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1.Introduction

Valleys to Coast is a not-for-profit housing association providing low income housing to families and individuals renting in the county of Bridgend. It currently employs 250 colleagues in various departments including an internal housing repair service. In 2023 it will be celebrating its 20th anniversary of formation from a housing stock transfer of 3000 properties and 130 colleagues from the Bridgend local authority. 

This briefing paper aims to meet the following aims for review and consideration by the Valleys to Coast senior leadership team. 

· Define organisational culture and its importance to Valleys to Coast.
· Give a critical analysis of culture and organisational behaviour relevant to Valleys to Coast.
· Highlight human behaviour common to our organisation.
· Evaluate the extent to which organisational factors may currently be affecting colleague engagement.
· Evaluate the benefits to Valleys to Coast of positive culture, including improved colleague wellbeing.
· Provide recommendations for developing a strong organisational culture at Valleys to Coast.


1.1. Organisational culture defined
Organisational culture is ‘an important aspect of organisational life and a term that has become a mainstay among business leaders’ (CIPD, 2022). Although this concept is often difficult to quantify and measure, it is commonly agreed that an organisation's culture consists of shared assumptions, beliefs, and values for its members (Alvesson, 2010). 

A positive culture can lead to improved performance, while a negative culture can hinder an organisation - even with robust systems and policies in place. (CIPD, 2022). Culture can be sensed by individuals and as such can influence their behaviours and attitudes within the workplace. 

Many academics have sought to define organisational culture including the adage from the 1980s “‘the way we do things around here” (Balogun and Johnson, 2004) along with Edgar Schein’s three levels of organisational culture as outlined below. 
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(Schein, 1985)
The likely most common understanding and meaning discussed in business today however is “a pattern of norms, values, beliefs, assumptions and attitudes that influences behaviour within an organisation” (Chin-Loy & Mujtaba, 2007)

1.2 The importance of organisational culture to organisations
Culture is important to organisations as it affects all areas of a business. Common values, beliefs and attitudes have a ‘significant effect on organisational processes such as decision-making, design of structure, group behaviour, work organisation, motivation and job satisfaction, and management control.’ (Mullins, Laurie, and Jacqueline, 2019)


Organisational culture can also impact decisions of external entities to interact with us such as being known for a poor workplace culture affecting local contractors deciding to work with us. 77% of potential candidates consider a company’s culture before applying (Glassdoor, 2019) 

In essence as defined by Peter Drucker “Culture eats strategy for breakfast” (Drucker, 1959) the importance of the influence of a successful organisational culture cannot be overstated.

2 Analysing culture and organisational behaviour at Valleys to Coast

Edward T. Halls 1976 theory suggested that company culture can be explained via the model of an iceberg. The theory proposes 10% of culture - external or surface culture - is easily visible; Whereas the majority or further 90% -internal or deep culture - remains hidden below the surface. (Hall, 1976).
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The concept of the iceberg model can be combined with the three levels of organisational culture (Schein, 1985) as described above to categorise the visible and invisible elements.

At the ‘Surface Culture’ level of behaviours and customs (artefacts) we see the visible signs of an organisations culture such as workplace ambience, dress code, systems, policies, processes and colleague benefits. 

Below the surface - at the ‘Deep Culture’ levels - are the levels of attitude and beliefs (values) along with Core values (basic assumptions) which include attitudes towards authority, competition, and underlying assumptions across the organisation. As with a physical iceberg - what is visible organisational culture is not proportionate to its size and overall importance (Schein, 1985). 


A criticism of the iceberg model could be that it’s overly simplified with different parts of an organization's culture visible at different times. It also does not look at the business as a whole interacting entity such as with the McKinsey 7S Framework (Peters et al, 1980). Applying this theory to analyse our own culture and organisational behaviour at V2C will give us insight into how elements of our visible culture compare to our deep culture and highlight improvements to build positive culture. 

Surface Culture 

Along with our priorities over the next 10 years our corporate strategy (V2C, 2021) highlights the following values we strive to guide us as the set of core beliefs held by our organisation. These are as follows:

	Value People
	We see the potential in people, those we work with and those we are here to serve.

	Think Differently
	We try new things to improve peoples’ lives and careers.

	Courage to see things through 
	We want the best for ourselves, our colleagues and the people we serve, so we speak, work and act with conviction, strength and determination.


(V2C, 2022)  
Publicly as part of its recruitment information the organisation states that ‘When you come to work, you can expect to get down to business and have fun!’ and ‘we've got your back. Because we’re all human and sometimes need a little support,’ (V2C, 2023) to showcase its perceived vibrant, enjoyable and supportive culture. The organisation also boasts strong leadership with leaders who give ‘guidance and support to colleagues and partners’ (V2C, 2022). These core principles and values should bond colleagues together with a shared purpose and vision (Gleeson, 2021) 


Deep Culture 

In 2022 to assess how our leaders and managers are perceived to align with our values  a survey was conducted of all colleagues to assess their line managers against 43 leadership behaviours linked to our corporate values (See Appendix 1). All leaders were previously made aware and attended training on implementing these behaviours in 2020 as an intervention to fill a learning gap (CIPD, 2022). The results highlighted several areas where our leaders are not aligned with our organisational values and gives some insight into our deep culture. The extract below shows the percentage of colleagues who believe their manager demonstrates the relevant behaviour.

	Relevant Corporate Value
	Survey result

	Valuing People
	· Takes time to understand the needs of individuals & teams, & supports appropriately (Team building and Coaching) (43%)
· Makes it safe for people to generate new ideas (23%)
· Facilitates, guides and remains available for advice (Coaching) (50%)
· Prepare people for success in their current and future roles. (20%)

	Thinking Differently
	· Analyses situations with “social heart” and a real care for customers (33%)
· Seeks out and values people with diversity of experience - operates inclusively (21%)
· Releases people from unnecessary procedures that stifle innovation (34%) 

	Courage to see things through
	· Aligns the work of own teams with those of other departments and partners (28%)
· Remains courageous in the face of difficulty (22%)
· Treats people fairly and on merit (Objective) (44%)
· Demonstrates healthy confidence, yet is quick to own mistakes and shortcomings (23%)


Source: Leadership Behaviours survey 2022 results report (2022) 

Whilst there were positives and alignments to our organisational values highlighted from the survey such as 64% of colleagues responding believing that their manager gives authentic praise, credit and recognition. With a majority of results show a perception of leadership misaligned with our visible culture this signifies that a majority of the workforce may not be behaving in line with our values, creating inauthenticity with disengagement and burn out from colleagues forthcoming. (Caprino, 2016)
Unfortunately however only 43% of colleagues responded to the survey so this data may not be indicative of all leaders.

Only 20% of leaders were perceived as actively preparing people for success in their current and future roles. Research suggests that 97% of staff in the UK are keen to upskill but only 5% of organisations are prioritising this (Urquhart, J.,2022). It appears our own organisation is also not prioritising this despite its strategic priority of ‘Creating a culture of continuous improvement’ (V2C, 2021)  

By not seemingly preparing our colleagues for future success we risk continued higher than average turnover rates (V2C, 2023) with further attrition of skills, knowledge and experience leaving the business over time. Case studies show that by investing resources into supporting individuals careers and skills gaps this can have a direct impact on employee retention (Crowell, 2017).

21% of leaders appear to seek out and value people with diversity of experience. This suggests that a majority of the organisation does not value diversity and the opinions of others. This is in spite of the organisations extensive equality & diversity policy and procedures along with implementation of the Rooney rule (Reid, 2011) for senior positions.

We should aim to encourage a culture that values diversity and where colleagues ‘consciously choosing to highlight their different capabilities.’ (Frost and Kalman, 2016) to bring new ideas and ways of problem solving. Where however ideas and differing opinions are ignored or not valued this is unlikely to manifest. 


Only 28% of leaders were identified as aligning the work of their own teams with those of other departments and partners. Collaboration between teams does not seem to be a priority among leaders with silo working likely prominent throughout the organisation (HBR, 2021). In January 2023 steps to create a collaborative culture roadmap were taken with initial input from leaders gathered and collated as key themes as a foundation (See Appendix 2 - Culture Roadmap). 
As an organisation we have identified the issue and are aware that ‘Continuing to work in operational silos can damage competitiveness of an organisation, even if the processes are adhered to by staff.’ (CIPD, 2015). However, although steps are being taken to remove siloed working there are likely underlying values and principles of colleagues below the surface needing addressing for tangible improvements. Without successfully addressing this issue we will continue to ‘waste resources, kill productivity, and jeopardise the achievement of goals.’ (Lencioni, 2006)


Whilst research suggests that around 88% of employees believe that ‘a distinct corporate culture is important to a business’ success.’ (City & Guilds, 2021) it appears from the results of this survey that V2C’s corporate culture ideals and the reality of that culture in the workplace misalign. 

Our leaders influence our culture greatly and are ‘key to establishing strategic goals and relevant outcomes’ (CIPD, 2022) However with a majority of the leadership team being in post prior to a new CEO joining in 2020 (Curry, 2020), it’s possible there is belief that there will be no consequences of choosing or not to follow the new leadership behaviours. Prior to this the organisation appointed 3 CEO’s in a span of 4 years each who brought a differing vision and strategic direction. For the majority of managers who have been with the organisation throughout they may feel the latest direction with our latest CEO may not be the direction we continue with long term, giving less incentive to cooperate. 

As an organisation we must seek to understand that by only paying attention to the visible attributes of our culture we miss what lies underneath. Similarly, as we hope to make positive changes to our culture we likely need to alter underlying values and principles of colleagues to see visible results and our surface and deep culture aligning.

2.1 Nudge Theory and influencing human behaviour
Nudge Theory suggests that shaping the environment (referred to as choice architecture) influences the likelihood that one option is chosen over another by individuals (Thaler and Sunstein, 2008). Reviewing this theory with regards our surveyed leadership behaviours we can see potential influences driving our culture. 

With only 28% of leaders appearing to demonstrate departmental collaboration for example; a new colleague may quickly identify that others in their team do not seek collaboration with other teams.  The new starter has the choice to seek to work more collaboratively, but is more likely to choose not to due to others' behaviours nudging them in this direction. 

Likewise colleagues are influenced by cues they receive from managers and senior colleagues. With 50% of leaders seen to be available to facilitate, guide and advise others, colleagues are more likely to come to these leaders when there is an issue. Similarly managers who are seen as closed, judgemental or overly critical are not likely to achieve optimal transactional analysis of affective adult to adult conversations. (Berne, 1958). Research suggests that up to 70% of employee satisfaction can be influenced by managers. It is therefore imperative that not only are we nudging the behaviours of our leaders to support and develop colleagues, but also that our leaders are nudging their subordinates to choices aligned with our corporate values and strategy. 

2.2 Evaluating organisational factors 
With a majority of staff indicating seeing their own manager as not aligning with the organisations values and ideal leadership behaviours this encourages them to act similarly via psychological influences such as the chameleon effect (Chartrand & Bargh, 1999) and authority bias (Cialdini, 2007). 

Research suggests that staff misaligned with their organisation's values are likely to experience low engagement and exit the business. 58% of employees in the UK are considering leaving their jobs within 12 months because their organisations don't share their values (Amba, 2022).  Similarly, 98% of employes reported that they would not work somewhere not fitting their values (City of London economic research, 2017) 


There are of course other factors influencing employee engagement and decisions to stay within an organisation such as good work-life balance (Urquhart, 2022), location, benefits and salary,

The influence of leadership on engagement however remains proven with estimates front-line managers account for a minimum of ‘70% of the variance in employee engagement scores.’ (Beck and Harter, 2015). Having many leaders seemingly misaligned with expected behaviours and values is likely to be significantly impacting engagement. 


A second organisational factor is continued restrictions on decision making, autonomy and procurement. In 2017 V2C had its regulator status temporarily downgraded ‘in response to evidence of significant weaknesses in governance relating to: Procurement management, policies and procedures’ (Gov.Wales, 2017). This was primarily due to a colleague publicly whistleblowing that agreed home electrical checks (EICRs) were not being carried out every 5 years. This colleague later stated their manager and members of the senior leadership team were aware of this situation but nothing had been done.
 
In response to the regulatory judgement (Gov.Wales, 2017) V2C was under scrutiny to prove that its governance and processes were fit for purpose and followed. The effects of this are still felt with a risk averse organisation. This in turn affects decision making with the majority of business significant decisions being made by the company board, CEO or senior directors. 

Self-determination theory, (Ryan and Deci, 2000) describes three human psychological needs in work driving motivation of autonomy, competence, and relatedness. Autonomy doesn't necessarily mean giving employees free range of decisions In their roles, rather what's important is their sense of free will when completing tasks. A driving factor in employee engagement can be found in roles with higher levels of autonomy. (Bakker and Demerouti, 2017). Research also shows a significant engagement factor when working remotely is the autonomy of colleagues in when and how they work (Jabra, 2021). Aligning with this research, a continued failure to provide colleagues with a suitable level of autonomy has the potential of decreased engagement. 

In contrast Taylor’s ‘scientific management’ principles puts forward arguments for designing and simplifying jobs to increase efficiency. (Taylor, 1911). Applying this theory would include a high loss of autonomy particularly for lower-level workers with methods and ways of working set by the senior team. 

Whilst Taylorism focuses on one individual doing a job well and may find useful application in certain circumstances and roles -  for the majority of V2C, working now in the modern age brings more factors for consideration such as employee wellbeing balanced against productivity. Our leaders need to demonstrate trust and avoid micromanaging as much as possible to ensure an autonomous, effective and engaged workforce. This is particularly a priority as we continue with remote working where employees are less visible. 


Another factor likely impacting colleague engagement is the continuation of changes made to our ways of working implemented during the pandemic. These include home,remote and hybrid working options for around 70% of staff (V2C, 2023). 

At the time of writing no decision has been made on colleague requirements for office, home or hybrid working. Research shows that the majority of the UK workforce expects to continue working remotely in some capacity with 84% of workers who were required to work from home in the pandemic planning to carry on working between home and their workplace in the future. (Gov.uk, 2022)

According to a 2 year study by Stanford University, remote workers are 9% more engaged in their jobs than office equivalents, are 13.5% more productive and 50% less likely to leave job roles, (Bloom, 2020)


We have seen high turnover in the past 3 years with 27% of our current workforce employed in this time, meaning primarily remote working is all they have known (V2C, 2022). Changes to these ways of working could impact negatively on engagement.

Although continued home working is likely to have a positive effect on employee engagement, strategy is required to align with our corporate strategy, objectives and business demands. This transition for colleagues who have only ever worked remotely for V2C for example will need to be supported as much as possible.
2.3 Organisational benefits of positive culture
With analysis of our culture and organisational factors likely affecting it identified, It’s important to highlight benefits of positive culture and why we strive towards this..

Firstly is increased brand identity likely to retain high-performing staff and recruit higher calibre candidates. Employees in a positive work culture are likely to be engaged in work and become brand advocates.  Employees’ ratings of their company’s qualities such as collaboration, work environment, and value alignment — are 20% higher within strong positive cultures. These attributes support keeping employees aligned, motivated and retained. (Gardner, 2021).  Deloitte highlights ‘94% of executives and 88% of employees believe that a distinct corporate culture is important to organisational success.’ (Deloitte, 2012). Similarly, hiring those with a high ‘cultural fit’ increases new hire retention and productivity. (Kristof-brown et al., 2005).

Culture alone will not attract and retain employees. alongside we must ensure effective strategies for recruitment, remuneration, succession planning and colleague benefits. It could be argued that business strategy is as important as culture as ‘Great corporate cultures are intentional – they are built by design.’ (Myatt, 2012) with strategy a driving force. A surveyed 76% of employees believe "clearly defined business strategy" supports positive culture. (Deloitte, 2012)

Employees are of course motivated by being paid well for their work and additional benefits. However, they also want to feel they are making a contribution for their efforts to an overall strategy in a supporting environment. Positive company culture encourages pride in work and a sense of belonging. Consequently, colleagues become likely to speak positively about organisations in their own time - increasing brand identity and reputation. 


A second benefit is an increased likelihood of meeting employees expectations. We aim to recruit individuals in line with our values, however as outlined above indications are these values are not being upheld or at least demonstrated through leader behaviours. 

Employees have certain expectations based on that presented throughout the recruitment process. ‘An employee’s first impressions of an organisation have a significant impact on their integration within the team and job satisfaction’ (CIPD, 2022) as such when expectations are not met conflict and mistrust likely ensues.

It could however be argued that with high turnover the past 3-years - 28% of the workforce are new hires (V2C, 2023) - that if the majority of individuals recruited align with our organisational values and are retained we will reach a ‘tipping point’ of overall cultural change as demonstrated in the diffusion of innovation theory. (Rogers, 1962). 
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Source: Start with why, Law of diffusion of innovation. 

It is important that our workplace culture is seen as fair and trustworthy. Currently it appears that we promote our organisation through recruitment as one thing and new hires are likely being onboarding and realising that our culture is misaligned. This is likely Factor in our Lower than expected retention rates of new hires over the past 2 years (V2C, 2023) 

This discrepancy with what's advertised is likely to cause distrust, conflict and reputational damage for the organisation. By meeting new and old colleagues expectations we will become seen as a trustworthy and transparent organisation.

A third benefit is improved colleague health and wellbeing. Poor working environments – including where discrimination and inequality, excessive workloads, low job control are present – pose a risk to individual’s mental health (WHO, 2022). Cultures where employees are encouraged to have a healthy work life balance are more likely to see successful employees (Guillén, M. Guillén P, 2020). Post pandemic - more workers are also attracted to roles for work-life balance (41%) rather than salary (36%) (Plc, 2022).  

A Mental Health Foundation survey found 40% of employees are neglecting other aspects of their life because of work, likely increasing vulnerability to mental health problems. Also reported is better workplace mental health support can save UK businesses up to £8 billion annually. (Mental Health Foundation, 2021). 
Highlighting misalignment of our corporate values and behaviours (see appendix 1)  - it’s an important insight  that a culture of unfairness has a profound negative impact on employee psychological wellbeing (Costello and James, 2020). A further consideration is correlation between the skills of  leaders and employee wellbeing. Poor or conflicting management styles remain among common causes of workplace stress. (CIPD, 2022) 

[bookmark: _heading=h.gjdgxs]Although a multitude of recent research indicates workplace culture directly influences employees physical and mental health, as with culture itself there are a number of factors that influence an individual's  wellbeing - a high percentage of which is outside of an employers control such as ‘genes, life experiences, upbringing and environment’ (NHS, 2020)
With a continuously rising figure of 15% of working-age adults estimated to have a mental disorder in 2019 (WHO, 2022), employers who are not supporting colleagues through and preventing mental health disorders are likely to see increased turnover and sickness rates. Working in a negative culture colleagues have an increased likelihood to become physically ill or injured during work (Rogers, 2022) 

3.Conclusion
After reviewing our organisational culture and behaviours alongside current organisational factors,it is apparent there are clear gaps between the expected behaviours of leaders and what we expect to see demonstrating our values to drive a positive culture. 

Insights has affirmed the importance of clear corporate strategy along with the negative effects poor work life balance can have. Aligning with our value of ‘Valuing People’ (V2C, 2021) it is critical we recognise the importance of and support a culture that promotes colleague wellbeing at its heart. 

Recommendations are detailed below in order of priority based on above analysis.

4.Recommendations 
The first recommendation is to implement a programme of leadership training for all leaders that aligns directly to our corporate values. This will include expected leadership behaviours, coaching skills, SMART objective setting and monitoring, communication, governance, motivating staff, ethics and supporting employee wellbeing. 

The programme should be designed with approval and input from the leadership team as soon as possible to support the drive towards a positive culture and aim to be delivered over a maximum period of 12 Months to all leaders. To support this a review of managers autonomy, decision making powers and procurement limits is also recommended. It is currently estimated a 3 Month period is likely needed  to develop a programme for delivery over the 23/24 financial year. An external training provider will be needed to support design and delivery of the programme. Including the cost of external external support and time for all managers to attend workshops current estimate  are a total cost of £56300 (based on 3 Day managerial training for 50 managers).

Secondly is the recommendation of developing a new policy for hybrid working supporting employee work/life balance.  This should support inclusion and include specific team charters balancing business needs and colleague wellbeing. This should be produced in Q1 23/24 with colleagues input. Costs will primarily be staff time - including approximately £271.40 (10 hours based on average hourly wage of 2 colleagues - £13.57)

Thirdly is the recommendation to formulate a robust wellbeing strategy. This will focus on psychological, physical and financial wellbeing and consider both swift implementations and long term preventative approaches for individuals. This should be developed over the next 6 months and include plans for regular wellbeing and engagement surveys for staff - with data analysis carried out by the people team. The cost of developing the strategy will consist primarily of 30 hours of senior staff member time at approximately £407.10 (based on an hourly wage of £13.57).
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Appendix 1 - Leadership Behaviours survey 2022 results report extract
	VALUES PEOPLE

	Connected & deeply cares - builds deep & authentic relationships, makes work a safe place to be & cares for people:


i. Make it safe for people to be honest (Psychological safety) (55%)
ii. Takes time to understand the needs of individuals & teams, & supports appropriately (Team building and Coaching) (43%)
iii. Proactively protects people from overload & burnout: relieves pressures where necessary (Considerate task management) (35%)
iv. Keeps people in the loop - share relevant and required information when needed (Effective communication) (34%)
v. Is accessible, approachable & warm (Open and caring) (32%)
vi. Demonstrates empathy & compassion when people encounter difficult circumstances (32%)
vii. Listens deeply to truly understand (22%)
viii. Accepts feedback & acts upon it (Responsive) (21%)
ix. Remains receptive even with unpleasant truths (transparent and pragmatic) (21%)
x. Engages in adult to adult conversations (Professional maturity) (19%)
xi. Understands the little things (Attentive) (17%)
xii. Creates emotional connection by genuinely caring for people (Considerate & compassionate) (11%)
xiii. Asks meaningful questions (Positively inquisitive) (8.5%)
	Engage and Trust - has faith in people to wisely use their talents and creates a climate of empowerment and trust: 


i. Facilitates, guides and remains available for advice (Coaching) (50%)
ii. Recognises different people and empowers in different ways (Recognition/Appreciation/Trust) (47%)
iii. Treats honest mistakes as learning opportunities (Psychological safety) (40%)
iv. Releases some control, gives space and focuses on leading not doing (Distribute authority and empower) (32%)
v. Enables people to experiment and create improvements (31%)
vi. Removed blockages and tackles the things that inhibit progress (31%)
vii. Identifies where people are capable & motivated to embrace more responsibility (29%)
viii. Makes it safe for people to generate new ideas (23%)
ix. Delegates decision making responsibilities to suitable people. (21%)
x. Frees people to adapt their responses to deliver the best outcomes (20%)
xi. Encourages deeper thinking (15%)
	Deep confidence and inspires growth - creates the right conditions for people to flourish and fulfil their true potential: 


i. Gives authentic praise, credit and recognition (Appreciative) (64%) 
ii. Sees the strengths and potential in everyone (Recognition) (52%)
iii. Invests time in coaching, mentoring and sharing insights (Leadership styles and effective communication) (40%)
iv. Builds confidence and self belief in others (39%)
v. Offers meaningful and developmental feedback with sensitivity (33%)
vi. Encourages people to own their learning journey whilst supporting them (31%)
vii. Taps into individual passions, drive and commitment to fuel growth (25.5%)
viii. Prepare people for success in their current and future roles.  (20%)
ix. Stretch people beyond their comfort zone and celebrate success. (19%)
x. Inspire others to see who they can become (18%)




	THINK DIFFERENTLY 

	Adopt a customer perspective - value customers and be motivated to understand their thoughts and feelings and how to achieve their aspirations. 


i. Makes decisions focused on serving customers at heart (Purpose and service driven leadership) (62%) 
ii. Encourages the team to look at situations through customers eyes (Purpose and service driven leadership) (58.5%)
iii. Tracks and learns from customer experiences and continually improves them (Purpose and service driven leadership) (43%)
iv. Involves the customer in design delivery and evaluation (Co-production) (38%)
v.  Recognises the rich diversity of customers and their contrasting needs (35%)
vi. Analyses situations with “social heart” and a real care for customers (33%)
vii. Believes in and takes action to help our customers thrive and grow (28%)
viii. Aligns energy and resources with established customer priorities (20%)
ix. Engages customers by listening with empathy, drawing out deeper thoughts and feelings. (18%)
	Use our collective intelligence - act with humility, use diverse experiences, knowledge and wisdom to find best answers. 


i. Gives everyone a voice, values alternative opinions and is willing to rethink and reconsider (Psychological safety) (57%)
ii. Encourages people at all levels to contribute ideas (Psychological safety) (44%)
iii. Values finding the right answer more than being right (Objective) (41.5%)
iv. Brings people together from across the organisation (and beyond) in a climate of genuine collaboration (Connects people) (38%)
v. Believes in the power of “we” to find the best solution. (35%)
vi. Proactively shares information to enable collective decision making to enable collective decision ma king (34%)  
vii. Works with others to diagnose, design and implement solutions (25.5%)
viii. Seeks out and values people with diversity of experience - operates inclusively (21%)
ix. Actively seeks out the expertise of others (20%)
x. Is willing to lead or be led by others on different topics (21%)
xi. Enjoys dialogue and exploration without predetermining the outcome. (16%)
	Aspire and Innovate - be ambitious about V2C’s success. Facilitate meaningful innovation and change, and implement effective performance & transformation 


i. Sees where change will support real values and rejects change for changes sake. (Transformational/ leadership) (60%)
ii. Is excited by opportunities to push boundaries and become a groundbreaking organisation (Transformational leadership) (43%)
iii. Imagines what V2C could be and can achieve: looks beyond what is and thinks audaciously (Transformational/Coaching  leadership) (40%)
iv. Evaluates the available capacity for change and does not overwhelm teams or individuals (Considerate task management) (39%)
v. Draws in new ideas from a broad range of internal and external sources (37%)
vi. Keeps improving the organisation for today and for future generations (35%)
vii. Releases people from unnecessary procedures that stifle innovation (34%) 
viii. Executes change in a focused and structured way (29%)
ix. Manages risk maturely and overcomes unduly restrictive caution? (12%)
x. Demonstrates speed and agility to exploit emerging opportunities (11%)





	COURAGE TO SEE THINGS THROUGH

	Focus on what matters - use well intended critical thinking skills, prioritisation and determinations to do the important things brilliantly.

i. Eliminates duplication, reduces distractions in the system and simplifies processes. (Efficient task and process management)  (49%)
ii. Able to say no and let go of initiatives that are not fit for purpose. (Strategically aligned and dynamic) (41.5%)
iii. Collects, evaluates and uses robust data to shape decisions and focus resources (Evidenced based & unbiased) (40%)
iv. Understands and aligns the work of teams with strategic priorities (Strategically aligned) (38%)
v. Recognises and changes policies or procedures that drive the wrong behaviour (37%)
vi. Brings V2C values alive: helps people put them into D2D practice (35%)
vii. Demonstrates resilience and perseverance: sees critical things through to a desired conclusion (32%)
viii. Creates purposeful and values driven teams who know what is truly important: clarifies V2C’s “true north” (30%)
ix. Aligns the work of own teams with those of other departments and partners (28%)
	Tackle the tough stuff - be willing and energetic to get to the heart of a problem and resolve it, especially when it is challenging. 


i. Quickly and constructively tackles poor performance, inappropriate conduct, or divergence from V2C’s values (Manages performance) (49%)
ii. Consistently does the right thing when there are easier options to take (Integrity and purpose driven leadership) (47%)
iii. Sees the root cause of what is wrong and does something about it (Manages performance) (47%)
iv. Takes ownership of thorny problems and encourages others to do the same in their roles (Manages Performance). (45%)
v. Has the courage to “make the call” and take measured risks (41.5%)
vi. Understands genuine reasons for delays or disappointments but is not fooled by excuses (32%)
vii. Enters potentially difficult terrain with others in a positive and solution focused way: uses conflict constructively (29%)
viii. Holds others accountable with honesty and fairness (25.5%)
ix. Remains courageous in the face of difficulty (22%)
	Lead with integrity - operate enthusiastically, authentically, set standards and lead by example.  



i. Leads by example: sets the tone, keeps to promises and does as they ask of other (Integrity) (66%)
ii. Remains consistently honest, authentic and trustworthy (Integrity) (51%)
iii. Treats people fairly and on merit (Objective) (44%)
iv. Believes in the V2C purpose, vision, and values, and shows “deep commitment to the cause” (Committed) (38%)
v. Generates a sense of professional pride about the teams achievements (33%)
vi. Enthuses others with optimism, energy and passion. (28%)
vii. Demonstrates healthy confidence, yet is quick to own mistakes and shortcomings (23%)
viii. Remains willing to be held accountable for actions and decisions. (23%)
ix. Brings people with them: shapes thinking and influences in a convincing manner (22%)
x. Senses where concern or ambiguity exists and works with others to establish clarity and commitment (22%) 
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