondents often said that they frequently (i.e.
‘always’ or ‘most of the time’) demonstrated
professional values, led by example or acted as a
positive advocate, they were less consistent in
supporting others, challenging themselves and
others or using the principles of evidence-based
practice. Nevertheless, as with the questions on
professional values, very few indicated that they
never acted in accordance with these statements.

Veterinary leaders who reported a basic level of
leadership knowledge and skills were most likely to
indicate they had not frequently challenged others to
evaluate and improve their performance (55% vs 70%
overall), used the principles of evidence-based
practice (63% vs 72%) or supported others to
develop their leadership practice (61% vs 77%).
Those in Head/Senior RVN roles were more likely to
indicate that they engaged in CPD appropriate to
their current role and career goals (92% vs 83%).

See full data tables for all questions in this area

Knowledge and skills 1:
Developing yourself

In terms of developing themselves, veterinary leaders in
the sample were most confident seeking support for
their own needs, but were less likely to contribute to the
advancement of the profession, or have enough time to
reflect and plan.

Only 39% agreed that they contributed to advancing
the field of veterinary leadership frequently (i.e.
selecting ‘definitely’ or ‘mostly’). One potential barrier
for this may be time constraints. Of the 43% who felt
that they made time in their day to pause, reflect and
plan, 58% reported they frequently contribute to
advancing the field of veterinary leadership, compared
to the 24% who made time to pause, reflect and plan
less frequently.

Notably, only 23% of those that rated their current level
of leadership knowledge and skills as ‘Basic’ felt they
contributed to advancing the field of veterinary
leadership frequently - much lower than the 67% of
those who rated their level ‘Advanced’ and 80% of those
that rated their level 'Expert’.

This section also explored respondents’ future career
plans. Just under half felt that they had the next step in
their career planned.
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In my working life, I...
% of respondents indicating ‘always’ or ‘most of the time’

120

100

8
6 77 728870
4
2
0
1 2 3 4 5 6 7 8 9 10

Demonstrate my professional values

Lead by example

Am a positive advocate for my profession

Am a positive advocate for my organisation

Am a positive advocate for the veterinary sector

Engage in CPD appropriate to my current role and

career goals

7. Challenge myself to evaluate and improve my performance

8. Support others to develop their leadership practice, whatever the
role

9. Use the principles of evidence-based practice

10. Challenge others to evaluate and improve their performance

o o o

o

oA wh =

\ Base n = 606, all questions in this section shown in chart

Overall, those who rated their leadership knowledge and
skills as 'Advanced' were more likely to feel they had
their career planned (60%). However, this is a decrease
from the initial wave proportion of 66% for this group.

See full data tables for all questions in this area

/ In my working life, I...

% of respondents indicating ‘definitely’ or ‘mostly’

80

60
40 47
| ‘L
0
1 2 3 4 5

Actively seek feedback on my performance

2. Have a support network of people who can support, advise,
challenge and empower me

Have the next step in my career planned

Make time in my day to pause, reflect and plan

5. Contribute to advancing the field of veterinary leadership

o

—_
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Base n = 602-603, all questions in this section shown in chart
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L/_Q Knowledge and skills 2:

Communicating and influencing

When exploring communication and influence,
respondents were most confident using their
interpersonal skills and least confident in their
understanding of formal processes or theories, such
as communication strategy and mindset theory, or
those that might involve interpersonal conflict or
negotiation.

Behaviours relating to communicating
and influencing

Questions around behaviours in this area highlighted
respondents’ confidence around other interpersonal
skills, such as communicating appropriately and
effectively with people from different cultures, and
using active listening techniques. They were far less
likely to indicate they practise the more business-
related skill of regularly reviewing the ‘client journey’
through their organisation.

[[;F&) Knowledge and skills 3:
Developing others

Veterinary leaders who submitted data appeared to
be most confident in issues around mental health and
wellbeing. Again, they were less confident in areas
relating to theoretical elements. Interestingly, given
an increased move to hybrid working in all areas of
life since Covid-19, respondents indicated very low
levels of confidence in supporting remote or
dispersed teams.

Senior Management and Principal Leaders were
more confident across almost all areas than other
leadership levels. A lack of understanding of skills
gaps analysis and supporting remote teams were
present across all self-assessed levels of expertise,
aside from those who considered themselves
‘experts’.

Behaviours relating to developing others

Around half of respondents reported either definitely
or mostly following the standards set in this area,
including visibly practising good wellbeing habits
(e.g. taking breaks, eating lunch), actively promoting
interprofessional working and ensuring exit
interviews were conducted.

Only 10% overall ‘definitely’ had a succession plan in
place, including 25% of Principal Leaders and 16% of
Senior Managers.

See full data tables for all questions in this area
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There were exceptions - 71% of Principal Leaders and
58% of Senior Management indicated that they reviewed
the client journey (i.e. selected 'definitely’ or ‘mostly’),
compared to 46% overall. Those who indicated their
leadership knowledge and skills were ‘Advanced’ or
‘Expert’ were also far more likely to do this (72% and 90%,
respectively).

See full data tables for all questions in this area
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/In my working life, | understand...

% of respondents indicating ‘completely’ or ‘very well’

i i
1 2 3 4 5 6 7 8

The use and interpretation of nonverbal communication

How to manage a complaint

The use and impact of print, broadcast, digital and social media
How to resolve conflict

The communication tools available

How to negotiate

How to develop a communication strategy

Mindset theory

Base n = 598-605, all questions around understanding for this section shown in this chart
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60
50
40
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10

o O

© NG~ WN =

9.

10.
11.
12.

In my working life, | understand...
% of respondents indicating ‘completely’ or ‘very well’

1 2 3 4 5 6 7 8 9 10 11 12

The mental health support services available

The recruitment cycle

The positive wellbeing tools and techniques available

The principles of mental health first aid

The risks, signs and management of workplace bullying

The risks, signs and management of stress

The principles and practice of effective coaching and mentoring
How to implement and evaluate a personal development plan
How to set up a coaching or mentoring relationship

Theories of team building and development

How to support remote or dispersed teams

How to conduct a skills gap analysis

\ Base n = 598-605, all questions around understanding for this section shown in this chart
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C) Knowledge and skills 4:

Leading change and innovation

In this area of the framework, we again saw that
veterinary leaders’ confidence in their interpersonal
skills was not matched by their confidence in
understanding theoretical models or more commercial
elements.

Unlike in the initial wave only, there were no notable
differences across job roles in the overall final sample.
Respondents in the second wave were significantly
more likely to feel they understood the principles of
clinical audit, and different change models and
processes. Specifically, 42% and 25% indicated they
understood these concepts 'completely’ or 'very well’,
respectively, compared to 31% and 15% in the initial
wave. Interestingly, over half of those who reported
advanced knowledge felt they understood different
change models and processes (52%). However, only
33% of Senior Management and 24% of Principal
Leaders felt this way.

Behaviours relating to leading change and innovating

In terms of behaviours in this area, respondents were
most likely to indicate they identify all stakeholders for
any proposed change and ensure they are
appropriately consulted (46% selecting ‘definitely’ or
‘mostly’), but far less likely to conduct a number of
data-related activities, namely:

EX]
‘?3%, Knowledge and skills 5:

Planning and strategy

Of all the areas in the framework, these were least well
understood by respondents - four areas (different
strategic planning models, how to identify
collaborative partners, corporate social responsibility,
and how to assess financial performance) had the
largest number of people indicate that they did not
understand them at all. In the case of identifying
partners, over a third of respondents reported that
they had no understanding at all of how to do this.

Consistent with other areas, Head/Senior RVNs were
less confident, while Area/Regional Managers were
more confident, particularly in assessing financial
performance and identifying collaborative partners. As
expected, Principal Leaders and Senior Management
were more confident than others, though less than
30% understood different strategic planning models
‘completely' or 'very well'. Notably, 34% of
respondents in the second wave felt they understood
how to carry out a significant event audit, compared to
24% in the initial wave.

11
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Ensuring that organisational data is regularly collated,

analysed and shared (31%)

Ensuring that my organisation is regularly
benchmarked against our competitors (27%)

Setting and critically evaluating KPIs for my
team (24%)

This perhaps suggests that where goals are set and
evaluated, it may be qualitative or based on a small
number of quantitative measures. Area/Regional
Managers were the exception, with 59% ‘definitely’ or
‘mostly’ sharing performance measures and outcomes
with their team, and setting and critically evaluating
their team’s KPIs. There was a particular contrast here
to Head/Senior RVNs - only 28% and 16% of whom
reported 'definitely’ or ‘mostly’ doing these,
respectively.

See full data tables for all questions in this area

In my working life, | understand...

% of respondents indicating ‘completely’ or ‘very well’

50
40

30
2
10 H
0
1 2 3 4 5 6 7 8

1. How to motivate people

2. How to set goals and evaluate success

Where to source reliable information on new technology,
products, services or processes

The principles of clinical audit

How to effectively manage a project

How to make a business case for a change

Theories or organisational culture

Different change models and processes

o
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Base n = 599-603, all questions around understanding for this section shown in this chart

.

Behaviours relating to planning and strategy

In terms of behaviours in this area, respondents in the
second wave were more likely to regularly review
business plans (33%) and align projects with strategic
goals (41%) compared to the initial wave (24% and 29%).
These behavioural changes are unlikely due to sample
differences, as job roles, career stages and leadership
knowledge were similar in both waves.

See full data tables for all questions in this area
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@Q Knowledge and skills 6:
Knowing your sector

Respondents overall appeared to have a good
understanding of many of the sector’s regulatory
and legal aspects, including high levels of
understanding of issues around data protection and
informed consent. Again, perhaps indicative of a
less strategic approach to their organisations, they
were less aware of their environmental context
more broadly - 33% indicated that they had either
little or no understanding of the impact of the
political, economic, social, technological, legal and
environmental context.

Understanding of the sector was consistent across
job roles. Principal Leaders and Senior
Management reported a good understanding of all
sector areas except environmental sustainability,
where they matched the rest of the sample.
Interestingly, second wave respondents reported a
stronger understanding of the roles and functions of
the RCVS, VMD, NOAH and DEFRA (59%)
compared to the initial wave (47%).

Behaviours relating to knowing the sector

There was considerable variation in the degree to
which indicated behaviours were implemented in
this area. The following behaviours were widely
reported as occurring ‘definitely’ or ‘mostly”:

e Ensuring my team comply with their Codes
of Professional Conduct (84%)

e Regularly reviewing our consent processes
and protocols (55%)

Others were far less so, again often in strategic or
commercial areas:

e Actively working to reduce our impact on
the environment (36%)

e Regularly reviewing our current and
potential future client/customer
demographics (32%)

e Regularly evaluating our work for its
environmental impact (27%)

e Regularly reviewing our local and national
social and economic situation, and planning
for potential impacts (23%)

12
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/In my working life, | understand...

% of respondents indicating ‘completely’ or ‘very well’

40
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9 27 27
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How to set goals and evaluate success

How to carry out a significant event audit

How to assess financial performance

How to determine organisational values

How to set an organisation vision, mission and purpose
Corporate social responsibility

How to identify collaborative partners

Different strategic planning models

o

o
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\ Base n = 600-603, all questions around understanding for this section shown in this chart

Senior Administrators were less likely to ensure their team
complies with their Codes of Professional Conduct (70%),
compared to 91% of Head/Senior RVNSs. This was also a
task more likely to be implemented by Principal Leaders
and Senior Management (94%), which may reflect
responsibilities within practices themselves.

See full data tables for all questions in this area

/In my working life, | understand the...
% of respondents indicating ‘completely’ or ‘very well’

80

60

4
2 i i
0
1 2 3 4 5 6 7 8 9

Principles and practice of informed consent

Principles of data protection

Role and functions of the RCVS, VMD, NOAH and DEFRA
Principles of public health

Laws governing the veterinary sector

Principles and practice of environmental sustainability
Principles of professional indemnity

Impact of political, economic, social, technological, legal
and environmental context

9. Business and legal structures available

o
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Base n = 598-602, all questions around understanding for this section shown in this chart
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Professional values
Q4. In my working role, I...

Row % Always Mo:it"c::the Sometimes Rarely Never

Maintain principles of honesty and integrity 84.49% 15.18% 0.17% 0.17% 0.00%
Take pride in high standards of professional competence 72.94% 24.92% 1.82% 0.33% 0.00%
\I?vzllifz\;z in the power of great leadership to enhance animal 72.77% 22.61% 4.29% 0.33% 0.00%
Evzl|i|eb\;eini; the power of great leadership to enhance people’s 71.95% 25.74% 2.15% 0.17% 0.00%
Am committed to continuous improvement 70.13% 27.56% 1.82% 0.50% 0.00%
Champion the diversity of individuals 52.97% 37.95% 8.75% 0.33% 0.00%
Champion the diversity of communities and society 43.40% 38.45% 15.68% 2.31% 0.17%
Total sample; Unweighted; base n = 606

Behaviour and practice
Q5. In my working role, ...

Row % Always Mo::n::the Sometimes Rarely Never
Am a positive advocate for my profession 62.05% 31.52% 5.78% 0.50% 0.17%
Am a positive advocate for my organisation 61.39% 31.35% 6.77% 0.50% 0.00%
Am a positive advocate for the veterinary sector 61.06% 31.35% 7.10% 0.33% 0.17%
Demonstrate my professional values 53.80% 42.08% 3.96% 0.17% 0.00%
Engage in CPD appropriate to my current role and career goals 46.37% 36.30% 13.37% 3.47% 0.50%
tShuepiE):;r‘ltt_:‘others to develop their leadership practice, whatever 44.88% 31.85% 19.14% 3.80% 0.33%
Lead by example 40.92% 54.13% 4.79% 0.17% 0.00%
Challenge myself to evaluate and improve my performance 39.27% 42.24% 17.16% 1.16% 0.17%
Challenge others to evaluate and improve their performance 27.06% 43.40% 26.07% 3.14% 0.33%
Use the principles of evidence-based practice 25.91% 46.20% 21.45% 5.61% 0.83%
Total sample; Unweighted; base n = 606
Knowledge and skills 1: Developing yourself
Q6. In my working role, I...
Row % Definitely Mostly Somewhat A little Not at all

?ﬁ;’l’f; ;‘;pa%”e’;f;ﬁ;tr?;ge"p'e who can support, advise, 3522% | 26.58% 2159% | 13.12% 3.49%
Actively seek feedback on my performance 30.68% 37.31% 21.89% 7.13% 2.99%
Have the next step in my career planned 20.43% 26.41% 27.57% 14.12% 11.46%
Contribute to advancing the field of veterinary leadership 15.92% 22.89% 28.19% 19.24% 13.76%
Make time in my day to pause, reflect and plan 12.96% 29.73% 33.22% 19.60% 4.49%
Total sample; Unweighted; base n = from 602 to 603

13
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Knowledge and skills 2: Communication and influencing
Q7. In my working role, I understand...
Row % Completely | Very well Rea‘s:er:fbly A little Not at all
How to manage a complaint 13.88% 32.56% 37.69% 14.71% 1.16%
The use and interpretation of nonverbal communication 11.46% 35.55% 35.05% 14.95% 2.99%
;h:dLijase and impact of print, broadcast, digital and social 10.76% 27.65% 37.42% 19.37% 4.80%
Zgzsc)ommumcatlon tools available (devices, software and 10.63% 24.25% 34.22% 21.43% 9.47%
How to negotiate 7.11% 26.94% 46.61% 18.35% 0.99%
Mindset theory 6.35% 16.39% 30.60% 26.42% 20.23%
How to resolve conflict 6.13% 28.97% 46.85% 17.22% 0.83%
How to develop a communication strategy 5.33% 22.50% 36.83% 27.83% 7.50%
Total sample; Unweighted; base n = from 598 to 605
Q8. In my working role, I...
Row % Definitely | Mostly | Somewhat A little Not at all
Qan communicate appropriately and effectively with people from 35.93% 46.19% 14.90% 281% 0.17%
different cultures to my own
Use active listening techniques 32.89% 44.63% 18.18% 4.13% 0.17%
Assess the impact of communications on different audiences 24.42% 38.04% 24.25% 8.31% 4.98%
Regularly review the ‘client journey’ through my organisation 20.50% 25.79% 26.28% 19.67% 7.77%
Total sample; Unweighted; base n = from 602 to 605
Knowledge and skills 3: Developing others
Q9. In my working role, | understand...
Row % Completely Very well Rea‘s:el:fbly A little Not at all
The mental health support services available 20.86% 31.79% 25.83% 17.55% 3.97%
The recruitment cycle 16.69% 31.07% 29.59% 14.71% 7.93%
The principles of mental health first aid 16.09% 26.70% 28.03% 22.22% 6.97%
The positive wellbeing tools and techniques available 13.72% 29.59% 27.60% 23.47% 5.62%
The risks, signs and management of workplace bullying 12.42% 29.64% 32.95% 20.20% 4.80%
The risks, signs and management of stress 11.04% 28.26% 37.63% 19.40% 3.68%
How to set up a coaching or mentoring relationship 8.94% 21.85% 34.27% 24.83% 10.10%
Elzvr:/ to implement and evaluate a personal development 8.36% 2258% 32.11% 25 759 11.20%
The prlrjoples and practice of effective coaching and 793% 24.63% 35.87% 23.14% 8.43%
mentoring
Theories of team building and development 7.81% 22.26% 37.71% 24.42% 7.81%
How to support remote or dispersed teams 5.29% 14.55% 27.60% 32.56% 20.00%
How to conduct a skills gap analysis 4.47% 11.09% 27.15% 26.82% 30.46%
Total sample; Unweighted; base n = from 598 to 605
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Q10. In my working role, I...
Row % Definitely Mostly Somewhat A little Not at all
Visibly practise good wellbeing habits (taking breaks, eating 26.08% 25.95% 22.09% 21.10% 5.48%
lunch, etc)
Ensure exit interviews are conducted to learn from team 23.01% 22.19% 16.56% 10.43% 27.81%
members
Actively promote interprofessional working 22.76% 27.41% 21.26% 16.11% 12.46%
Have a succession plan in place 9.65% 17.14% 23.63% 14.81% 34.78%
Total sample; Unweighted; base n = from 601 to 604
Knowledge and skills 4: Leading change and innovation
Q11. In my working role, | understand...
Row % Completely Very well Rea‘s:;fbly A little Not at all
The principles of clinical audit 11.77% 22.72% 29.68% 24.54% 11.28%
How to set goals and evaluate success 10.15% 28.45% 40.77% 18.14% 2.50%
How to motivate people 9.62% 29.19% 44.78% 14.43% 1.99%
Where to source reliable information on new technology, 9.12% 25.70% 37.65% 21.23% 6.30%
products, services or processes
How to make a business case for a change 7.96% 21.06% 27.20% 25.87% 17.91%
How to effectively manage a project 7.30% 23.55% 37.98% 21.56% 9.62%
Theories of organisational culture 7.13% 19.07% 31.67% 25.37% 16.75%
Different change models and processes 5.68% 12.85% 28.88% 30.38% 22.20%
Total sample; Unweighted; base n = from 599 to 603
Q12. In my working role, I...
Row % Definitely Mostly Somewhat A little Not at all
Identify all stakeholders for any proposed change and ensure 18.91% 26.87% 2139% 11.28% 21.56%
they are appropriately consulted
Share performance measures and outcomes with my team 15.42% 19.90% 20.56% 20.07% 24.05%
Regularly horlzon.scan for new products, services or processes 14.76% 20.73% 24.05% 21 56% 18.91%
that could lead to improvement
Actively assess my organisational culture and my impact on it 11.46% 24.75% 30.40% 17.28% 16.11%
Set and critically evaluate KPIs for my team 10.45% 13.93% 17.58% 17.58% 40.46%
Eszusrfat:wea; organisational data is regularly collated, analysed 10.15% 20.80% 21.96% 2163% 25 46%
Ensure that my organisation is regularly benchmarked against 7.49% 19.63% 18.80% 20.63% 33.44%
our competitors
Total sample; Unweighted; base n = from 601 to 603
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Knowledge and skills 5: Planning and strategy G

Q13. In my working role, | understand...

Row % Completely Very well Rea‘s:;fbly A little Not at all
How to set goals and evaluate success 9.50% 22.67% 33.17% 26.17% 8.50%
How to carry out a significant event audit 9.45% 17.58% 27.53% 25.54% 19.90%
How to set an organisational vision, mission and purpose 8.96% 15.42% 26.53% 26.53% 22.55%
How to determine organisational values 8.64% 17.44% 27.91% 26.91% 19.10%
How to assess financial performance 8.46% 18.24% 24.54% 23.38% 25.37%
Corporate social responsibility 5.66% 17.47% 26.96% 23.29% 26.62%
How to identify collaborative partners 5.48% 13.79% 19.27% 27.57% 33.89%
Different strategic planning models 3.65% 10.12% 25.04% 27.69% 33.50%
Total sample; Unweighted; base n = from 600 to 603
Q14. In my working role, I...

Row % Definitely Mostly Somewhat A little Not at all
Make decisions based on the best available data 18.97% 30.78% 21.96% 14.48% 13.81%
Actively review supplier relationships and act accordingly 12.13% 18.60% 20.43% 17.11% 31.73%
ﬁ!?; projects with strategic goals to ensure we are on 11.42% 21.19% 23.01% 17.38% 26.99%
Regularly review business plans and adjust as necessary 11.09% 15.56% 18.38% 17.38% 37.58%
Total sample; Unweighted; base n = from 601 to 604

Knowledge and skills 6: Knowing your sector

Q15. In my working role, | understand the...

Row % Completely Very well Rea‘s;:er:lably Alittle Not at all
Principles of data protection 28.17% 36.17% 27.17% 7.83% 0.67%
Principles and practice of informed consent 27.45% 37.77% 25.29% 6.66% 2.83%
Role and functions of the RCVS, VMD, NOAH and DEFRA 19.97% 31.11% 33.44% 11.31% 4.16%
Principles of public health 15.67% 33.50% 35.00% 12.83% 3.00%
Principles of professional indemnity 14.02% 28.55% 33.06% 16.53% 7.85%
Laws governing the veterinary sector 13.62% 35.38% 35.88% 11.96% 3.16%
Principles and practice of environmental sustainability 12.37% 32.61% 38.46% 13.04% 3.51%
:;”g‘;aljn‘j t;i.?é)::::rln sconomic, social, technological, 10.33% 23.67% 3333% | 23.67% 9.00%
Business and legal structures available 7.67% 23.67% 29.83% 22.83% 16.00%
Total sample; Unweighted; base n = from 598 to 602
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Q16. In my working role, I...
Row % Definitely Mostly Somewhat A little Not at all
Er;snuéjcr:y team comply with their Codes of Professional 58.74% 24.96% 9.98% 3.66% 2.66%
Regularly review our consent processes and protocols 26.50% 28.33% 22.50% 12.00% 10.67%
Rggularly review our current.and potential future 10.80% 21.26% 25.08% 17.44% 25.42%
client/customer demographics
Regularly evaluate our work for its environmental impact 8.65% 18.30% 28.45% 24.29% 20.30%
Actively work to reduce our impact on the environment 12.48% 23.29% 29.95% 22.13% 12.15%
Regul.arly review our local angl ngtlonal social and economic 8.33% 14.17% 22.50% 20.83% 34.17%
situation, and plan for potential impacts
Total sample; Unweighted; base n = from 600 to 602
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