
My Conversation.
Let’s get talking...
Our approach to managing 
performance.

Ensuring that meaningful 
conversations take place 
between managers and 
their staff...
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My Conversation is the council’s approach to managing 
performance. This ensures that meaningful conversations 
take place between managers and their staff as regularly as 
required to manage and improve organisational performance.

Introduction

The aim of the ‘My Conversation tool’ is to help establish a culture of good 
conversations about recognising the value our employees bring to their 
current role, as well as reaching and maximising future potential. 

My Conversation is a key part of Haringey’s Workforce Plan. This plan sets 
out how Haringey intends to create an agile workforce; which is skilled for the 
future, diverse, motivated and engaged to deliver for the people of Haringey. 
The Corporate Plan, Medium Term Financial Strategy and theWorkforce Plan 
when read together describe the council’s priorities; the resources available 
as well as the capability and culture which we need to adopt in order to meet 
successfully the future challenges. 

My Conversation is one way for Haringey to assess how well we are achieving 
against these priorities and to make sure we have developed the right skills 
and behaviours required.  It is clear that My Conversation, done well, will 
contribute to what ‘good’ looks like in Haringey.
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Conversations matter. We all need to feel that we are listened 
to, understood and valued. There is an intuitive link between the 
quality of the conversations had and organisational effectiveness.

Conversations matter

We need to shift from simply evaluating past actions every six months. 
Managing performance is an ongoing activity. It’s every day. 

Good conversations are essential for the retention of employees, and to 
maintain motivation and engagement. One of the main reasons for losing 
talent in an organisation is the employee/manager relationship. Haringey is 
committed to growing and retaining our talent. 

We want the right people in the right roles with the right skills to achieve!

HUMAN
CONVERSATIONS

AT THE HEART OF

PERFORMANCE

MANAGEMENT

CONVERSATIONS
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My Conversation will be used by everybody in the council.  

My Conversation is an ongoing conversation between manager 
and employee as and when required .  It is supported by My 
Conversation Map.  

The My Conversation map enables self evaluation and is 
a means for individuals to explore current strengths and 
aspirations; current performance (achievement of objectives) 
and the way they achieve (values and behaviours). It is a starting 
point for conversations. Employees will self evaluate and then 
discuss with their line manager their current position and 
through My Conversation meetings discuss what the  
next steps are. 

The map will enable us to understand our workforce profile and 
plot where our employees are in terms of their contribution to 
the Council. 

My Conversation form captures objectives set, and the regular 
conversations that take place to support progress.

My Conversation tool

My 
Conversation

My 
Conversation

My 
Conversation

My 
Conversation

My Conversation
using the map

Workforce
Board

Succession
Planning
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Share 
achievements 
and examples 
of developing 
others...

In addition to the My Conversation Map, there are other tools that can be 
used within My Conversation such as:

• The Haringey Leadership Qualities

• Our Values

• Customer Care Standards

• The Workforce Plan (page 4)

• The Professional Capabilities Framework (PCF) for social work

• Informal peer reviews

• Psychometric tests

• 360 feedback

You might also collect examples of praise and recognition from colleagues, 
managers, Haringey partners and customers.

Don’t forget to use My Conversation to share wider evidence to support the 
discussion, for example extracurricular activities or achievements, such as 
qualifications gained, personal study, work that you are particularly proud 
of (you may even have produced a video demonstrating your skill in doing 
something).

My Conversation is an opportunity to:

• Confirm and review your objectives

• Review your performance

• Establish clarity around your role expectations and behaviour

• Provide and receive feedback 

• Share achievements and examples of developing others

• Increase engagement and motivation

• Explore wellbeing 

• Discuss career aspirations

• Establish development plans

• Support new starters 

• Support you if you need to improve your performance

What can My Conversation do for me?

Establish clarity 
around your role 
expectations 
and behaviour...
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Regular conversations are essential for developing 
relationships, ensuring work stays on track, helping to 
promote personal development and ensuring wellbeing.

We want to recognise performance and impact in a new way – 
not something we do once a year, but an ongoing conversation 
between manager and employee as and when required.

The frequency of the conversation will vary depending on the 
requirements of the team member or the project(s) being worked 
on. Some suggestions for frequency are given within the map 
guidance.
 
For example:

• New starters might require a get together no less than 
bi-weekly whilst they settle into the role, and a review of the My 
Conversation map at the conclusion of their probation period.

• Staff who require some support to improve their performance 
will require frequent conversations.

• You may also hold a specific conversation to focus on your 
career aspirations.

How often should I meet with my manager?
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My Conversation can take place anywhere that is suitable - somewhere quiet 
and comfortable is ideal. There may be other opportune moments for quick 
catch ups including team meetings (where appropriate). 

Remember, the focus of the My Conversation discussions, is not solely based 
on performance of tasks and should include the continuous support and 
development of staff to explore what / how they are achieving in their current 
role, well being and also to discover future aspirations to ensure we have the 
right people in the right roles.

Initiating a conversation is everyone’s responsibility. Managers 
should ensure that they make time for all of their staff on a regular 
basis. Staff should also feel able to ask for a ‘My Conversation’ 
when they need one.

Initiating a conversation 

... include the 
continuous support 
and development 
of staff to explore 
what / how they are 
achieving in their 
current role.

Remember, the 
focus of the My 
Conversation 
discussions, is not 
solely based on 
performance of 
tasks...
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The My Conversation form is a useful Word document for you 
to use to capture your conversations. You might have other 
means of doing this, which is fine. The important factor is that 
quality conversations happen regularly and are documented. 

You will need to confirm and review objectives previously 
set; set new  performance and  development objectives; 
summarise the key elements of the discussion; highlight 
achievements and evidence; comment on  reflections made 
and future actions planned.  

Capturing the conversation 

DO

Conclude

Plan Reflect
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My Conversation map
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It is essentially a visual way to help you explore:

• Your current strengths and aspirations

• Current performance (objectives) and the way you achieve 
(values and behaviours) 

• Your role 

• How to maximise your potential in the future 

• Your position in the map considering what and how you 
achieve outcomes

Scope to Improve

Needs focus and 
support on expected 

service delivery 
outcomes and how to 

achieve them in the 
organisation.

Task Motivated

Achieves and exceeds 
results and goals. Needs 

to develop greater 
focus on how results are 

achieved (Values).

Task focused 

Good performer, delivers 
solid results. Would 

benefit from greater 
focus on how results are 

achieved (Values).

Values Motivated

Excellent understanding 
and consistent 

demonstration of how 
we operate. Needs 
support to improve 
service delivery and 
outcomes (Tasks).

Excellent Achiever

Lives the values. 
Exceeds results and 

goals. Works towards the 
future. Demonstrates 
passion, energy and is 
supportive to others.

Ambitious Achiever

Strong commitment 
to and demonstrating 
of values and culture. 

Delivers solid results with 
ambition to improve.

Values Driven

Solid demonstration of 
how we operate. Needs 

support to improve 
service delivery and 
outcomes (Tasks).

Strong Achiever

A doer. Pushes the 
boundaries and takes 

responsibility for 
achieving results. Making 

progress towards 
consistently living 
Haringey’s Values.

Haringey Gold

Solid performer.
Consistently meets 

performance 
expectations 

May demonstrate drive 
and ambition to perform 
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Solid performer.  
May demonstrate 
drive and ambition 
to improve.

The majority of our employees are likely to be in this area.

This person is meeting the performance expectations of their role in terms 
of their objectives /results and how they go about carrying out their work. 
They are likely to be comfortable with the great job they are doing. They are 
consistent in their performance, whilst behaving professionally in line with the 
values and behaviours. They will undoubtedly be considered a ‘go to’ person. 
They can be relied up and may possibly be going unnoticed or taken for 
granted. 

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation to stretch themselves further, 
possibly towards a position of greater responsibility. Remember, it is fine 
for people not to want to climb the corporate ladder, however, peoples’ 
circumstances and expectations change – it is an ongoing dialogue.

Haringey Gold staff may have aspirations to develop into a new role and may 
benefit from enhancing their performance on both aspects of the map, or 
consider developing some of the Haringey Leadership Qualities in order to 
prepare for future roles. They may need some input on the recent culture 
change and expectations. They may also consider taking on new projects to 
maintain personal growth or provide greater levels of responsibility. 

Haringey Gold

Position: 
Achieves outcomes and good demonstration of values and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks
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A doer. Pushes the 
boundaries and takes 
responsibility for 
achieving results. 
Making progress 
towards consistently 
living Haringey’s 
values.

This person is likely to be focused on and passionate about achieving 
excellent results and their objectives, as well as both understanding and 
demonstrating the behaviours and values required. They may create a sense 
of urgency within their team as deadlines approach or may simply be good at 
meeting their own schedules and targets. They are proactive – shaping plans 
and setting things in motion even when they are not fully defined. They ensure 
plans and activities are clear and well executed. They give their maximum 
effort to reach the goals of the organisation.

Being motivated by achieving outstanding results on their tasks and 
objectives, it is likely that they have stretched themselves to take on new 
tasks and responsibilities. They have a good understanding of our values and 
how things need to be done differently to achieve continued excellence in 
service delivery.

Their next step is likely to be towards taking on increased scope and 
complexity in their role, bridging the gap to the next level up. They may benefit 
from some input to help develop the behaviours/leadership qualities further. 

The focus on the conversation is on recognising their strengths and 
experiences particularly in their subject matter, and exploring their motivation 
and perceived readiness to take a step up to a role with greater responsibility 
and complexity

Strong Achiever

Position: 
Achieves outstanding results and good demonstration of values  
and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks
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Lives the values.  
Exceeds results 
and goals. Works 
towards the future. 
Demonstrates 
passion, energy and is 
supportive to others.

Position: 
Achieve outstanding results and consistently demonstrate values  
and behaviours.

My Conversation likely to be every:

This person is likely to be exceeding the expectations of their role in terms 
of their performance and exceeding their objectives and acting as a positive 
role model for the behaviours and values to others in their area or the 
organisation. They are likely to be in a role that they enjoy doing, and have 
a passion to perform. They may even have particular talent for something 
or a natural predisposition to be highly effective in certain areas. They are 
ambitious for themselves, others and Haringey. They not only take what they 
are tasked to do to the next level and deliver it with drive, but do it in a way that 
demonstrates exemplary behaviours. They are likely to be the first person to 
be called if something goes wrong. People respect them. They can be relied 
upon to sort things out.

The focus of the conversation is on acknowledging their success and 
achievements, and discussing their thoughts and plans for their future career 
both in the shorter and longer term.
 
Their potential may be maximised in their current role (which might suit 
them). They may have the ability and motivation to offer lots more.

Excellent Achiever

4-6 weeks2-4 weeks1-2 weeks
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Strong 
commitment to and 
demonstrating of 
values and culture. 
Delivers solid 
results.  
Has ambition to 
improve.

Position: 
Achieves outcomes and consistently demonstrate values and behaviours.

My Conversation likely to be every:

This person feels connected and part of the organisation. They understand 
and share the Haringey values and beliefs. They are proud to be a part of 
the organisation. This person is likely to be solid and consistent in their 
performance, meeting their objectives, whilst also acting as a role model to 
others. 

They may have been in the role for a while and become the ‘go to expert’. 
They may be ready for a more demanding role but are also likely to be very 
attached to their current team. 

They are likely to have the potential to take on greater responsibility for the 
delivery of outcomes and this could be strongly linked to the changes and 
innovation required in service delivery. They may have their own ideas and 
need support to implement them, or they may need to be given some stretch 
activities (e.g. new projects, a greater level of responsibility). 

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation and support required to stretch 
themselves further to lead on bigger or different projects.

Ambitious Achiever

14

4-6 weeks2-4 weeks1-2 weeks
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Excellent 
understanding 
and consistent 
demonstration of how 
we operate. Needs 
support to improve 
service delivery and 
outcomes.

Position: 
Deliver some outcomes and consistently demonstrate values  
and behaviours.

My Conversation likely to be every:

This person feels connected and part of the organisation. They not only 
understand and share the Haringey values and beliefs, they role model them. 
They are proud to be a part of the organisation. They are likely to be a very 
pleasant person to work with and are about effective interaction, support, 
shared work and communication within the team and with others. They may 
not focus on achievement of tasks and will need direction and support on the 
technical or task elements of the role (perhaps in the form of subject matter 
expertise/input) to quickly enhance outcomes/delivery performance. 

They may have recently changed roles and have a steep learning curve, 
or they may simply need clarity on their responsibilities to drive their 
performance up. They are potentially very highly motivated to do a good job. 
Their depth of capability needs questioning.

The focus of the conversation is on exploring strengths they bring in terms 
of behaviour and knowledge of how they work with others and how the 
organisation operates, and the challenges they face with converting that 
into outcomes. They may need support to manage time scales and manage 
expectations on what to improve and how to do it.

It is also worth considering whether they are the wrong fit for the role – perhaps 
their natural strengths are aligned to other areas that this role doesn’t 
allow them to shine in, or, they may be at a point where they are no longer 
motivated in their role and need to try something new. 

Values Motivated

15

2-4 weeks 4-6 weeks1-2 weeks



My Conversation - Let’s get talking

Solid demonstration 
of how we operate. 
Needs support to 
improve service 
delivery and 
outcomes.

Position: 
Delivers some outcomes and good demonstration of values  
and behaviours.

My Conversation likely to be every:

This person demonstrates the values and behaviours required to do a great 
job; however they need some support to ensure performance is consistent as 
they are unlikely to be meeting their objectives.

This person may lack role clarity or know-how. They need to be valued for 
their alignment to values and behaviours, but will need direction and support 
particularly on the technical or task elements of the role to quickly enhance 
outcomes/ improve delivery performance. 

They maybe are the wrong fit for the role – perhaps their natural strengths are 
aligned to other areas that this role doesn’t allow them to shine in. 

The focus of conversation is on exploring strengths they bring, challenges 
they face and their understanding of ‘what good looks like’. They will need 
realistic management of timescales and expectations on what to improve and 
support with how.

Values Driven

16

2-4 weeks 4-6 weeks1-2 weeks
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Needs focus and 
support on expected 
service delivery 
outcomes and how to 
achieve them in the 
organisation.

Position: 
Delivers some outcomes and sometimes demonstrates values  
and behaviours.

My Conversation likely to be every:

This person consistently produces lower levels of performance and 
behaviours than are required for their role.

For someone in this area, the context in which they operate (i.e. length 
of service, time in this particular role, performance history) is particularly 
important. For example, they may be fairly new to the role and feeling 
overwhelmed resulting in not performing to the standard expected, or 
they may be under performing for some other reason for example their 
department may have just undertaken a restructure, or there may be personal 
circumstances that are impacting on them at work.

They may lack clarity on the role requirements, particularly if these have 
changed recently, are struggling with some aspect of the role (behaviours or 
expertise), or it may be that they do not feel valued, are disillusioned, or are in 
the wrong role.

People in this area will need direction and support on both task and 
behaviours to enhance performance. They need clear short term objectives 
with regular review. If improvements cannot be achieved, then capability 
procedures should be considered. 

Scope to Improve

1-2 weeks 2-4 weeks 4-6 weeks

17



My Conversation - Let’s get talking 18

Good performer, 
delivers solid results. 
Would benefit from 
greater focus on how 
results are achieved.

Position: 
Achieves outcomes and sometimes demonstrates values and behaviours.

My Conversation likely to be every:

This person is meeting the performance expectations of their role in terms 
of their objectives, outcomes and results. They always deliver on the job that 
needs to be done and are likely to be steady and dependable. However, they 
demonstrate lower levels of the behaviours and values expected in Haringey, 
which is limiting their performance and their potential. It is not what is done 
but how it is achieved that needs to be developed. Perhaps they are not aware 
of the recent culture change and expectations or simply need some input to 
help develop those behaviours/competencies. They may need to consider 
‘what is it like to work with me? Or for me? (If a manager).

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation to develop more holistically into 
the role and the organisational expectations of them. 

Task Focused

2-4 weeks 4-6 weeks1-2 weeks
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Achieves and 
exceeds results 
and goals. Needs 
to develop greater 
focus on how 
results are achieved 
(Haringey values).

Position: 
Achieves outstanding results and sometimes demonstrates values and 
behaviours.

My Conversation likely to be every:

This person is likely to be focused on and passionate about achieving 
excellent results; they may be the ‘go-to’ person on a particular topic or issue. 

However they demonstrate limited levels of the behaviours and values 
expected in Haringey, which is limiting their performance and their potential. 
Perhaps they are not aware of the recent culture change and expectations or 
simply need some input to help develop those behaviours/competencies. 

They would benefit from greater focus on how results are achieved. They may 
need to consider ‘what is it like to work with me? Or for me? (If a manager).

 The focus on the conversation is on recognising their strengths and 
experiences particularly in their subject matter, and exploring their motivation 
to develop more holistically into the role and the organisational expectations 
of them.

Task Motivated

2-4 weeks 4-6 weeks1-2 weeks
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Everyone can access the My Conversation map via Haringey Fuse, and take 
some time to reflect and self-evaluate where they are on it. Managers will use 
the map to determine where all their team members are positioned. 

A conversation with the your manager should happen, at least twice a year, 
to discuss and agree where each person is on the map. This will indicate 
the contribution each employee is making to the council. The conversation 
should be a two-way coaching style conversation. We all need to feel that we 
are listened to, understood, and valued. Together with your manager, explore 
where you feel you sit on the map. It is an opportunity for reflection and 
feedback on successes to date, any action taken and on development plans, 
and considering next steps to enable the person to realise their potential and 
any future aspirations they have. Recognising what’s important to staff, where 
they are keen to develop themselves can be key to helping retention.

The segments on the map are not meant to be prescriptive, but used as a 
way to help understand a person and open up a conversation about their 
strengths and development areas, motivations and career aspirations, as well 
as what input would support their development. 

Remember, this map is just the start. Whilst it should be reviewed periodically 
(as a minimum every 6 months), individuals and managers may return to it as 
often as they wish, for example during My Conversations, in team meetings 
(where appropriate) and during other opportune moments. 

Having a conversation using the My Conversation map
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The following provides some suggested questions that can be used during 
each My Conversation meeting.

For each segment there is a description of the likely performance of the 
person. This is suggestive in areas and may differ between individuals 
depending on their particular experience, stage of career development 
etc. The questions provided are designed to open up the conversation and 
explore the Haringey values and behaviours, and Haringey’s Leadership 
Qualities framework (if appropriate). 

The questions you select will depend on your knowledge and understanding 
of several factors such as the individual, their performance history, and/or 
what changes they have experienced in their service areas recently. You will 
need to prepare for the conversation.

It is really important to consider these factors so as not to offend or patronise 
someone in the process. For example, people in ‘Scope to improve’ may 
have undergone significant change in their role, or have a history of poor 
performance but not previously been held to account or given support, or 
may be de-motivated and ready to exit. The questions you use will depend on 
those circumstances.

Appendix A : Managers’ Question Bank  

It is really  
important to consider 
these factors so 
as not to offend or 
patronise someone...

For each segment 
there is a description 
of the likely 
performance of 
the person. This 
is suggestive in 
areas and may differ 
between individuals...
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Question Bank

Start by thanking your Haringey Gold staff and make them feel valued and 
appreciated for the good job they are doing.

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation to stretch themselves further, 
possibly towards a position of greater responsibility. Remember, it is fine 
for people not to want to climb the corporate ladder, however, peoples’ 
circumstances and expectations change – it is an ongoing dialogue.

General

• What do you see as being the key purpose of this role (explore both task 
and behavioural expectations)?

• Give me some examples of how you bring the values to life in your work

• How clear are the expectations of your role to you?

• What do you want to achieve?

• What interests you about the role?

• What do you like/dislike about it?

• What motivates you?

• How does this role fit with your career path?

• How keen are you to take on a role with greater responsibility in the 
organisation? (It is perfectly ok to keep doing the good job they are doing) 

• How can we stretch you/ keep you motivated in your current role?

• What support would you need to help you stretch yourself?

• Where do you go from here?

Haringey Gold

Solid performer.  
May demonstrate 
drive and ambition 
to improve.

Position: 
Achieves outcomes and good demonstration of values and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks



My Conversation - Let’s get talking

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What key achievements have you made (that we can celebrate, build on 
etc.)?

• What skills do you have that are currently under utilised?

• How could you develop others/ what could you offer back?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

• How do we maintain your professional development in your current role? 
Describe the development you need and your ideas for gaining it

• What new projects or responsibilities would you be interested in taking on 
(if any) in order to support your development?

Leadership qualities specific 

• Where are your strengths in relation to the behaviours and leadership 
qualities? What gaps have you identified?

• How well would you say you understand the vision and mission of LB 
Haringey? And how your service contributes to that? 

• How do you view your role in driving the delivery agenda?

• How have you helped others understand the changes needed to ensure 
Haringey delivers the services for the future?

• How can you create a culture that champions high performance?

• How do you go about planning tasks and activities for yourself and others?

• How do you hold yourself, and others, to account over delivery?

• What innovative ideas or solutions have you seen, or identified yourself 
which you think will support service delivery?

• How comfortable are you dealing with complex information and ambiguity?

• How comfortable are you in instigating change 

• What do you do when you encounter barriers and challenges? What 
support do you need to help you manage or overcome these?

• How well do you lead and motivate people?

• What steps have you taken to improve your performance?

• What improvements have you made?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects 

• My Career

• Research

Haringey Gold

23
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Question Bank

Reinforce the value of the individual to the organisation, use praise and 
recognition appropriately. 

The focus on the conversation is on recognising their strengths and 
experiences particularly in their subject matter, and exploring their motivation 
and perceived readiness to take a step up to a role with greater responsibility 
and complexity. 

General

• What are the key strengths you bring to the role and your area?

• How does this role fit with your career path? (Explore motivation for taking 
on greater responsibility or complexity in their role).

• Give me some examples of how you bring the values to life in your work

• How clear are the expectations of your role to you?

• What interests you about the role? 

• What do you want to achieve?

• What do you like/dislike about it?

• What motivates you?

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What key achievements have you made (that we can celebrate, build on 
etc.)?

• How well would you say you understand the vision and mission of Haringey? 
And how your service contributes to that? What do you see as being the 
key purpose of this role (explore both task and behavioural expectations)?

Strong Achiever

A doer. Pushes the 
boundaries and takes 
responsibility for 
achieving results. 
Making progress 
towards consistently 
living Haringey’s 
values.

Position: 
Achieves outstanding results and good demonstration of values  
and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks
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• How keen are you to take on a role with greater responsibility in the 
organisation? (It is perfectly ok to keep doing the good job they are doing) 

• How can we stretch you/ keep you motivated in your current role?

• What support would you need to help you stretch yourself?

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What skills do you have that are currently under utilised?

• How could you develop others/ what could you offer back?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

• How do we maintain your professional development in your current role? 
Describe the development you need and your ideas for gaining it

• What new projects or responsibilities would you be interested in taking on 
(if any) in order to support your development?

Leadership qualities specific 

• Where are your strengths in relation to the behaviours/leadership qualities? 
What gaps have you identified?

• What are your thoughts in relation to the future direction of Haringey?

• How do you view your role in driving the agenda? (Explore thoughts around 
driving and facilitating change).

• How do you impart your knowledge/expertise/experience to others?

• How do you manage to achieve results through others (explore delegation, 
strength of their team to ascertain capability for them to focus on bigger 
projects).

• What are your thoughts on the future vision, and the changes ahead?

• If you were given free reign, what would you do to drive the changes?

• How do you hold yourself, and others, to account over delivery?

• What do you do when you encounter barriers and challenges to achieving 
results? What support do you need to help you manage or overcome 
these?

• How well do you lead and motivate people?

• How do you celebrate success and support people?

• How aware are you of your impact of your behaviour?

• What steps have you taken to improve your performance?

• You have demonstrated clear potential as a leader within the organisation. 
What do you see as being your next step? What are your career ambitions? 
What support do you need to take the ‘leap’ into leading the new 
organisation – shaping services, being ambitious about outcomes etc?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Strong Achiever
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Question Bank

Reinforce the value of the individual to the organisation, use praise and 
recognition appropriately. 

The focus of the conversation is on acknowledging their success and 
achievements, and discussing their thoughts and plans for their future career 
both in the shorter and longer term. 

General

• What strengths and expertise have you brought which have been pivotal in 
achieving success in your role?

• How does this role fit with your career path? 

• Give me some examples of how you bring the values to life in your work

• How clear are the expectations of your role to you?

• What interests you about the role? 

• What do you like/dislike about it?

• What motivates you?

• Tell me a bit about what you have achieved recently.

• How can you develop and support other staff?

• How do you view your role in driving the agenda? (Explore shorter and 
longer term career aspirations)

• What is the logical next step for you?

• What would represent a real stretch for you?

• What do you need to take the next step up? 

• What ideas do you have for your service area? How are these aligned to the 
vision and mission of Haringey?

Excellent Achiever

Lives the values.  
Exceeds results 
and goals. Works 
towards the future. 
Demonstrates 
passion, energy and is 
supportive to others.

Position: 
Achieve outstanding results and consistently demonstrate values  
and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks
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Leadership qualities specific 

• Where are your strengths in relation to the behaviours/leadership qualities? 
What gaps have you identified?

• What are your thoughts in relation to the future direction of Haringey?

• How do you view your role in driving the agenda? (Explore thoughts around 
driving and facilitating change).

• How do you impart your knowledge/expertise/experience to others?

• How do you manage to achieve results through others? 
(explore delegation, strength of their team to ascertain capability for them 
to focus on bigger projects)

• What are your thoughts on the future vision, and the changes ahead?

• If you were given free reign, what would you do to drive the changes?

• How do you hold yourself, and others, to account over delivery?

• What do you do when you encounter barriers and challenges to achieving 
results? What support do you need to help you manage or overcome 
these?

• How well do you lead and motivate people?

• How do you celebrate success and support people?

• How aware are you of your impact of your behaviour?

• What steps have you taken to improve your performance?

• You have demonstrated clear potential as a leader within the organisation. 
What do you see as being your next step? What are your career ambitions? 
What support do you need to take the ‘leap’ into leading the new 
organisation – shaping services, being ambitious about outcomes etc?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Excellent Achiever
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Question Bank

This person already demonstrates the values and behaviours and 
motivation to succeed. Thank them and demonstrate that they are 
valued. 

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation and support required to stretch 
themselves further to lead on bigger or different projects.

General

• What do you see as being the key purpose of this role (explore both task 
and behavioural expectations)?

• Give me some examples of how you bring the values to life in your work

• How clear are the expectations of your role to you?

• What interests you about the role? 

• What do you like/dislike about it?

• What motivates you?

• Tell me a bit about what you have achieved recently. 

• How does this role fit with your career path? 

• What constraints do you face in carrying out your role?

Ambitious Achiever

Strong 
commitment to and 
demonstrating of 
values and culture. 
Delivers solid 
results.  
Has ambition to 
improve.

Position: 
Achieves outcomes and consistently demonstrate values and behaviours.

My Conversation likely to be every:

4-6 weeks2-4 weeks1-2 weeks
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Leadership qualities specific 

• Where are your strengths in relation to the behaviours/leadership qualities? 
What gaps have you identified?

• What support would you need to help you stretch yourself?

• What are your thoughts in relation to the future direction of Haringey?

• How do you view your role in driving the agenda? (Explore thoughts around 
driving and facilitating change).

• How do you impart your knowledge/expertise/experience to others?

• How do you manage to achieve results through others? (explore 
delegation, strength of their team to ascertain capability for them to focus 
on bigger projects).

• What are your thoughts on the future vision, and the changes ahead?

• If you were given free reign, what would you do to drive the changes?

• How do you hold yourself, and others, to account over delivery?

• What innovative ideas or solutions have you seen, or identified yourself 
which you think will support service delivery? What have you done to 
implement these? What support do you need to help you implement 
these?

• What do you do when you encounter barriers and challenges to achieving 
results? What support do you need to help you manage or overcome 
these?

• How well do you lead and motivate people?

• How do you celebrate success and support people?

• How aware are you of your impact of your behaviour?

• What steps have you taken to improve your performance?

• You have demonstrated clear potential as a leader within the organisation. 
What do you see as being your next step? What are your career ambitions? 
What support do you need to take the ‘leap’ into leading the new 
organisation – shaping services, being ambitious about outcomes etc?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Ambitious Achiever
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Question Bank

This person already consistently demonstrates the values and behaviours 
and motivation to succeed. Thank them and demonstrate that they are 
valued. 

The focus of the conversation is on exploring strengths they bring in 
terms of behaviour and knowledge of how they work with others and how 
the organisation operates, and the challenges they face with converting 
that into outcomes. Develop an understanding why they are not on track 
with performance tasks associated with the role and prepare to give time, 
encouragement and attention to help get them back on track.

General

• What do you see as being the key purpose of this role?

• What made you make the move to this role? How does it fit with your 
career path?

• What interests you about the role? 

• What do you like/dislike about it?

• What are your key strengths and experience that you bring to the role? 

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What key achievements have you made (that we can celebrate, build on 
etc.)?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

Position: 
Deliver some outcomes and consistently demonstrate values  
and behaviours.

My Conversation likely to be every:

Values Motivated

2-4 weeks 4-6 weeks1-2 weeks

Excellent 
understanding 
and consistent 
demonstration of how 
we operate. Needs 
support to improve 
service delivery and 
outcomes.
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• What concerns do you have about the role?

• What would good performance look like to you? How clear are expectations 
of your role to you? What are your key performance objectives or 
indicators?

• How clear are the lines of responsibility?

• What key knowledge or subject matter expertise do you need to carry 
out your role? Are there any gaps in your current levels of knowledge and 
expertise that you would like to address?

• How can we harness your motivation and overall approach to your work, 
and convert that into outcomes?

Leadership qualities specific 

• How do you go about planning tasks and activities for yourself and others 
(and explore how well aligned these are to achieving outcomes)?

• How do you hold yourself, and others, to account over delivery?

• What challenges do you face in delivering your best performance? 

• What do you do when you encounter barriers and challenges? What 
support do you need to help you manage or overcome these?

• What innovative ideas or solutions have you seen, or identified yourself 
which you think will support service delivery?

• What support have you identified you need?

• What steps have you taken to improve your performance?

• What improvements have you made?

• Who has been helping and supporting you in role?

• Who else could you work with to support delivery, or achieving better 
outcomes? How?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

Values Motivated
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Question Bank

Thank this person for their contribution and value they bring. Remember 
they already have the values, behaviours, and motivation to succeed.

The focus of conversation is on exploring strengths they bring, challenges 
they face and their understanding of ‘what good looks like’. Develop an 
understanding why they are not on track with performance tasks associated 
with the role and prepare to give time, encouragement and attention to help 
get them back on track.

General

• What do you see as being the key purpose of this role?

• What made you make the move to this role initially? How does it fit with 
your career path?

• What interests you about the role? 

• What do you like/dislike about it?

• What are your key strengths and experience that you bring to the role? 

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What key achievements have you made (that we can celebrate, build on 
etc.)?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

Values Driven

Solid demonstration 
of how we operate. 
Needs support to 
improve service 
delivery and 
outcomes.

Position: 
Delivers some outcomes and good demonstration of values  
and behaviours.

My Conversation likely to be every:

2-4 weeks 4-6 weeks1-2 weeks
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• What is your understanding of the performance tasks associated with this 
role?

Leadership qualities specific 

• What would good performance look like to you? How clear are expectations 
of your role to you? What are your key performance objectives or 
indicators?

• How clear are the lines of responsibility?

• How do you go about planning tasks and activities for yourself and others 
(and explore how well aligned these are to achieving outcomes)?

• How do you hold yourself, and others, to account over delivery?

• What challenges do you face in delivering your best performance? 

• What do you do when you encounter barriers and challenges? What 
support do you need to help you manage or overcome these?

• What innovative ideas or solutions have you seen, or identified yourself 
which you think will support service delivery?

• What support have you identified you need?

• What steps have you taken to improve your performance?

• What improvements have you made?

• Who has been helping and supporting you in role?

• Who else could you work with to support delivery, or achieving better 
outcomes? How?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Values Driven
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Question Bank

Reassure, encourage, and give feedback. Whilst there is a need for 
individuals to start performing effectively and quickly, remember:

• Reassure, give praise and feedback as they develop to make them feel 
valued and maintain or increase motivation.

• Be prepared for ongoing, increased or targeted conversations to support 
what they bring, what they need to develop and the behaviours associated 
with this.

• Be prepared to discuss what support is available to them.

• Explore if the role is right for them. You may need to focus on development 
opportunities on a role that would be better suited to them and help them 
make the transition 

For those established in role, but under-performing
It is important to explore, from their point of view, why this is the case. It may 
be that they lack clarity on the role requirements (particularly if these have 
changed recently), are struggling with some aspect of the role (behaviours or 
expertise), or it may be that they do not feel valued, are disillusioned, or are in 
the wrong role. There may be personal circumstances that are impacting on 
them at work.

Scope to Improve

Needs focus and 
support on expected 
service delivery 
outcomes and how to 
achieve them in the 
organisation.

Position: 
Delivers some outcomes and sometimes demonstrates values  
and behaviours.

My Conversation likely to be every:

1-2 weeks 2-4 weeks 4-6 weeks
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General

• What do you see as being the key purpose of this role?

• What aspects of the role do you believe you do well in? What are your key 
strengths and experience that you bring to the role? 

• What aspects do you find more difficult?

• What interests you about the role? 

• What do you like/dislike about it?

• How can we make best use of your skills and experience to deliver what we 
need to in the team/service/department?

• What key achievements have you made (may be in previous roles, or this 
one - that we can applaud, build on etc.)?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

• What challenges do you encounter with being able to deliver what is 
needed?

• Who could support you to enhance your performance?

• Are there any knowledge gaps you would like to address?

• How well would you say you understand the vision and mission of Haringey? 
And how your service contributes to that?

• How clear are you on how things are achieved in the department/
organisation – the behaviours that align us to our goals?

• How do you feel about others that you work with? How could you work 
more effectively with them?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

Scope to Improve
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Question Bank 

Show that you care, value and want to support them to succeed. Help them 
understand through feedback and self reflection how their behaviour has 
an impact on not only what they achieve as an individual but also what their 
team is able to achieve. How we all behave in the workplace has an impact 
on the culture we are trying to develop.

The focus on the conversation is on recognising their strengths and 
experiences, and exploring their motivation to develop more holistically into  
the role and the organisational expectations of them. 

General

• What do you see as being the key purpose this role (explore both task and 
behavioural expectations)?

• How does this role fit with your career path?

• What interests you about the role? 

• What do you like/dislike about it?

• Is this role the right one for you? Do your personal values fit with the 
Haringey Values?

• What motivates you?

• How keen are you to take on a role with greater responsibility in the 
organisation?

• What are your key strengths and experience that you bring to the role? 

• What do you think it is really like to work with you? How might you get such 
feedback?

• What key achievements have you made (that we can applaud, build on etc.)?

Task Focused

Good performer, 
delivers solid results. 
Would benefit from 
greater focus on how 
results are achieved.

Position: 
Achieves outcomes and sometimes demonstrates values and behaviours.

My Conversation likely to be every:

2-4 weeks 4-6 weeks1-2 weeks
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• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

• What concerns do you have about the role?

• How clear are the expectations of your role to you? 

• How clear are the lines of responsibility?

Leadership qualities specific 

• How well would you say you understand the vision and mission of LB 
Haringey? And how your service contributes to that?

• How clear are you on how things are achieved in the department/
organisation – the behaviours that align us to our goals? Why are these 
important? 

• Where are your strengths in relation to the Behaviours or leadership 
qualities? What gaps have you identified?

• How do you go about planning tasks and activities for yourself and others?

• How do you hold yourself, and others, to account over delivery?

• How do you work effectively with others?

• How do communicate with others (e.g. to understand their views, build 
support or convey key messages)?

• How do you get the best from others?

• What challenges do you face in delivering your best performance? 

• What do you do when you encounter barriers and challenges? What 
support do you need to help you manage or overcome these?

• What innovative ideas or solutions have you seen, or identified yourself 
which you think will support service delivery?

• What support have you identified you need?

• What steps have you taken to improve your performance?

• What improvements have you made?

• Who has been helping and supporting you in role?

Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Task Focused
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Question Bank 

Show that you care, value and want to support them to succeed. Help them 
understand through feedback and self reflection how their behaviour has an 
impact on not only what they achieve as an individual but also what their team 
is able to achieve. How we all behave in the workplace has an impact on the 
culture we are trying to develop.

The focus on the conversation is on recognising their strengths and 
experiences particularly in their subject matter, and exploring their motivation 
to develop more holistically into the role and the organisational expectations 
of them as a leader.

General

• What do you see as being the key purpose of this role (explore both task 
and behavioural expectations)?

• How does this role fit with your career path?

• What interests you about the role? 

• What do you like/dislike about it?

• Is this role the right one for you? Do your personal values fit with the 
Haringey Values?

• What are the key strengths you bring to the role and your area?

• What motivates you?

• How keen are you to take on a role with greater responsibility in the 
organisation?

• What are your key strengths and experience that you bring to the role? 

Task Motivated

Achieves and 
exceeds results 
and goals. Needs 
to develop greater 
focus on how 
results are achieved 
(Haringey values).

Position: 
Achieves outstanding results and sometimes demonstrates values and 
behaviours.

My Conversation likely to be every:

2-4 weeks 4-6 weeks1-2 weeks
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• What do you think it is really like to work with you? How might you get such 
feedback?

• What key achievements have you made (that we can applaud, build on 
etc.)?

• Have there been any changes recently in the role or the context in which it 
is carried out? (If so, could explore this further, what’s changed, why, how 
they’ve found it etc.).

• What concerns do you have about the role?

• How clear are the expectations of your role to you? 

• How clear are the lines of responsibility?

Leadership qualities specific 

• How well would you say you understand the vision and mission of LB 
Haringey? And how your service contributes to that?

• How clear are you on how things are achieved in the department/
organisation – the behaviours that align us to our goals? Why are these 
important? 

• Where are your strengths in relation to the Behaviours or leadership 
qualities? What gaps have you identified?

• How do you work effectively with others?

• What feedback have you received on your style of working with others?

• What is it really like to work with you?

• How do you view your role in driving the agenda? (Explore role as a leader of 
others, focus on people management and development alongside task and 
outcomes focus).

• How do communicate with others (e.g. to understand their views, build 
support or convey key messages)?

• How do you manage to achieve results through others? (Explore 
delegation, development of others, communication).

• How do you get the best from others?

• What support have you identified you need?

• What steps have you taken to improve your performance?

• What improvements have you made?

• Who has been helping and supporting you in this role?

• How do you impart your knowledge/expertise/experience to others?

• How clear are you on how things are achieved in the department/
organisation – the behaviours that align us to our goals? Why are these 
important? 

• Where are your strengths in relation to the behaviours/leadership qualities? 
What gaps have you identified?

• How do you seek to balance the achievement of outcomes with working 
effectively with others?

• How do you show consideration for the needs, feelings or opinions of 
others?

• How do you build relationships with others?

• How do communicate with others (e.g. to understand their views, build 
support or convey key messages)?

Task Motivated
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Visit the Haringey Academy for ideas for development interventions

• Maintaining Continuing Professional Development (CPD)

• 360 degree feedback

• Coaching

• Developing others

• Work shadowing

• Broadening networks

• Psychometric tests

• Mentoring 

• Projects

• Research

Log on via the intranet or copy  
https://haringey.fusion-universal.com  
into your address bar. 

FUSE is also available as an app.  

Need help?  
haringeyacademy@haringey.gov.uk

Task Motivated Collaborate!
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Please go to Haringey 
FUSE  where you 
can share, learn and 
collaborate about My 
Conversation
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