
COMPETENCY FRAMEWORK GUIDE FOR MANAGERS AND STAFF 
 

 

INTRODUCTION 
 
The Greater London Authority’s (GLA’s) competency framework outlines the behaviours we value in our organisation. The framework forms the basis of our 
people-management processes; and is used in conversations about job design, recruitment and selection, performance review, and career development. It 
provides a common language for HOW we go about our daily work (while performance objectives describe WHAT we do). It helps us with how to apply our 
technical knowledge and specialist expertise effectively. This guide provides information for both managers and staff on using behavioural competencies, and 
directs you to further guidance and support. 
 
What is a competency framework?  
A competency framework is a set of behaviours that can be observed and measured.  
 
Why we have a competency framework  
The framework allows us to easily identify the behaviours that enable us to deliver our specialist technical expertise effectively.  
 
• A common language and benchmark – behavioural competencies provide a common language and benchmark we can use across the organisation. 
 
• Clarity – competencies help people understand what is expected of them, and give them greater clarity about their role and what to expect of others. 
 
• Focus – the levels of the framework provide us with a clear focus for development. They show us clearly what is needed to perform at the next level. They 
help staff and their managers have a more focused development discussion, and help us to take charge of our own development.  
 
If staff or managers have any questions about the competency framework, or require further information, they should contact GLA People Function. 
 

EQUALITY DIVERSITY AND INCLUSION 

The GLA’s Equality, Diversity and Inclusion Statement sets out the GLA’s ambition to be an inclusive organisation and a place where everyone is supported to 
do their best.  

This is a top priority for the organisation. This statement provides the foundation for an inclusive leadership culture at the GLA. It articulates a single vision that 
we can all sign up to. For this reason, there is not a single competency for promoting an inclusive culture at the GLA. Equality, diversity and Inclusion sits above 
the whole framework, and we expect this commitment to be embedded and demonstrated in every area of our work. 

 



 

 

Equality, Diversity and Inclusion Statement 

London is best served by a GLA that is equal, diverse, representative and inclusive. 

The GLA’s ambition is to create a fairer, more equal city for all Londoners – whatever a person’s race, gender, religion, 
sexual orientation, age, disability or socio-economic background. To do this to the best of our ability, we must have a 
workforce that reflects London’s diversity. 

The keys to our success include our knowledge of the lived experience of Londoners; the breadth of our perspectives; 
our reach into communities; and our capacity to innovate to bring about positive change. These all depend on us 
attracting and retaining amazing staff, at all levels and in all teams, who are collectively representative of the city we 
serve. 

Being an inclusive organisation is central to our values. We want all staff to have the same positive experience of 
working, progressing and feeling they belong in the GLA. We want everyone to be respected for who they are, and to 
be able to have their voice heard. We are determined to eliminate our ethnic, disability and gender pay gaps, and we 
value highly the contributions of our many brilliant staff networks. We are committed to being an anti-racist 
organisation. We do not tolerate discrimination in any form. 

But until our workforce is representative of London, and until every member of staff has the same positive experience 
of working here, we have more to do. We are committed to taking all possible steps to ensure that our workforce, in all 
teams and at all levels, fully reflects the diversity of London. 

 
 

FRAMEWORK DESIGN 
 
Our framework was extensively researched, based on best practice and tested with staff. The framework has 12 competencies grouped into four competency 
clusters: Working with Others; Leadership; Delivering Results; and Organisational Context. There are four competency levels, each corresponding to how 
behaviours vary at different role levels within the GLA. The levels are cumulative, which means that a staff member in a level-three role would be expected to 
demonstrate the positive behaviours from levels one to three. The majority of roles at the GLA have competencies at levels two and three. Within each 
competency level there are four to six behavioural indicators that exemplify how to demonstrate that competency effectively. The indicators should not be 
viewed as a ‘checklist’, and they do not represent an exhaustive list of examples.  
 





 

 

HOW COMPETENCIES ARE APPLIED  
 
Job design – A job description provides an overview of the job tasks and responsibilities; and a person specification describes the qualities (experience, 
knowledge, skills and behaviours) a person needs to do the job. Through careful analysis of the job requirements, we can identify the competencies that are 
essential to successful performance in that job. All roles within the GLA should have between five and eight behavioural competencies, with between three and 
five identified as essential for effective performance in the job; these competencies will be used for recruitment. Non-managerial roles should have about five or 
six competencies, and managerial roles seven or eight competencies (including Managing and Developing Performance), in the job description (person 
specification).  
 
The competencies aim to ensure a consistent and transparent standard across the organisation; and to replace vague or hard-to-measure ‘soft skill’ 
requirements such as ‘people skills’, ‘leadership skills’, etc. For further advice on using competencies as part of job design, please contact the People Function. 
 
Recruitment – Using behavioural competencies for recruitment ensures that any selection process is focused on the behaviours that are important for success 
in that role. Basing our selection tools on the behaviours outlined in our competency framework enables us to set clear, objective and standardised criteria for 
selection across the organisation.  
 
Competency-based interviews – A competency-based interview is a type of interview used to evaluate a candidate’s behavioural competence to do a 
particular role. Each question is targeted at obtaining behavioural examples for a specific competency. The candidate is asked to provide concrete examples, 
from their previous experience, of when they demonstrated the behaviour in question. A scoring guide – based on the GLA competencies and behavioural 
indicators – is used to assess the candidate’s response against the behavioural indicators for that competency, enabling line managers to apply consistent 
benchmarks when conducting interviews. Competency-based interviews are just one of a range of selection tools used in recruitment.  
 
Performance management – Using behavioural competencies for performance management helps us to improve performance by clearly outlining what is 
expected of us in terms of HOW we do our job. Job performance can be split into two parts:  
• WHAT specific targets or objectives an individual achieves. 
• HOW an individual works (behavioural performance). The competency framework provides a useful structure for discussing HOW an individual works – in 
other words, their behavioural performance. This is, however, only one aspect of a performance review; it does not replace a review of performance against 
objectives.  
 
Probation – Competencies form part of the performance standards, which are set and monitored as part of the probation process. They should be referred to 
when discussing development needs, and planning development activities, to help the new joiner meet the requirements necessary to confirm their 
appointment. 
 
One-to-ones – Regular (at least monthly) one-to-ones are an important part of performance management, and help employees get the support and direction 
they need to perform. These conversations should include two-way discussion and feedback on both the ‘WHAT’ (objectives and task delivery) and the ‘HOW’ 
competency behaviours. Managers should provide coaching and tips to support development and performance.  
 
Performance review – Knowing which competencies are important for an individual role (based on the job design – see above) allows managers to tailor their 
performance management and development discussions. Staff and managers are jointly responsible for recognising when the individual has demonstrated 
these behaviours in the workplace. Focusing individuals on behavioural competencies in their day-to-day work can help them understand their strengths and 



 

 

how they might improve their performance and develop their career. One-to-ones and performance-review meetings provide an opportunity to reflect on and 
discuss how an individual works best. The section of the performance review where competencies are identified as strengths, versus development needs, can 
be used to help structure the discussion and feedback around how an individual performs against the behaviours that are important for successful performance 
in their role and team.  
 
360-degree feedback – to provide rounded feedback on performance against competencies, staff may consider undertaking 360-degree feedback reviews, 
where feedback is gathered from colleagues, staff, managers, and other important internal and external stakeholders. The competency framework can provide 
structure and a benchmark, against which performance is assessed and areas for development identified.  
 

Competency-based learning and development – The competency framework provides a set of behaviours that can be used by staff and managers to lead 
and take responsibility for their own learning and development. Staff are able to identify areas they may wish to develop within their own role, but they are also 
able to understand the behavioural competencies required for a new role or promotion.  
 
Career development – We need to take responsibility for our own career progression. Whether it is progressing upwards, or making a lateral move, the 
behavioural competencies help us identify what the new role requires and how we need to develop in preparation for a career move. The behavioural 
competencies also allow staff to see which behaviours are transferable across roles. Independently, or with a manager, staff can use the competency 
framework to formulate a personal development plan for the behaviours they wish to develop to become more effective within their current role and/or to 
prepare for the next role.  
 
Learning and development activities – Within the organisation, we run several development activities. We design our training in such a way that we aim to 
develop the competencies within our framework. This tailors our training provision to the competencies that are needed for the organisation to perform well. 
 
Learning-needs analysis – We can identify the competencies that individuals or groups of people need to develop, and direct our learning where it is needed 
most.  
 
Other tools  
In addition to this guide, staff and managers will have the following tools available to support them in effective application of the framework:  

• Competency-based recruitment and selection guide  

• Bank of competency-based interview questions  

• Performance management guidelines  

• Performance-review conversations toolkit 

• Managers’ guide 

• Probation guidelines   

• Learning and Organisational Development framework 
 



 

 

THE COMPETENCIES 
 
Working with others cluster 

• Building and managing relationships 

• Stakeholder focus 

• Communicating and influencing 
 
Leadership cluster 

• Strategic thinking 

• Managing and developing performance 

• Decision-making 
 
Delivering results cluster 

• Planning and organising 

• Problem-solving 

• Research and analysis 
 
Organisational context cluster 

• Responsible use of resources 

• Organisational awareness 

• Responding to pressure and change 



























ORGANISATIONAL CONTEXT CLUSTER 
 

 

 


