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Welcome to the One Team Framework 

As Oxford City Council transforms as an organisation, we all have a role in contributing, developing 
and empowering capability across the workforce – to achieve our full potential as a team.

Our Values 

One Team: We work together as one team with the shared aim of achieving effective strategic outcomes and organisational success

Inclusion & Respect: We communicate with transparency and respect, creating a working environment that is based on trust, honesty, and integrity.  
We celebrate being diverse, where there are no barriers to inclusion and where we view the differences between people as a source of strength 

Service Excellence: We keep our promises and deliver an agreed standard of work to all; always learning, and striving for excellence 

Stepping Up: We step up, drive it, and deliver it, we collaborate, communicate and we’re accountable.  We do what we say we’ll do

Amazing Outcomes: We can adapt ideas and new ways of working to bring innovation and continuous improvement to our business

Message from our Chief Executive 
In 2021 we launched our People Strategy setting out our ambition for our workforce, our values, behaviours and how we will support and invest in our staff.  That 
included a commitment from senior leadership team to create the conditions for everyone to perform at their best. We remain committed to that goal and as part of 
that we have updated our One Team framework as guide for how we will put our values into everyday practice across the organisation. 

A strategy for achieving team success, sets the tone for the Council’s expectations of its staff and our relationship with each other. First and foremost, we
are a team, and our collective strength allows us to achieve more than each of us can do individually. Together, we want to maximise our achievements and enable 
everyone to operate to the best of their abilities. We are inclusive, respectful and value diversity of experience and views. As members of the Oxford City Council 
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team, we actively collaborate across services and functions to innovate and improve how things can be done and drive through changes needed to make them 
happen. 

As professionals, we use our knowledge and expertise to add value - for each other, customers, members of the public and stakeholders. Ultimately each one of us 
is accountable, taking personal responsibility and holding each other to account.  

To this end the One Team Framework provides clarity on how we should be delivering our organisational values in all that we do. These values and 
behaviours are an integral part of our People Strategy. In response to the feedback we have received from you, we have created a simplified and more useable 
framework to help us put them into action in everything we do. 

The information contained in this guide is not intended to be prescriptive or a check list. Rather, I hope that you will find it helpful in developing and organising your 
work objectives and plans; personal and career development discussions and to attract and grow talent within our organisation. How you apply the behaviours will of 
course depend on the role and level at which you are performing. The values form the bedrock of our work and the type of organisation we want to be.  I believe they 
are fundamental to our success and what makes working for Oxford City Council so special. 

 

 

Caroline Green     
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About the One Team Framework  
With One Team in mind, we are working hard to build a working environment that is underpinned by our values of One Team, Inclusion & Respect, Service Excellence, 
Stepping Up and Amazing Outcomes. Continually challenging ourselves to demonstrate these values through our behaviours is critical to the delivery of our strategic goals 
and to enhancing customer, members of the public and staff satisfaction.  

We revisited our values back in 2020, and this framework which has been restructured from its first issue where we have taken the opportunity to incorporate our 
competencies Focussing on the Future, Delivering Results, Taking Responsibility, Great Relationships, Thriving Teams, Customer Focus, and Innovative Outcomes.  Together, 
they help us guide the way we work together, our key people processes and support our change agenda. It also provides a common language and consistent framework for 
assessing and developing behavioural attributes across the organisation.  

The framework is intended to act as a guide, rather than a prescriptive check list of the behaviours the Council will recognise, reward, and endorse.  

How the framework is structured 
Our collective commitment is to excellence, in all our activities, and this is underpinned by the One Team Framework that both staff and the Council should encourage and develop.  

The One Team Framework starts off with the behaviours that are aligned to our Values.   

• The first section mindset – defined as a person’s way of thinking or their opinions. We have aligned mindset to our values as we want people within the Council to align to 
our set of beliefs which shape how we see, think, and act.  

• The framework is then split into Everyone, Manager and Senior Leader. These indicators of behaviour are not designed to be exhaustive but should provide a clear and 
consistent sense of what is expected from staff at the different levels. They also cover what behaviour is less effective.  

The second Section is titled Competencies 

• These are the skills, abilities the Council see as core as an enabler to deliver the Council’s Strategy 
• The framework is split into Everyone, Manager and Senior Leader.  Again, the indicators are not to be used as a check list but should provide helpful descriptions of the skills, 

knowledge, and abilities that the Council values and encourages in the promotion of excellence.  

How the One Team Framework can be used 

Activity / Process Purpose / Desired Outcome 
Organisational Development 
• Using the framework to support restructuring  
• Mapping existing skills, knowledge & behaviours to 

future needs and organisational strategy 

• To support managers in implementing change and staff through periods of transition 
• To facilitate culture change 
• To encourage cross-team thinking and working 
• To break down silos and encourage movement of staff within the organisation 

Learning and Development 
• Mapping of existing provision against the 

behaviours and competencies  
• Design of learning and development activities 

aligned to competencies and behaviours 
• Coaching and mentoring 

• To identify gaps in provision 
• To focus staff development resources on filling those gaps 
• To improve staff satisfaction and sense of achievement 
• To provide clarity for staff about the relevance of in-house resources and other learning and development opportunities  
• To facilitate personal development and career planning 
• To improve individual and organisational performance 
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• To increase employee engagement 
Recruitment, selection, and induction  
• Job descriptions and person specifications  
• Further particulars for applicants  
• Selection processes 

• To focus on the behavioural requirements of roles in an objective and specific way 
• To provide a comprehensive picture of role requirements, including job tasks, skills, knowledge, qualifications, & 

behaviours 
• To enhance existing processes  
• To provide an internal benchmark for recruitment between teams 
• To provide more clarity to applicants and new starters about the expectations of roles 

Talent / Succession Planning  
• Identifying and developing staff within the 

organisation to prepare them for future roles and 
opportunities 

• To maximise the skills and knowledge of existing staff  
• To attract and retain valued staff  
• To increase motivation 
• To contribute to talent management 

Performance Management 
• Enhancing performance via performance 

discussions 
• 360-degree feedback 

• To assess fulfilment of objectives  
• To identify competency strengths and development areas  
• To complete 360-degree feedback process and get timely recognition and better understand on how individuals can 

improve from a broader range of feedback. 
Common language 
• Using the framework to share common language 

• To provide clarity of language across the Council 
• To ensure competencies are consistently applied across the Council. 

How the One Team Framework will support change  
The One Team Framework will support change by providing a framework to describe the behaviours that are valued in the organisation. Changes to the way people behave will over 
time drive culture change and improve organisational performance. 
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One Team we work together as one team with the shared aim of achieving effective strategic outcomes and 
organisational success 

Mindset Everyone Manager Senior Leader We are less 
successful when… 

• Can do it better together, and we 
will do it better together 

• Focus on strengths, not 
weaknesses. 

• Growth is a result of the 
increased capabilities of the 
entire team. 

• Teams leverage your business 
and simplify your life. 

 

 

• Builds trust and credibility, 
working together with colleagues 
and taking continuous feedback.  

• Collaborating in ways that value 
diversity and increases efficiency. 

• Creatively processes different 
perspectives and deliberates 
multiple options. 

• Supports and enables others to 
make effective contributions and 
to achieve their objectives.  

 

• Actively listens to others and is 
interested in their ideas. 

• Gives team members the 
freedom to handle difficult 
situations. 

• Recognises and draws together 
individual talents and skill sets, 
trusting colleagues. 

• Promotes inclusivity and diversity 
in decision-making to ensure a 
rounded view. 

 

 

 

• Recognise and acknowledge the 
value of the contribution of 
others. 

• Leads by example, promoting a 
team-based culture of 
transparency and collaboration. 

• Values and support people, by 
making themselves approachable 
and available, listening to 
understand. 

• Enables everyone to play their 
critical role, demonstrating that 
the whole is greater than the 
sum of the parts. 

 

• Ignores other’s ideas and 
disregard their feelings.   

• Lacks trust in team members. 

• Lacks drive and passion for the 
team.   

• Ignores feedback, and prefers to 
work in isolation, and not 
focused on learning from the 
team. 
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Inclusion & Respect we communicate with transparency and respect, creating a working environment 
that is based on trust, honesty, and integrity.  We celebrate being diverse, where there are no barrierrs to inclusion 
and where we view the differences between people as a source of strength 

Mindset Everyone Manager Senior Leader 
We are less 

successful when 

• Everyone is unique, distinct and 
deserves respect 

• Bringing our whole self to work. 

• Everyone’s contribution is 
valued. 

• Understanding others’ 
experiences and frames of 
reference. 

 

• Seeks to understand the point of 
view and differences of 
colleagues. 

• Demonstrates empathy, honesty, 
and respect to build strong 
working relationships. 

• Develops self-awareness by 
understanding, recognising, and 
correcting own biases. 

• Brings whole self to work. 

• Finds like-mindedness in 
differences and embraces 
individuals’ unique ideas and 
ideals. 

• Promotes inclusivity and 
diversity in decision-making to 
ensure a rounded view.  

• Creates a trusting positive and 
psychologically safe 
environment for all. 

• Adapts style and processes to 
ensure every team member has 
a voice. 

• Actively involves a range of 
employees, citizens, stakeholders 
etc. to broaden understanding 
and perspective. 

• Conducts frank and earnest 
discussions about diversity and 
inclusion.    

• Seeks feedback on how 
messages are delivered to 
ensure comprehensive 
understanding.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                          

• Admits when they have made a 
mistake or gets something wrong 
learning from criticism and 
different points of view. 

 

• Disconnected from others and 
fail to understand their 
experience.   

• Dismissive and rude regarding 
others’ needs and views.  

• Closed-minded in approach and 
makes decisions in isolation. 

• Avoids courageous 
conversations. 
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Service Excellence we keep our promises and deliver an agreed standard of work to all; always learning 
and striving for excellence 

Mindset Everyone Manager Senior Leader We are less 
successful when… 

• Put yourself in their shoes. 
• Habit of critically reflecting on 

process and results. 
• Responding to changing 

environments with flexibility. 
• Exploring and envisioning new 

possible futures. 
 
 
 

• Acknowledges success and takes 
time to reflect on what has gone 
well. 

• Seeks to try new ways of working 
or doing to improve outcomes. 

• Encourages and explains a ‘right 
first time’ approach to customer 
service. 

• Utilises various methods for 
information sharing and 
information gathering. 

 

• Shares a passion with the team 
to deliver the best work they 
can. 

• Enables others to build on their 
strengths to overcome challenges 
and make the most of 
opportunities. 

• Promotes the use of teams to 
deliver and leverage better 
outcomes. 

• Models and coaches’ others to 
deliver excellent service. 

 

• Empowers and motivates 
colleagues to perform at their 
best. 

• Infuses pride and joy in work. 

• Puts staff wellbeing front and 
centre in all that they do. 

• Ensures, promotes, and 
participates in effective joint 
problem-solving. 

 

• Fails to listen, ignore concerns, 
and make bad news unwelcome. 

• Does not hold the customer at 
the heart of all that we do – 
disregarding their feedback. 

• Does not acknowledge success, 
focusses on problems, and does 
not thank colleagues for their 
contribution. 

• Unclear of customer 
expectations. 



9 | P a g e   
 

  

Stepping Up we can step up, drive it, and deliver it, we collaborate, communicate and we’re accountable.  
We do what we say we’ll do 

Mindset Everyone Manager Senior Leader 
We are less 

successful when 

• Perseverance to deal with 
resistance. 

• Biased towards action and 
learning by doing. 

• Desire to explore multiple 
possibilities. 

• Willingness to take risks. 

 

 

• Steps up to challenges with 
curiosity, exploring new and 
different approaches, testing, 
and learning to improve. 

• Demonstrates courage and self-
belief in decisions. 

• Shows resilience and persistence 
when problems arise. 

• Works flexibly to support 
customer needs. 

• Seeks to try new ways of working, 
thinking, or doing to improve 
performance. 

• Shows resilience and persistence 
when problems arise. 

• Proactive in providing and 
seeking support to and from 
internal and external colleagues. 

• Maintains awareness of 
technological developments for 
improving service delivery. 

 

• Leads by example by taking 
responsibility, being 
compassionate and aspiring for 
excellence. 

• Finds ways around seemingly 
insurmountable obstacles, not 
easily defeated. 

• Encourages colleagues to try 
something new and step out of 
their comfort zone. 

• Maintains optimism and 
professionalism in stressful 
situations. 

 

• Not focused and tries to do 
everything with little sense of 
priority. 

• Regularly over promises and 
under delivers. 

• Accepts poor performance and 
the impact it has on productivity. 

• Gives up when it gets tough. 
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Amazing Outcomes we can adapt ideas and new ways of working to bring innovation and continuous 
improvement to our business  

Mindset Everyone Manager Senior Leader We are less 
successful when… 

• Results matter more than time 
and effort. 

• Strong commitment to real world 
effects. 

• Exploring and iterating new ideas 
to inform and validate solutions. 

 

 

• Open minded to new ideas. 

• Encourages others to stretch and 
achieve high standards of service 
delivery. 

• Tests ideas and systematically 
improving them. 

• Uses data and insights effectively 
to understand issues. 

• Focusses on personal 
development to achieve high 
standards of service delivery. 

• Empowers staff to make timely 
and sound business decisions. 

• Demonstrates initiative and 
creativity, developing new 
ideas and approaches. 

• Motivates others through 
infectious enthusiasm and ‘can 
do’ attitude. 

• Makes success criteria clear to 
others and focuses them on 
what matters most. 

• Champions change and assists 
others to adapt and cope with 
pressure and change. 

• Makes decisions based on 
organisation strategic 
direction. 

• Connects long-term vision with 
short-term achievable tasks. 

 

• Dismisses ideas, preventing, or 
stopping business improvement. 

• Stifles new ideas and ways of 
working,  

• Fails to provide a positive 
business environment in which 
learning or continuous 
improvement can take place. 

• Loses patience and 
professionalism in stressful 
situations. 
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Competencies 
 

Focussing on the future page 11 
Taking responsibility page 12 
Delivering results page 13 
Always learning page 14 
Great relationships page 15 
Thriving teams page 16 
Customer focus page 17 
Innovative outcomes page 18 
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Focusing on the future vision and direction of the business 

Everyone Manager Senior Leader Less successful when… 

• Approaches work in an organised way to 
make sure plans are delivered effectively 
and on time. 

• Uses data and insights to influence and 
persuade, rather than expecting people to 
understand my views.  

• Communicates information clearly and 
accurately using a variety of channels.  

• Identifies different options for solving 
problems. 

 

• Assess the most effective way of delivering 
positive outcomes. 

• Works collaboratively with colleagues and 
stakeholders when planning and making 
decisions. 

• Consults and make sures the team has the 
right resources and support. 

• Considers individual strengths and areas of 
improvement to set achievable objectives. 

 

• Focuses on the big picture and makes the 
best possible strategic decisions by relying 
on a balance of data, experience, and 
intuition. 

• Thinks ahead and takes time to review the 
strategic landscape. 

• Anticipates future challenges and build 
organisational capacity to meet them. 

• Recognises organisational challenges and 
focuses on turning strategy into achievable 
operational plans. 

• Assess the situation and balances risk with 
benefits to make sensible but courageous 
decisions where needed. 

• Actively reviews the strategy and goals of 
the organisation to ensure they are in line 
with the vision. 

 

• Shy’s away from addressing problems and 
assumes someone else will resolve the 
issue. 

• Focuses on only one part of the problem 
and fails to see the bigger issues. 

• Tends to blame others when things go 
wrong. 

• Puts things off unless they are urgent.  

• Finds it difficult to challenge and voice 
opinions or suggestions for change. 

• Often finds it difficult to translate ideas 
into reality. 
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Taking responsibility sharing my passion and focusing on what needs to be done  

Everyone Manager Senior Leader Less successful when… 

• Demonstrates initiative and creativity, 
developing new ideas and approaches. 

• Influences the actions of others in a 
positive way by sharing knowledge and 
expertise. 

• Self-aware and adapts style to suit 
different people and circumstances.  

• Uses positive language to motivate and 
encourage others.  

 

• Runs productive and constructive team 
meetings where everyone is involved.  

• Is open and honest with their team and 
delivers difficult messages in an 
appropriate manner.  

• Thinks through in advance how they will 
communicate with staff and colleagues. 

• Talks to their team regularly, keeping them 
up to date on relevant issues. 

 

• Champions change by taking action to 
support the change vision, removes 
obstacles and promotes strong 
communication and collaboration. 

• Sets out a compelling vision and strategy, 
inspiring people to achieve it. 

• Fine tunes presentations to appeal to the 
listener. 

• Works to exceed set targets and persists in 
achieving a standard of excellence that 
goes beyond expectations. 

• Uses different methods to gain support for 
ideas and strategies. 

• Establishes what is important and find 
ways to communicate this across the 
organisation. 

 

• Focuses on the negatives rather than 
being constructive.  

• Keeps quiet if they are unclear, rather 
than asking for clarification.  

• Avoids challenging conversations.  

• Gossips or complains about other people 
or their work, without confronting the 
issue.  

• Quickly jumps to conclusions and doesn’t 
give people the time to explain. 

• Escalates issues instead of looking at the 
root cause of the problem first. 
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Delivering results being energetic and tenacious in the achievement of goals 

Everyone Manager Senior Leader I am less successful when… 

• Anticipates problems and issues and 
resolves them promptly. 

• Resolute, results focused and tenacious. 

• Takes responsibility for their mistakes. 

• Recognises achievements 

• Clear on what is expected to do their job. 

 

• Takes ownership for objectives whilst 
trusting others to deliver their own 
responsibilities. 

• Collaborates with others using resources 
efficiently to achieve the best results for 
the organisation. 

• Consistently monitors performance of 
service and takes action to address any 
shortfalls and recognises success 

• Ensures expectations are clear, so that 
staff have a sense of direction and 
purpose. 

 

• Constantly displays a passion for delivering 
and striving to exceed. 

• Focuses on what must be achieved, knows 
what success looks like and gives 
recognition when it’s achieved.  

• Actively agrees the responsibilities and 
accountabilities of all team members 
holding them to account for the delivery of 
work. 

• Takes ownership for achieving results 
against performance objectives/plans 

• Remains resilient in the face of competing 
demands.  

• Maintains determination in frustrating 
circumstances. 

 

• Maintains overall control, delegating few 
decisions or responsibilities to staff. 

• Satisfied with mediocre achievement  

• Gives in when faced with barriers or 
obstacles. 

• Focuses on non-value-added measures of 
performance. 

•  Fails to take action to address 
underperformance 

• Lack of concern for improving performance  
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Always learning new ways of working and helping others to be the best they can be 

Everyone Manager Senior Leader Less successful when… 

• Takes ownership of their work and 
delivers to the highest standard of 
expectation. 

• Seeks to try new ways of working, 
thinking, or doing to improve outcomes. 

• Focuses on own development to achieve 
high standards of service delivery. 

• Seeks out ways to learn from their 
successes as well as learning 
opportunities. 

 

 

 

 

• Give staff scope to make decisions and 
take ownership for tasks. 

• Prepared to have constructive 
conversations to address 
underperformance. 

• Celebrates success and praises staff for 
their achievements. 

• Supports staff opportunities to learn and 
develop within and beyond their current 
role. 

 

• Sets out a compelling vision and strategy, 
inspiring people to achieve it. 

• Establishes clear objectives and targets, 
making my expectations clear.  

• Empowers people by giving them 
responsibility and space to make their own 
decisions.  

• Recognises performance, encouraging 
people and nurturing their enthusiasm. 
Also addresses underperformance and 
supports people to improve. 

• Impartial, fair, and equitable to all staff. 

• Gives clear feedback, recognising both 
strengths and development needs. 

 

• Not always clear in defining objectives, 
expectations, and direction to others. 

• Tells staff what to do without explaining 
why it is needed or important.  

• Focuses on delivering results without 
making time to develop people. 

• Expects people to do well without needing 
encouragement or praise for good work. 

• Avoids dealing with underperformance, 
putting off difficult conversations. 

• Criticises and blame people when they 
have made mistakes or things go wrong. 
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Great relationships forming, redefining, repairing & maintaining strong working relationships 

Everyone Manager Senior Leader Less successful when… 

• Resolves problems by listening and 
offering solutions.  

• Treats everyone with openness, honesty, 
and respect. 

• Uses empathy, honesty, and respect to 
build strong working relationships. 

• Makes valuable suggestions and share my 
knowledge. 

 

• Recognises where there is a need to 
compromise.  

• Values other views and takes on-board 
differing opinions.  

• Builds trust by drawing on individual 
strengths of colleagues. 

• Creates a trusting positive and 
psychologically safe environment for all. 

 

• Encourages open dialogue through 
openness and inclusivity.  

• Creates a culture which places high value 
on collaboration and teamwork.  

• Works with others to build a common 
vision, aligned to the Council’s strategy.  

• Actively creates alignment between teams 
across the Council. 

• Build cohesive, formal, and informal teams 
and networks which deliver significant 
value. 

• Takes a collaborative and consultative 
approach seeking input from others in the 
decision-making process. 

• Reluctant to engage in social interaction.  

• Always prefers to work alone rather than 
collaborate with others. 

• Focuses only on their own priorities and 
does not take a fair share of the 
workload. 

• Takes the credit for the work of the team 
and criticises other team members.  

• Reluctant to take ownership of problems 
when things go wrong.  

• Does not trust, respect, or engage 
constructively with my colleagues. 
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Thriving teams be at your best more of the time 

Everyone Manager Senior Leader Less successful when… 

• Includes colleagues, through seeking to 
understand their point of view and 
differences. 

• Speaks out about inappropriate behaviour. 

• Brings their whole self to work. 

• Cares about their health and wellbeing. 

 

• Challenges assumptions and practices, to 
ensure equitable and consistent treatment 
of everyone. 

• Seeks to learn and eliminate their personal 
biases. 

• Seeks out opportunities to experience 
culturally diverse environments. 

• Demonstrates respect for others, creating 
a work environment where everyone is 
treated with fairness and equity. 

 

• Embeds an inclusive culture, considers the 
diverse needs and feelings of other 
colleagues. 

• Finds like-mindedness in differences and 
embraces individuals’ unique ideas and 
ideals. 

• Integrates people from different 
backgrounds and perspectives into the 
team to achieve better business results.                                                                                                                    

• Proactively engages and support 
workplace dialogue around wellbeing, 
diversity and inclusion topics resulting in a 
reinforcement of employee values and 
associated inclusive behaviours. 

• Leverages the thinking of diverse groups 
for smarter ideation and decision making 
to reduce the risk of being blindsided. 

• Challenge bias and intolerance. 

 

• Reluctant to speak up when they know 
they should.  

• Disconnected from others and shows little 
interest in their opinions or ideas.    

• Closes-down others by being judgmental, 
interrupting, or talking-over them. 

• Fails to build positive networks and 
relationships with colleagues or 
customers. 

• Doesn’t value diversity. 

• Just expects employees to be able to cope 
under pressure and fails to ask about their 
wellbeing. 
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Customer Focus putting customers at the heart of what we do 

Everyone Manager Senior Leader Less successful when… 

• Engages with customers, so they always 
feel valued and informed. 

• Acts on feedback and suggestions to 
improve customer service. 

• Courteous even when customers are 
difficult or demanding. 

• Assess customer needs accurately by 
listening and sensitive questioning. 

 

• Champions customer experience to 
develop improvement initiatives. 

• Keeps promises made to customers and 
accountable for the decisions and actions 
they take. 

• Feedbacks management decisions 
confidently. 

• Actively seeks feedback and suggestions 
to improve our services. 

 

• Makes time to communicate, listen and 
respond to customers, staff and 
stakeholders. 

• Have empathy and respect for individual 
customer circumstances and treat their 
issues with sensitivity. 

• Listen to customer needs and ensure they 
can shape services via participation. 

• Have a “right first time” attitude and act 
quickly to achieve mutually agreeable 
outcomes. 

• Provide excellent customer service and 
treat complaints as opportunities for 
improvement. 

• Acts with authenticity, honesty, and 
integrity. 

 

• Develop and/or provide services that 
don’t reflect real customer need. 

• Have a poor attitude towards customers. 

• Make promises to customers that they 
can’t or won’t keep. 

• Criticise or disrespect customers or 
condone others in doing so. 

• Assume that all customers are the same 
and fail to listen. 

• Resist changes to services that will benefit 
our customers. 
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Innovative outcomes innovating and trying new ways of working 

Everyone Manager Senior Leader Less successful when… 

• Takes a flexible approach, adapting rapidly 
to new circumstances and ways of 
working. 

• Constructively challenges the status quo, 
striving for continuous improvement. 

• Works with customers to identify ways to 
do things more efficiently or better. 

• Plans and make small improvements, 
releases them to customers and seeks 
feedback before proceeding. 

• Incorporate agile ways of working within 
their team to streamline what, when and 
how they work. 

• Uses agile tools and metrics to 
transparently measure performance. 

• Encourages others to identify 
improvements to systems and services 
and to take them forward. 

• Maintains constant awareness of industry 
trends and bring them to the table for 
discussion. 

• Anticipates and adapt to the challenges of 
a constantly changing environment. 

• Seeks new ways to solve existing and 
emerging challenges across the 
organisation. 

• Promotes a culture of innovation and 
creativity, encouraging new ways of 
thinking. 

• Effectively uses performance measures, 
develops insights and applies innovative 
solutions to projects and problems. 

• Promotes and follow agile ways of 
working. 

• Identifies and removes barriers and blocks 
that put pressure on the team and cause 
stress. 

 

• Fears the impact of change. 

• Focuses on the negative aspects of change 
when talking about it. 

• Resists change and prefers to do things 
the way they have always been done. 

• Take a fixed view on issues and find it 
difficult to see the benefits of alternatives. 

• Tends to undermine and criticise others’ 
ideas for improvement and change. 

• Can become defensive or confrontational 
when challenged by others. 
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