
INSPIRING AND ENGAGING TO ACHIEVE RESULTS 
Consistently meets ambitious strategic objectives and evidences success criteria through skilled planning 
and organising of significant resource.  
 
Positive indictors 

 Clearly articulates and demonstrably delivers on 
strategic objectives according to agreed 
timescales. Adapts priorities and plans in 
response to changing circumstances. 
 

 Identifies opportunities and sets ambitious but 
realistic targets for direct reports.   
 

 

 Recognises, values and effectively utilises the 
specialist knowledge and skills available. 
 
 

 Enables others by encouraging innovation, 
removing barriers and delegating decisions to 
the appropriate level.   
 
 
 

 

 
Negative indicators 

 Strategic objectives are not delivered within agreed 
timescales as team members are unclear about 
objectives and/or priorities.  
 

 Timescales set are unrealistic or unachievable 
Lttle interest is shown in identifying or 
understanding underlying issues. 
 

 Fails to consult others who may have significant 

information and expertise, or fails to respect 

specialist advice.   

 

 Delays in decision making due to a lack of 

confidence of team members, reverts to the status 

quo. Fails to address poor performance. 

TAKING OWNERSHIP BY PROVIDING LEADERSHIP AND DIRECTION 

Communicating the vision clearly and enthusiastically to inspire and motivate. Viewing individual 

contribution in the context of the macro picture and taking a long-term view.   Provides and encourages 

appropriate challenge to achieve optimum solutions. 

 

Positive indictors 

 Demonstrable support for the decisions taken 

by the University Executive Committee. 

Communicates a clear vision. 

 

 

 Proportionate approach to risk, prioritising 

health, safety and welfare of members of the 

University community. Decisions are in line with 

Durham’s agreed risk appetite, and that of peer 

institutions. 

 

 

 Evidence of individual investment in personal 

and professional development, and 

encouragement for team members to engage in 

development opportunities. 

 

 Demonstrates honesty, integrity and moral 

courage. Maintains optimism and momentum. 

 

 

 Simultaneously deal with complexity, making 

decisions in a climate of uncertainty and 

achieves collective buy-in. 

 

Negative indicators 

 Criticises or undermines decisions taken by the 

University Executive Committee, direct reports are 

unclear as to rationale or direction of strategic 

priorities. 

 

 Takes a disproportionate or unacceptable 

approach to risk, resulting in unacceptable delay or 

failure to identify and implement appropriate 

mitigations. Failure to ensure adequate levels of 

compliance with health and safety requirements in 

area of responsibility. 

 

 Minimal evidence of individual and team personal 

and professional development.  

 

 

 

 Tendency to criticise or over complicate issues 

without suggesting solutions, resistance to change, 

perceived by others as lacking integrity. 

 

 Ignores tough decisions, conflict or poor 

performance. Unwilling to accept responsibility or 

accountability. Fails to see and communicate 

strategic vision and rationale effectively. 

 

 

 

 

 

 



CREATING A RESPECTFUL AND ENABLING CULTURE 

Working cooperatively with others in order to achieve the objectives of the University.  Appropriately applying 

a wide range of interpersonal skills to effectively resolve issues to a successful outcome. 

 

Positive indictors 

 Is always respectful of others, acting as a role 

model to colleagues. 

 

 Makes a demonstrable contribution to the 

University EDI priorities.  

 

 Ensures EDI considerations are reflected in 

decision making and changes to policy.  

 

 Strives to understand multiple perspectives, 

including a willingness to modify stance (where 

appropriate) 

 

 Prioritises team success ahead of individual, 

including recognising the contribution of others. 

 

 

Negative indicators 

 Fails to demonstrate University values or to 

challenge or address negative behaviours.  

 Lack of demonstrable contribution to the University 

EDI priorities.  

 

 Policy decisions do not take appropriate account of 

EDI issues. 

 

 Does not listen effectively. Works to own agenda 

rather than contributing to team performance. Is 

not mindful of impact of decisions on others. 

 

 Takes credit for success without recognising the 

contribution of others. Reluctance to engage with 

activities that are not in line with individual 

aspirations.   

 

 
EMBRACING CHANGE AND ENCOURAGING CREATIVITY AND INNOVATION 

Viewing change as an opportunity, being receptive to new ideas and demonstrating the value of this to 

others.   

Effectively adapting to new opportunities, demands, unfamiliar situations, and changing roles.   

 

Positive indictors 

 Takes an active and positive lead on cultural 

change. Team members feel supported to take 

calculated risks. 

 

 Fosters a culture where team members feel 

enabled to take action. Undertakes and 

encourages innovative thinking 

 

 Establishing and maintaining the confidence of 

all internal and external stakeholders before and 

throughout periods of significant organisational 

change. 

 

 Carefully assessing proposals for change to 

consider if they are appropriate within the 

University strategic plan, whilst considering 

external environmental issues and changes. 

 

 

Negative indicators 

 Failure to challenge poor behaviour. Tendency 

towards adopting the path of least resistance. 

 

 

 Blame culture when mistakes occur. Tendency to 

express cynicism for new ideas. 

 

 Failure to undertake appropriate consultation. Lack 

of effective communication and stakeholder 

engagement throughout change process.   

 

 

 Makes assumptions about the facts of a situation.  

Focuses on potential negative outcomes, taking an 

unnecessarily cautious approach. Lacks 

awareness of external/sector wide trends. 

 


