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Organisational Culture 
Framework 
Introduction

This Organisational Culture framework outlines the Council’s desired culture, made up of three key components:

1. Is linked to the Council’s mission and forms part of our Better place, better Council transformation programme

To demonstrate this link, the framework is grouped in to three clusters:

· Transformation – forward looking, the focus on our ability to respond to ever changing needs of our customers and bring about new ideas to ensure value for money.  

· Delivering excellence – efficiently run, the values and behaviours (in addition to our internal systems) that support problem solving, efficiency and effectiveness at every level and across organisational boundaries.  

· Our people – the degree to which our employees at all levels of the organisation are supported, committed and engaged in the pursuit of the mission and work in a collaborative manner to fulfil our objectives.

2. Shared internal values

These are our internal organisational values that underpin the culture needed to help us achieve our strategic plans and objectives; these form the guiding principles that will influence our business practices and help to clarify the way we work with each other and deal with our customers and partners.  The words organisational and internal are important as they help to differentiate between our external facing core values and an individual’s personal values.  

3. Behavioural competencies 
Each internal value requires measurable competencies identifying those behaviours that are encouraged and those not tolerated.  These further outline the levels of specific behaviours so that they reflect the different levels that employees would be expected to work at dependent upon the requirement for each post.  For example, the level of communication competence may be required at a higher level for certain customer facing posts than others at the same grade.  Level four will generally reflect those working at a strategic level in the organisation such as a head of service or a senior post that is specialist.  All employees are expected to be working at a minimum of level one across the framework.  If an employee is expected to work, for example, at level three in a specific competence, they should also demonstrate those competencies set out in levels one and two.  
Each competency lists positive descriptions of behaviours and warning signs; these provide practical guidance to make it easier for employees to understand where they fit in the framework.  This will also assist managers in one to one’s, when used during the performance appraisal process, to explain where behaviours can be improved.  

The following diagram shows how each competency is displayed in the framework.
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The framework is for use by all employees and can assist in:
· recruitment  

· performance management and 

· employee development planning. 

The framework is not intended to be prescriptive but used as a starting point; other examples of behaviours should be added or adapted to fit the language and needs of a particular service, function or post. 


	Mission
	A forward looking, efficiently run Council, working in partnership with others and 

providing first class services that give the community value for money


	Cluster
	Transformation

Forward looking.  The focus on our ability to respond to ever changing needs of our customers and bring about new ideas to ensure value for money.
	Delivering excellence

Efficiently run.  The focus on the values and behaviours (in addition to internal systems) that ensures efficiency and effectiveness at every level across the Council.
	Our people

To ensure that individuals at all levels of the organisation are supported, committed and engaged in the pursuit of our mission and work in a collaborative manner to fulfil our objectives.

	Values
	Challenge ourselves 
We strive to improve what we do by seeking out new ways of working, encouraging innovation and enabling change.
	Customer care

 We put the customer at the heart of what we do by engaging in clear, honest, and meaningful communications to deliver professional services shaped around their needs.
	Quality focus

With customer insight, we provide high-quality services and find ways to improve.  We aim to get things right first time, drive out waste and exceed expectations whenever possible.
	Organisational learning
We strive to create a work environment where everyone is valued, trusted, and supported.  We encourage and facilitate growth and learning at individual, team, and organisational levels.
	One Council
We work together collaboratively, recognising that we are one organisation, working to achieve a common mission.



	Behavioural competencies
	Embraces change
Has a positive attitude to change, adapts to meet new challenges,  and introduces changes to improve organisational performance.
	Innovation and creative thinking

Proactively generates and develops innovative ideas, opportunities or improvements in order to meet organisational objectives more efficiently and effectively.
	Customer focus

Puts the customer first, builds effective relationships and seeks feedback to address their needs.
	Problem solving and decision making
Understands and analyses issues in order to identify the most appropriate solutions.  Makes effective decisions based on thorough analysis and the needs of the organisation.
	Performance and learning
Demonstrates personal commitment to meet agreed performance standards and objectives.  Learns from experience and takes responsibility for identifying and addressing personal development needs.
	Team working

Proactively cooperates and interacts with colleagues, internal and external partners across the Council.  Encourages others to develop a collaborative approach to share information, knowledge, and ideas.  

	
	Effective communication

Communicates effectively.  Uses communication methods and standards, together with well-reasoned arguments to convince and persuade where necessary.
	Focus on efficiency

Meets or exceeds the Council’s standards by monitoring the quality of own work, team or service delivery.  Continually looks for areas of improvement to ensure efficiency, effectiveness, and value for money.
	Builds relationships

Presents a professional image; uses interpersonal skills to form positive and productive working relationships within and beyond the organisation.
	Commitment to the organisation

Consistently supports and demonstrates an understanding of and commitment to the Council’s vision and values.  Acts with integrity and accountability.  


	Embraces change

	Definition
	Why it is important?

	Has a positive attitude to change, adapts to meet new challenges, seeks opportunities, and introduces changes to improve organisational performance.
	The ability of employees to be flexible and adapt to changing demands and work, now and in the future, is crucial in delivering high performing services.


	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Is open to new ideas and listens to other people’s points of view
· Adjusts to peaks and troughs of workloads

· Demonstrates a positive attitude to  change

· Adapts to changing pressures

· Is flexible and willing to carry out different tasks as appropriate

· Identifies and initiates changes in order to improve own area of work or responsibility

· Demonstrates commitment to the long term goals of the organisation
	· Enthusiastically accepts change and encourages others in new ways of working
· Actively identifies changes in order to meet function or service needs

· Contributes positively to the change process and sees change as an opportunity to improve performance and service delivery
· Recognises the impact of change on others and supports them through it


	· Recognises the impact of change on stakeholders and deals with issues promptly

· Explains the benefits of decisions to team members or colleagues

· Proactive in identifying barriers to change and seeking ways to overcome them

· Promotes a learning culture, committed to continuous improvement and development

· Constantly reviews own and team objectives to ensure they support the organisation’s strategic plans 
	· Creates and articulates the vision for change and acts as a role model
· Actively seeks ways to accelerate change by creating and demonstrating urgency
· Encourages and empowers others to develop solutions and removes barriers to change
· Ensures that the external environment and Government policies are considered when determining strategic direction 

· Shares best practice and stories of success to achieve wider organisational change


	Warning signs:

	· Introduces change in an unconstructive way

· Talks about how it used to be in the “good old days”

· Creates barriers and does not accept change

· Does not inspire trust – gives false information

· Takes a defensive attitude towards others or makes excuses for not doing things differently

· Openly discusses issues in a negative way

· Undermines new ways of doing things

· Talks about being flexible but fails to demonstrate in practice
· Blames or does not support corporate decisions 




	Innovation and creative thinking

	Definition
	Why it is important?

	Proactively generates and develops innovative ideas, opportunities, or improvements in order to meet organisational objectives more efficiently and effectively.
	We need to look at new ways of working so that we can continually improve and adapt our services to the ever changing needs of our customers.

	Level 1


	Level 2 + (Level 1)


	Level 3 + (Levels 1 & 2)


	Level 4 + (Levels 1, 2 & 3)



	· Listens to other people’s ideas

· Is open to discuss new ways of doing things
· Identifies and develops improvements within own work area

· Uses and adapts good ideas from elsewhere
· Constructively questions current working practices  

· Looks for and suggests ways to improve current working practices


	· Tries out ideas to find new and better ways to do things

· Encourages and responds constructively to new and creative ideas

· Is not constrained by previous knowledge or methods
· Actively brings ideas of ways to improve policies, procedures and service delivery to meet customers needs

· Sets aside thinking time to come up with more creative ways of doing things

· Takes advantage of new technologies


	· Takes others’ ideas forward

· Contributes ideas to the formulation of service or corporate plans

· Develops and suggests solutions to problems or challenges raised by others
· Actively challenges current thinking to encourage innovation
· Proactively seeks out best practices and new function or service improvements
· Plans ahead and is able to spot opportunities to develop new approaches, products and services to meet organisational needs 
· Provides others with the opportunity to express ideas and recommend changes


	· Actively promotes and encourages a culture of innovation and continuous improvement
· Shares examples of successful ideas or initiatives across other teams and services
· Works collaboratively with external partners to keep abreast of new developments

· Challenges the ‘status quo’ and takes appropriate risks in order to identify new and better ways of improving service deliver and performance

· Works on and develops new initiatives that contribute to the development of the whole Council
· Creates environment and process to allow ideas to be brought forward

· Encourages ideas and treats with respect


	Warning signs:

	· Does not listen or value other people’s ideas or suggestions
· Develops ideas without reference to or involvement from others

· Carries on doing the same old things even if it’s not working too well for other people 

· Does not allow others to challenge or make suggestions for continuous improvement

· Shows no interest in exploring opportunities outside his or her own area 

· Avoids trying alternatives through fear of failure

· Continues with and justifies outdated or bureaucratic working methods 




	 Effective communication

	Definition
	Why it is important?

	Communicates effectively.  Uses communication methods and standards, together with well reasoned arguments to convince and persuade where necessary.
	Effective communication and influencing skills are essential to creating and maintaining sustainable relationships at all levels, both internally and externally.

	Level 1


	Level 2 + (Level 1)


	Level 3 + (Levels 1 & 2)


	Level 4 + (Levels 1, 2 & 3)



	· Is polite and approachable

· Listens to and respects the views and opinions of others
· Asks appropriate questions to clarify understanding for example the meaning of signage or instructions
· Is proactive in sharing information and passes on information promptly and accurately

· Demonstrates commitment to the Council’s communication charter and style standards

· Actively initiates regular  communication with others 

· Gives the right information at the right time taking into account different people’s needs

	· Delivers consistent and thorough messages

· Makes time to listen to all perspectives

· Considers in advance the differing needs of others, adapts style and selects the most appropriate method  of communication accordingly

· Communicates clearly and influences well under pressure

· Summarises information to check understanding

· Facilitates discussions to achieve collective objectives

· Explains and justifies point s of view and objectively discusses options
· Presents a clear, concise and well thought through case using facts and figures

	· Communicates complex information to others effectively

· Links communication to corporate objectives and service plans
· Presents succinct, well balanced information verbally and in writing, with clear outcomes

· Understands and responds appropriately to organisational politics

· Creates an environment where team/s are encouraged and developed, to enable them to communicate effectively

· Provides constructive, fair, and timely feedback
· Uses a range of methods to influence others, explaining benefits and providing background information 


	· Uses  communication and influencing skills to progress situations and achieve impact

· Able to effectively present  and facilitate large teams, including hostile audiences 
· Translates strategy into effective operational messages, easily understood at all levels

· Creates and implements appropriate communication plans to support corporate and service projects

· Ensures communication is appropriately cascaded and regularly reviews its effectiveness throughout team or service

	Warning signs:

	· Is not confidential or Information communicated breaches confidentiality or regulations

· Talks or writes too much or communicates information that is inappropriate or unnecessary

· Uses excessive jargon and confuses the audience

· Presents information inaccurately in a muddled, unclear way

· Communication is perceived as dismissive or offensive for example does not support equality and diversity

· Does not ensure that points are understood

· Does not listen to others views, interrupts or is rude

· Does not attempt to engage and bring people on board with an idea 

· Only communicates information when asked


	Customer focus

	Definition 
	Why it is important?

	Puts the customer first, builds effective relationships, and seeks feedback to address their needs.  (The customer could be internal for example colleagues or external such as service users or other organisations).
	All employees must demonstrate a full understanding of customer needs and expectations to enable the effective delivery and development of appropriate quality services that exceed customer expectations.

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Asks appropriate questions to understand customer needs and preferences

· Demonstrates commitment to the Customer Charter and Customer Care policy
· Resolves customer enquiries promptly at point of contact and only refers to others when genuinely appropriate

· Interacts with all customers fairly and equitably and is professional at all times
· Keeps customers up to date and informed
· Able to recognise, prioritise  and respond appropriately to the diverse needs of others
	· Consistently makes decisions focussed on customer needs

· Analyses delivery of services and provides solutions to problems

· Finds different ways to satisfy customer needs

· Constantly questions, “how will this benefit the customer?”

· Seeks customer feedback to investigate ways to improve customer experience

· Goes beyond their day-to day work to assist customers in a positive manner
· Takes responsibility for resolution of issues not necessarily in own area

	· Acts as role model in personal approach to customer focus

· Takes time to establish underlying needs of customers beyond customer feedback
· Consults with customers and organises processes around their long term needs

· Regularly reviews team objectives and implements improvements based on customer feedback and best practice

· Creates an environment where team/s are empowered to put customers first
· Positively promotes equality of opportunity and values diversity
	· Makes sure the organisation continuously develops and improves services most important to customers and which are value for money
· Identifies good practice and solutions and integrates into service provided

· Translates operational feedback into strategic improvements

· Forms strategic and diverse groups or partnerships to improve services 

· Recognises need for developing new customer bases and acts accordingly
· Demonstrates understanding how equality and diversity can impact on the way services are delivered

	Warning signs:

	· Creates a bad impression of self or Council

· Does not treat all customers with respect; is rude, arrogant or abrupt 

· Makes assumptions about customer needs without further investigation 
· Is insensitive or does not think about how the customer might feel for example does not make use of equality monitoring data
· Makes promises to customers that cannot be delivered

· Reacts only to specific customer requests

· Ignores customer feedback or their concerns
· Treats some customers better than others




	 Focus on efficiency 

	Definition 
	Why it is important?

	Meets or exceeds the Council’s standards by monitoring the quality of own work, team or service delivery.  Continually looks for areas of improvement to ensure efficiency, effectiveness and value for money.  
	To achieve consistent and high levels of performance, we need to ensure we use our available resources and systems in the most productive way.  

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Checks work to make sure it is done right first time 
· Demonstrates a commitment to  organisational guidelines for example Health and Safety
· Cares about the quality, accuracy, and completeness of work activities 
· Plans own work in advance to ensure it is completed on time and to a high standard
· Uses established systems (for example software) to organise and efficiently keep track of information, data, time, and resources
· Does not waste the Council’s money
· Arrives promptly for meetings

	· Organises work effectively to cater for fluctuating work demands
· Demonstrates high personal standards as an example to others

· Looks ahead to plan and manage tasks effectively, reassesses plans and priorities on a regular basis.
· Sets realistic timescales and milestones

· Notices opportunities to improve quality and takes action to do so
· Understands the general financial framework within which the Council operates
· Demonstrates a willingness to participate in Lean process improvement activities 

	· Encourages organisational learning and continuous improvement

· Needs minimal supervision to obtain high quality outcomes

· Understands and uses performance management or productivity measures to ensure standards are maintained and improved

· Plans activities and resources in line with team and service objectives

· Uses financial information to monitor efficient and effective use of resources

· Effectively leads and manages project teams to achieve objectives

· Actively promotes and instigates Lean thinking and process improvements within team
	· Plans the strategy for effective use of time and resources in own Service

· Ensures all statutory and regulatory requirements are met for example undertakes Equality Impact Assessments

· Reviews and assess effectiveness across team(s) or service to activities, anticipating future needs
· Is prepared to take calculated risks based on sound analysis and review
· Demonstrates effective financial management  of budgets and ensures the Council money is spent in the most cost effective way

· Challenges service delivery and implements improvements effectively 


	Warning signs:

	· Does not review or evaluate own work
· Does things quickly but in a slapdash way
· Gets bogged down in details
· Fails to consider resource requirements
· Commits to unrealistic timescales and milestones 
· Focuses quick delivery at the expense of quality

· Ignores the Council’s rules and standards 

· Keeps making the same mistakes or blames other people for own mistakes
· Does not plan ahead or fails to manage meetings effectively




	 Problem solving and decision making 

	Definition 
	Why it is important?

	Understands and analyses issues in order to identify the most appropriate solutions.  Makes effective decisions based on thorough analysis and the needs of the organisation.
	It is important to the Council’s effectiveness to ensure that our decisions are based on the right things that add value to the organisation and based on relevant information or analysis.

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Looks at all facts when resolving problems 
· Reads information carefully to make sure they have understood it
· Considers and identifies all information needed to solve a problem effectively 

· Comes forward with solutions not just the problem
· Knows when to ask for help or expert advice
· Obtains and uses necessary information to make decisions
· Explains honestly why decisions have been taken
	· Demonstrates integrity, fairness and consistency in decision making

· Anticipates potential obstacles and develops contingency plans to overcome them 
· Independently analyses issues and problems and expresses their opinion to others 
· Assesses and takes account of risk when making decisions
· Anticipates likely consequences of decisions and solutions
· Actively seeks feedback and reviews actions
· Demonstrates confidence to take responsibility for decisions

	· Conducts research and consults others to explore wider implications

· Identifies benefits and drawbacks of potential solutions
· Tests solutions and seeks feedback post implementation to inform review or learning

· Is able to cope with uncertainty and an incomplete set of facts to develop a feasible and effective solution 

· Delegates decision-making responsibilities to the appropriate organisational level and holds decision makers accountable for the results of their decisions 
· Actively seeks  to engage others prior to decisions being made

· Is able to provide a sound written business case to support recommendations
	· Is able to take unpopular decisions with confidence 

· Is prepared to take calculated risks based on sound analysis and review
· Demonstrates an ability to make effective decisions within limited time 

· Develops highly creative and effective solutions despite the absence of information and short time-frames 

· Is persistent in the analysis of issues and problems to find solutions that best serve the Council or customers 

· Demonstrates a willingness to help others solve problems that are not necessarily linked to their own service area 

	Warning signs:

	· Does not take responsibility for decisions
· Does not look at all the facts or jumps to conclusions before making a decision
· Gives up too easily and relies on others

· Does not generate full commitment to see things through

· Struggles to make decisions when under pressure

· Considers problems in isolation

· Spends too long looking at things or thinking about them before taking action 
· Lets things that are going wrong build up in to big problems



	Builds relationships

	Definition
	Why it is important?

	Presents a professional image; uses interpersonal skills to form positive and productive working relationships within and beyond the organisation.
	We are all representatives of our organisation.  All employees need to engage and work effectively with each other, our customers, and our partners to ensure our success.

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)

	· Demonstrates respect and interest for example through appropriate use of body language 

· Asks questions in order to understand the other person’s needs
· Values diversity and respects other peoples contributions
· Is honest and challenges inappropriate behaviour

· Demonstrates perseverance when faced with difficulties

· Keeps calm and controlled during difficult situation
· Acts as an ambassador for the Council by consistently presenting a positive and professional image
  
	· Takes the initiative in social interactions to form productive working relationships

· Looks for opportunities to involve self and others in joint working

· Tackles difficult and sensitive issues in team/s with tact, and diplomacy
· Supports less experienced colleagues

· Remains focused when faced with competing demands

· Deals calmly with conflict resolutions by establishing facts and suggesting options for way forward

· Anticipates how people are likely to react and prepares appropriately

	· Seeks out opportunities for individuals and groups in joint working

· Is sensitive to the unspoken feelings of others

· Involves others in making decisions whilst taking overall responsibility

· Looks for common ground and builds co-operation even in difficult circumstances

· Promotes a culture of opportunity, equality and diversity

· Encourages relationship building actively resolving conflict 

· Supports and motivates others by driving initiatives
· Acts as coach and mentor in a variety  of situations


	· Inspires, supports and energises others despite pressures such as time, high workloads and competing demands

· Addresses underlying disputes to resolve conflict and produce positive outcomes

· Understands what is required and provides leadership to instil confidence and understanding in others

· Proactively facilitates collaborative working across internal and external boundaries

· Raises awareness of others’ skills and strengths  and encourages others to contribute to work outside  their service area

	Warning signs:

	· Does not respect the contribution of others
· Has a reputation for being difficult

· Closed, negative body language

· Reacts negatively to others’ suggestions and requests
· Picks and chooses who they cooperate with
· Fails to take on board new methods of delivering the service to accommodate different teams, service or partners
· Is disrespectful in meetings.


	Performance and learning

	Definition
	Why it is important?

	Demonstrates personal commitment to meet performance standards and objectives set.  Learns from experience and takes responsibility for identifying and addressing personal development needs.
	We are committed to developing our employees.  By investing in the overall performance capability of our organisation, we will drive the consistent achievement of our targets and deliver our promises.

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Takes responsibility for completing own targets
· Keeps people informed of progress against key tasks

· Can identify own strengths and development needs

· Is open to and actively asks for behavioural feedback and listens without becoming defensive

· Contributes to the performance appraisal process

· Is honest about own performance 

· Learns from mistakes and does not repeat them

· Celebrates successes with others

	· Contributes to or sets SMART objectives linked to service plans
· Focuses efforts on priority tasks and activities to achieve maximum results that add value
· Helps others to identify own development needs by providing behavioural feedback
· Proactively creates learning opportunities to enhance performance of self or others

· Makes use of experts to enhance personal effectiveness and share best practice across the organisation

· Seeks out information to enhance own knowledge beyond own area of responsibility

· Allocates time and resources to reflect priorities


	· Sets demanding but achievable objectives for self and others

· Accurately identifies strengths and potential for development in others

· Is aware of own management style and is adaptive to meet the learning styles of others

· Motivates others and provides feedback, both formally and informally to improve performance
· Explains reasons for expected behaviours and performance 

· Regularly reviews progress with staff and others in one to one meetings
· Achieves results through effective management of self and others
· Acts as a coach and mentor to team members and others


	· Sets stretch performance targets and objectives based on future opportunities or requirements

· Promotes and instils a performance driven culture by encouragement and leading by example
· Demonstrates commitment to the Council’s Key Delivery Targets 

· Monitors own or team performance against standards, KPIs or established benchmarks and identifies reasons why these are not being met

· Able to identify and put a business case forward in response to changing needs of the organisation
· Ensures that team(s) understand how their performance links to service plans and objectives


	Warning signs:

	· Does not take personal responsibility for delivery of work tasks, plans, objectives or strategy

· Only concentrates on tasks they enjoy to the exclusion of others
· Only notices when things go wrong

· Is not willing to learn and avoids seeking feedback about own performance
· Is closed and refuses to admit to any development needs

· Demonstrates a lack of commitment to performance indicators or delivery targets

· Expects individuals to develop without help or guidance

· Struggles to prioritise work load or meet deadlines

· Sets unrealistic deadlines


	Team working

	Definition
	Why it is important?

	Proactively cooperates and interacts with colleagues and internal and external partners across the Council.  Encourages others to develop a collaborative approach to share information, knowledge, and ideas.
	To ensure that we work co-operatively together sharing best practice, breaking down departmental barriers and communicating fully to achieve organisational goals.

	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Co-operates with others, treating all team members with respect
· Shares information willingly

· Is always willing to help colleagues, internal and external partners

· Is supportive and considerate of other team members
· Is patient, diplomatic, and tactful
· Works with others to ensure projects and tasks are completed

· Understands and considers the impact their behaviour has on others

· Has a clear understanding of the team goals and ensures delivery of a professional service at all times
  
	· Spends time thinking through issues with others utilising their skills and making them feel involved

· Speaks positively of others and gives praise and credit when due
· Contributes feedback where necessary
· Understands what others need to know and keeps them informed

· Encourages and supports other colleagues

· Builds good relationships with others

· Works to develop a one team culture across the organisation


	· Networks effectively both internally and externally

· Addresses conflicts or issues within the team in a timely, positive and confidential manner

· Initiates meetings with colleagues and external partners to share information

· Puts team decisions above personal interests

· Actively gives and receives feedback to improve performance

· Makes best use of team and organisational resources, including time, ideas and finances


	· Creates new opportunities for individuals to work together

· Actively breaks down barriers that get in the way of effective team working and challenges others to do the same

· Develops dynamic ways to introduce new strategies to improve partnership working

· Regularly maintains networks and contacts 

· Promotes partnerships as a means of shaping and delivering services to the community

	Warning signs:

	· Does not respect the contribution of others
· Has difficulty working with others in the team 

· Does not contribute at team meetings despite encouragement

· Is negative bringing the team spirit down

· Places personal priorities before team priorities

· Will not help or is uncooperative
· Holds back information that may benefit colleagues


	Commitment to the organisation

	Definition
	Why it is important?

	Consistently supports and demonstrates an understanding of and commitment to the Council’s vision and values.  Acts with integrity and accountability.  
	Company loyalty and integrity are important in ensuring that employees can be confident that the organisation in which they work is operating in a positive and ethical way and delivers excellent services to our customers. 



	Level 1


	Level 2 (+ Level 1 )


	Level 3 (+ Levels 1 & 2)


	Level 4 (+ Levels 1, 2 & 3)



	· Understands and demonstrates the organisation’s values in being open and honest with customers and others

· Maintains confidentiality

· Supports and is committed to the organisation’s standards

· Can explain why they perform their duties and how this meets the goals of the organisation

· Takes pride in working for the Council and acts professionally at all times

· Takes ownership for delivery of their own work

	· Demonstrates an understanding of the Council’s vision, mission and key delivery targets
· Analyses own performance and offers ideas and gives feedback

· Is flexible to meet the needs of customers and the organisation

· Challenges unethical or dishonest behaviours and attitudes

· Is accountable for own decisions.

· Ensures others receive credit for what they achieve
· Is aware of the political implications of actions and decisions

	· Takes ownership for delivering corporate strategy

· Understands and actively promotes the organisation’s standards and ethics to colleagues and others outside the organisation

· Consistently demonstrates an understanding of commercial issues and risk management

· Instils and embeds organisational loyalty and commitment in their teams

· Understands both local and national political drivers and how they impact on the team, service and key stakeholders

	· Upholds at all times the fundamental values of good corporate governance
· Stands up publicly for organisational values and challenges appropriately

· Provides strategic direction for the organisation to improve performance

· Ensures organisational compliance with legislation, regulatory requirements and best practice

· Reviews service vision and objectives to ensure continued relevance into the future
· Demonstrates an in-depth understanding of organisational politics and uses this effectively
· Recognises and considers the impact of government legislation on Council services


	Warning signs:

	· Focuses on own needs and benefits

· Does not accept responsibility for own actions 

· Criticises organisation and colleagues openly to outside agencies and customers

· Fails to maintain confidentiality and is careless with information

· Does not demonstrate honesty, integrity and loyalty to the Council 

· Is inconsistent, does not ‘walk the talk’

· Takes credit for success without acknowledging others

· Is often late and is unreliable, abuses the work life balance schemes
· Shows little knowledge of the organisation and the business
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Descriptions showing examples of specific positive behaviours at each level





Competency levels showing the greater depth or levels of complexity





Definition to give more information about the competency 





Why the competency is important





Title





Warning signs are 


examples of negative behaviours
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