
Developing your leadership capacity as an Individual and as a team 

 

 It is clear that we need to ensure personal behaviour and competencies across the service are consistent and that everyone understands what is expected 

of them. This is not about the technical expertise of you as professionals or the work /advice you provide,  but about the way in which you operate within 

your  teams, the wider Council and in your own role. 

 

The way we  manage ourselves is a central part of being an effective leader in all  our roles  and  how we deliver together as a service.It is vital to 

recognise that personal qualities like self-awareness, self confidence, self-control, self-knowledge, personal reflection, resilience and determination are 

the foundation of how we behave. Being aware of your strengths and limitations in these areas will have a direct effect on how you behave and interact 

with others, and they with you. Without this awareness, it will be much more difficult (if not impossible) to behave in the way research has shown that 

good leaders do. This, in turn, will have a direct impact on your colleagues, any team you work in, and the overall culture and climate within the team as 

well as within the organisation. Whether you work directly with customers, or not, this can affect the  experience they have of the Council and the 

planning service . Working positively on these personal qualities will lead to a focus on care and high-quality services to our customers, stakeholders, Cllrs 

and indeed colleagues. 

 

Attached to this document are two draft sets of competency frameworks that seek to assist us moving forward 

 

1:  Core Competency Framework:  This sets out the key competencies and descriptions as well as details of ‘poor’ ‘ good’ and ‘excellent’ performance. 

This is applicable to  all staff and irrespective of your position in the service 

 

2: Management Competency Framework:  This is aimed at all managers across the service and again sets out in similar format what is expected of those 

who manage staff and resources in the service. 

 

Both these frameworks, are expected to be used as a tool to proactively engage with and be used in 121 discussions, team meetings as well as ensuring we 

can address matters as and when they arise. It is also hoped that  the tools will be used to encourage collective  and individual accountability from your 

colleagues and managers across the service. 

 

All new roles will be required to work against these frameworks and any ringfenced interviews will need to consider the framework as part of that 

assessment, as well as the Job descriptions to ensure we are attracting the right types of staff who can work with us in this new way. 

 

 

 

 



CORE COMPETENCY FRAMEWORK (ALL STAFF) 

 

Planning Service  Performance Levels 

Competency and Description  Poor Performance  Good Performance  High Performance 

1. Sharing the Vision -Shaping 

the Future 

Understands the Council’s 

purpose,context, goals, 

objectives and values, and is 

willing to behave consistently 

with them.Knows the strategic 

direction of the Council and 

acts in support of it 

 

● Lacks awareness of the 

Council’s purpose and 

priorities, makes 

assumptions 

inconsistent with the 

Council’s standards, 

principles and Code of 

Conduct. 

● Is habitually negative 

about the Council. 

● Does little to 

understand wider RBK. 

 

● Understands how own 

tasks and team 

objectives contribute to 

service delivery and 

Council’s strategic 

objectives. 

● Identifies with and 

behaves in line with the 

Council’s principles and 

Code of Conduct. 

● Positively promotes the 

work of the Council. 

 

● Uses customer information to 

inform the development of 

             relevant strategies and plans. 

● Is openly positive about the 

future of the Council and 

counters negativity in others 

● Goes out of way to help 

colleagues to understand and 

stay informed about the Council 

and its goals. 

● Is a champion for the values, 

vision and priorities of the 

Council. 

 

2. Communicating Well 

Contributes to and participates 

in an organisation where high 

quality information flows 

smoothly both 

internally and externally. 

Works positively to gain 

understanding from others 

 

● Wastes time and 

resources and fails to 

prioritise work. 

● Avoids tasks and 

projects which involves 

learning new skills. 

● Lacks follow through on 

commitments 

 

● Open, honest, 

professional and 

respectful in dealings 

with others. 

● Communicates 

constructively and gives 

appropriate feedback. 

● Ensures communication is 

in line with policies, 

procedures and good 

practice. 

 

● Influences others to seek 

solutions when problems arise 

● Always shows consistency in 

words and actions 

● Develops positive relationships 

and outcomes within and beyond 

team. 

● Challenges negativity in others. 

 

3. Driving Improvement 

Performance & Results. 

● Wastes time and 

resources and fails to 

● Takes pride in work and 

always aims to deliver 

● Is passionate about work and the 

difference self and colleagues 



Takes responsibility and 

ownership for decisions, 

actions and results.Takes 

actions to improve 

skills,knowledge and level of 

contribution.Seeks and delivers 

high standards for self, team 

and Council 

 

● prioritise work. 

● Avoids tasks and 

projects which involve 

● learning new skills. 

● Lacks follow through on 

commitments 

●  

 

quality results 

● Trusts own judgement in 

making decisions,seeking 

advice when appropriate. 

● Acknowledges and learns 

from mistakes 

● Demonstrates initiative 

● Actively participates in 

team meetings,121’s, 

appraisals and training 

 

can make 

● Always works to improve own and 

service performance 

● Actively seeks and delivers more 

efficient and cost effective ways 

of working 

● Embraces learning opportunities 

and share them with others 

 

4. Self Management 

Self motivated and 

professional. Is organised and 

uses time and 

technology efficiently. Adopts 

a flexible approach to change. 

 

 

● Works on a one day at a 

time basis 

          with little allowance for 

           flexibility. 

● Shows little 

enthusiasm, 

commitment or interest 

in their work. 

● Reluctant to take on 

new tasks or new ways 

of working. 

● Is reliable and 

consistently delivers 

               agreed commitments. 

● Demonstrates awareness 

of own strengths and 

limitations, seeks views 

of others to develop own 

ideas. 

● Adapts to changing 

demands & conditions 

 

● Acts as a role model to others in 

setting and maintaining quality 

standards. 

● Promotes a positive, flexible 

approach to service and 

organisational change 

● Benchmarks own performance 

internally and 

externally,adopting others’ good 

practice where appropriate 

● Works smarter not harder 

 

5. Delivering for our 

Customers 

Demonstrates a desire to 

identify 

and give priority to meeting 

and 

exceeding the needs of 

internal and 

external customers, generating 

high 

levels of customer satisfaction 

● Delivers Council 

customer service 

standards 

inconsistently. 

● Generates customer 

complaints. 

● Customer focussed to 

the exclusion of wider 

considerations 

 

● Delivers Council customer 

service standards 

consistently and aims to 

get things right the first 

time. 

● Resolves customers’ 

issues promptly and 

efficiently. 

● Uses knowledge of 

Council’s services to 

meet customers’ wider 

● Engages customers early in the 

development of new products or 

services to ensure they are fit for 

purpose. 

● Champions customer service. 

Motivates others to achieve high 

customer satisfaction, especially 

from hard to reach groups. 

● Works positively with other 

departments to improve 

customer service 



  needs. 

● Turns customer 

complaints into service 

improvement 

opportunities 

 

 

6. Working Together 

Actively 

 contributes to team working, 

sharing information, valuing 

the input of others. Works co- 

operatively and is committed 

to building, productive, 

positive 

relationships. Demonstrates 

commitment to achieving 

overall team objectives  

 

 

● Builds few relationships 

with 

immediate peers and does 

not interact 

with the wider team. 

 

● Creates conflict within 

the team. 

● Works to achieve own 

and not team goals 

 

● Is an active and effective 

member of the team or 

service area. 

● Works as a 

problem-solver, 

collaborating with others 

to find solutions and form 

action plans 

● Celebrates team success 

● Builds relationships of 

trust and respect 

 

● Promotes the team positively to 

others and works collaboratively 

with other departments to 

resolve issues. 

● Identifies and hooks up team 

member strengths to deliver 

positive outcomes. 

● Makes time for responsibilities 

beyond own role to help team. 

● Develops appropriate 

relationships beyond the service 

to promote the delivery of 

objectives. 

● Mentors and develops others 

within the organisation. 

 

 

 

 

 

 

 

 

 

 

 

 

 



MANAGEMENT COMPETENCY FRAMEWORK 

Planning Service                                                                  Performance Levels  

Competency and 

Description 

Low Performance    Good Performance  Excellent Performance 

 

1. Leadership 

Inspires and 

engenders 

commitment in 

others. Leads from 

the front and by 

example. Presents 

a united corporate 

view 

● Is inconsistent or 

unpredictable in attitude   

● Says one thing, then does 

something else   

● Acts to keep the peace 

rather than resolve issues  

●  Is inconsistent in treatment 

and involvement of others   

● Abdicates responsibility and 

contributes to the creation 

of a blame culture 

● Generates energy, enthusiasm 

and commitment in others by 

setting a positive example.   

● Communicates a clear and 

positive vision for the Council 

and own service   

● Demonstrates belief and trust 

in the ability of others;  

● encourages the team to use 

their initiative   

● Involves others and 

encourages participation and 

ownership 

● Owns, drives and promotes 

the Council’s agenda 

Inspires others to feel a 

personal stake in the 

Council’s future   

● Engenders a natural desire to 

accept ownership for 

actions/objectives and 

applauds these behaviours  

●  Is seen as a role model for 

leadership ,especially in 

challenging times 

2. Managing and 

Developing 

Performance. 

Coaches and 

supports individuals 

and teams to 

perform at their 

best, motivating 

and developing 

them to achieve 

high performance.  

● Gives too little or 

inconsistent direction to 

others   

● Avoids addressing 

performance issues  

●  Gives more negative than 

positive feedback   

● Shows little or no interest in 

self or others’ development  

●  Is too close or too distant 

in monitoring performance 

● Provides clear direction on 

what needs to be achieved 

and agrees measures and 

progress reviews  

●  Makes time to give regular, 

constructive feedback on 

service/team/individual 

performance   

● Actively seeks feedback to 

improve own contribution and 

expertise and empowers 

others to do the same   

● Adapts own management 

style to suit each situation   

● Delegates stretching tasks and 

projects to help employees 

● Anticipates and resolves 

team conflict promptly and 

effectively.   

● Identifies potential in others 

and creates a pool of talent 

to meet future service needs   

● Creates development 

opportunities for individuals 

Promotes and demonstrates a 

commitment to lifelong 

learning for self and others.  

●  Drives outstanding 

performance through 

coaching, mentoring and 

sharing their knowledge  

●  Identifies builds and uses 



develop improved and new 

skills   

● Develops and maintains good 

team morale  Takes 

ownership of Manager targets 

and goals and works actively 

to deliver them 

networks to achieve 

objectives  

●  Actively benchmarks 

progress and continually 

raises the bar 

3. Managing 

Resources Ensures 

the Council’s 

priorities are 

achieved through 

planned action 

programmes. Makes 

best use of 

resources, ensuring 

value for money. 

● Lacks financial and political 

awareness   

● Fails to predict and plan the 

necessary resources  to 

deliver required outputs   

● Uses resource constraints as 

a reason for lack of 

performance   

● Handles risk taking and 

systems of control 

inappropriately   

● Tolerates waste, 

inefficiency and poor 

service in others 

● Contributes to and influences 

the Corporate Planning Cycle  

●  Oversees and allocates the 

use of resources within 

agreed limits   

● Understands and harnesses 

the depth and breadth of 

skills across the team/service   

● Manages staff time effectively 

and takes appropriate 

measures to improve 

attendance levels   

● Recognises and manages risk 

associated with work   

● Manages financial 

performance within allocated 

budgets and takes action to 

address shortfalls 

● Translates corporate goals 

into clear, deliverable plans   

● Anticipates changing 

circumstances, 

redirecting/acquiring new 

resources as necessary & 

communicating need for 

change with stakeholders   

● Forward looking approach, 

translating longer term goals 

and objectives to deliver 

improvement, value for 

money and best outcomes for 

customers   

● Networks with external 

organisations and individuals 

to build value adding 

partnerships 

4. Managing 

change Embraces, 

facilitates, 

implements and 

manages change to 

improve and 

develop services 

●  Is complacent about 

existing performance and 

impact of service.   

● Understands the need for 

change but does not take 

active steps towards 

achieving it   

● Offers some support to 

those affected yet not 

● Engages with organisational 

and cultural changes and 

communicates them positively 

and confidently to the team.  

●  Is resilient in changing and 

demanding circumstances   

● Encourages others to suggest 

new and creative ways of 

improving services   

● Acts as a role model by 

inspiring others to embrace 

change   

● Takes time to anticipate and 

understand resistance to 

change; works tirelessly to 

win necessary support   

● Actively involves all those 

affected, especially 



enough to meet their needs   

● Ignores new ideas and 

proposals without giving 

them consideration 

● Prepares and supports team 

members during periods of 

change   

● Is willing to advocate difficult 

and unpopular decisions 

customers  

●  Taps into the innovative and 

creative potential of others   

● Evaluates the outcomes of 

change programmes and 

builds the learning into 

future activity. 

 

 


