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Agreeing what it is – our definition of Talent Management and Development 
 
 
What is ‘Talent’? 
 
Talent consists of those individuals who can make a difference to organisational performance 
either through their immediate contribution or, in the longer-term, by demonstrating the highest 
levels of potential. 

 

 

What is Talent Management? 
 
Talent Management is the systematic attraction, identification, development, engagement, 
retention and deployment of those individuals who demonstrate ability and potential to an 
organisation. 
 
All individuals require development and should be valued within an organisation.  However 
certain individuals displaying high potential can be supported to achieve their potential in a 
systematic and timely way. 
 
Talent and career development is necessary for the retention of employees, no matter what 
their level of contribution in the organisation.  Research has shown that structured career paths 
can be necessary for some staff in achieving job satisfaction and feeling valued within an 
organisation, hence retention of such talent by the organisation is enhanced. 
 
Talent Management is ensuring that talent is identified internally or recruited externally, 
developed and retained, to enable their contribution to be fully achieved. 
 
Talent Development is the means and methods by which talented individuals within the 
organisation are supported to achieve their aspirations and agreed outcomes in a systematic 
and fair manner. 
 
These definitions underline the importance of recognising that it is not sufficient simply to attract 
individuals with high potential. Developing, managing and retaining those individuals as part of 
a planned strategy for talent is equally important, as well as adopting the means for the Board 
to understand the utilisation and benefits of this investment. 
 
Talent Management aims to consider the individual in relation to the organisation using two 
dimensions, one which takes into account their performance to date, the other their assessed 
potential. The two measures should also take into consideration an individual’s personal 
aspirations and motivations.  It should also consider the appropriate means by which to 
manage and develop talent, along with the organisational resources required to do so. 
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Our Overall Leadership Development Strategy 
 
We aspire to conditions where we create a resilient, agile and high performing leadership 
culture both now and in the future by: 
 

 Investing now to develop future talent  
 

 Aligning talent to organisational goals  
 

 Identifying and nurturing talented leaders  
 

 Identifying talent gaps  
 

 Retaining and developing talent.  
 
We aspire to support the development and promotion of effective organisational Talent 
Management systems that have the following impact upon both our employees and 
organisation: 
 

 Where talented individuals feel valued – they have plenty of opportunities to stretch their 
potential and progress in their career  

 
 

Understanding what Talent Management and Development is not 
 
Whilst being explicit about what the system is there to do and deliver, along with what the 
expected outcomes and impacts would be, it is also important to be clear about what it is not 
there to do, avoiding misinterpretation and false expectations. 
 
A Talent Management system is not about: 
 

 Performance management  
 

 ‘Jobs for the boys’  
 

 Replacing like with like  
 

 Avoiding robust recruitment and assessment practices  
 

 Promising automatic career progression  
 

 Setting a clear career trajectory that may not change  
 

 A determination of success or future performance.   
 
 
A Talent Development strategy is not a:  

 
- Solution to performance management issues  
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- Platitude/reward for other disappointments 

 

What does success look like for NHS Rotherham CCG? 
 

 Where the Chief Officer and the Chair are confident that the organisation has a reliable 
pipeline of talented people who are being prepared for key roles and promotions  

 

 Where the entire Governing Body are confident that the organisation has the right 
people in place to keep pace with a changing business environment and there is a 
plan for resilience  

 

 Where external stakeholders, especially Patients and GP members, are confident that 
the business is led by the best individuals and has a robust succession plan in place. 

 

Talent Management - How will we do it? 

1) We will assess what we have got – through an audit of skills, knowledge and attributes 
(S/K/A), including the wider talents of staff in current roles.  
 

2) We will assess who we have got – we will assess our current workforce to identify a 
Talent Pool. 

 
3) We will use the Operational Executive to spot and nurture talent to ensure there is a 

consistent approach. 
 

4) We will ensure that Talent Development is based on need and is appropriately resourced 
(i.e. not on financial constraints). 

 
5) We will give targeted opportunities to our Talent Pool including: 

 Internal Secondments,  

 Projects, 

 Work Shadowing, 

 Action Learning, 

 Coaching and mentoring, 

 Formal & informal targeted education, training / learning & development at need.  
 

6) We will ensure that the Operational Executive is accountable for regularly reviewing the 

Talent Pool and in evaluating the effectiveness of the Talent Management strategy and 

Talent Development plan(s)  

 

Staff Retention – How will we do it? 

Research has shown that the number one reason for staff leaving organisations is because of 

an inequitable relationship with their Line Manager and also with other colleagues.  Our priority 

is to ensure that the nature of these relationships is built upon and reflects the agreed staff 

Values: 
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 Responsibility 

 Empowerment 

 Support 

 Positivity 

 Equality 

 Communication 

 Trust 

To ensure consistent actions from leaders and colleagues 

1) We will ensure that we maximise our Talent Pool through effective recruitment. 
 

2) We will ensure that each member of our staff has clarity about their role(s) through up-to-
date job descriptions, agreed work priorities and through regular development reviews. 

 
3) We will ensure that line managers are well briefed, well trained and are encouraged to 

foster strong relationships with our staff. 
 

4) We will promote our staff Values 
 

5) We will give financial incentives (e.g. incremental progression and promotion) 
 

6) We will give non- financial incentives (e.g. courses, conferences) 
 

7) We will actively support the wellbeing of our staff (e.g. cycle to work schemes, etc.) 
 

8) We will ensure that staff are appropriately engaged and involved in organisational 
decisions and that their individual and collective contributions are recognised and 
acknowledged 

 
9) We will carry out exit interviews with all staff leaving the organisation to ensure that we 

understand why staff are moving on  
 

10) We will actively seek feedback from staff through formal (e.g. Annual Staff Survey, Exit 
Interviews, etc.) and informal (targeted surveys, ad-hoc discussion, etc.) means to review 
our approach and to inform our future staff retention activities. 

 
Associated Strategies and Policies: 

 Equality & Diversity Strategy 

 Succession Plan 

 Pay Progression Policy 

 Access to Learning Policy 

 Personal Development Review (PDR) Policy 

 Human Resources Strategy 

 Organisational Development Plan 
 
Date of Next Strategy Review: 
March 2015 


