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Key learning points from Plan

» Succession and talent management is a
journey

* Bite size pieces
 Talent reviews

» Working with the business and HR
* Development offerings
* Future
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Talent & succession — People and posts

Current and future demands on
the organisation and what people

Which of our people may be able to fill

— our senior and critical roles in future?
will need to perform well in T What development will they need to
senior or critical roles Succession thinking make them credible candidates?

POSTS

Where will we need our best

people to work and what career Employees who are high potential

. oritical to the organisation,

experiences will give them the

LT wnel  Talent thinking and their strengths and aspirations

PEOPLE

eManaging short term business risk

eDeveloping longer term pipelines
I e Development and career opportunities for best people Plan




Bite size pieces
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The Talent Forum meeting typically consists of three key components:

Business Context

Succession Plans Development

Plans

* Align the business » Validate successon » Discuss priority
context to future plans and discuss development
talent needs way to improve the actions for Ready

pipeline Now and One Step

* Review progress o5
— cr))bj 3ctiv - * Identify emerging SU0ESS0TS
KPS talent as successors

in order to
accelerate their
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Objectives & KPIs for talent process

RESOURCING AND BENCH STRENGTH e.g.:

« Speed of job filling; strength of succession pipeline,
sustained succession/talent activity

PROACTIVE DEVELOPMENT OF PEOPLE e.g.:

* New appointments performing well, development plans in
place and acted on, LHPP feedback, career mobility

EMPLOYEE ENGAGEMENT e.g.

* Items in staff survey on development, fairness etc.
Improving

NOTE: Resourcing & development KPIs include diversity




Key development programmes

« Senior Leadership High Potential Programme (2013)

« EXxecutive Leadership High Potential Programme (2013)
« EXxecutive Coaching Programme (2013)

« High Potential Personal Development Programme (2014)

 Emerging Leadership High Potential Programme
(2014/15)




Senior Leadership High Potential Programme
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Emerging Leaders High Potential Programme

Timeline 18 months
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