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About this document
This policy sets out the service’s approach to allowing all individuals to reach their full potential while ensuring that the people with the right skills, behaviours and values are in the right role at the right time. In this way, the resource requirements of the service’s business and workforce planning can be met. This will be achieved through the attraction, identification, development, engagement, retention and deployment of individuals.
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The aim of this document is to identify the various support, guidance and tools available to address workforce challenges throughout the talent management cycle.
Effective talent management ensures that the service is ‘future-focused’ and capable of delivering its business and service strategy while remaining flexible enough to deal with constant change.
Benefits of talent management include:
More robust recruitment practices, including induction/onboarding and the overall employee experience
Better diversity and inclusion
Improved succession planning through the identification of business-critical roles and potential successors
Meaningful opportunities for learning and career advancement and encouragement of continuous learning
Improved performance management
A positive culture that supports learning and employee mobility
Improved retention and employee engagement
[bookmark: _Toc85123089]Roles and responsibilities
Key tasks for line managers
Line managers are critical to the success of talent management across their respective teams and functions. Activities for line managers include:
Taking responsibility for talent management and associated activities at a team level using the agreed corporate guidance for the service
Being fair, open and transparent in their approach to talent management
Owning the process
Collating the information and maintaining the records required
Monitoring and reviewing talent management activities against agreed outcomes
Liaising with HR and other stakeholders
Positively selling the benefits of talent management activities

Key tasks for senior leaders
The service and senior leaders should fully support the prioritisation of talent management. This should align with the service’s workforce plan, business plan and strategy. Key tasks for senior leaders are:
Ensuring that talent management happens and is embedded
Monitoring high-level activities against agreed organisational outcomes
Applying a project-planned approach and leading the process
Ensuring that a working group is set up with terms of reference and an action plan
Identifying key change agents
Identifying organisational capability gaps and solutions to bridge them
Setting timescales to fit in with other key business planning cycles
Setting talent management priorities based on analysis of current and future issues
Ensuring that systems are in place for monitoring, follow-through and feedback
Engaging with direct reports and championing talent management principles and approach
Agreeing and monitoring budget implications
Key tasks for thehuman resources (HR) team
Talent management needs to be embedded as a mainstream management activity that engages the entire workforce. It cannot be undertaken by HR alone. Some activities for the HR team include:
Accessing talent management and workforce information systems and supporting the coordination of data on employee numbers and skills to understand and analyse the data
Engaging with support services such as finance and learning and development colleagues
Supporting key managers and front-line employees to build up detailed information about present and future workforce and succession needs
Ensuring transparency, inclusion and clear processes
Providing the approach and tools to enable talent management activities to take place
Developing guidance for managers along with associated frameworks and support
Facilitating and supporting talent management at a service level in conjunction with senior management
Providing the relevant subject matter expertise and guidance to develop talent management strategies
Highlighting and debating future issues
Helping the service translate findings into proposals for action
Key tasks for the talent management working group/team 
Services could consider setting up a team to facilitate talent management across all areas. Activities for this team include:
Ensuring that all employees and relevant external stakeholders and managers understand their role within the overall talent management framework
Communicating with all employees and involving them in the process so that they are reassured and committed
Consulting where necessary on any changes being implemented
Identifying what data is required to inform talent management activities, and why
Keeping performance management data and training records up to date
Reviewing the plan regularly and reporting to senior management
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Scope
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This document applies to all employee groups at all levels. 
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The service is committed to delivering high-quality public services while ensuring value for money. 
A key aspect of this is the effective management of our people and skills, which is the highest area of spending for any public service.
Personal data collected during any talent management process will be treated in accordance with the service’s Data Protection Policy, the Data Protection Act 2018 and the UK General Data Protection Regulation. (Service to add link to own policy.)
This policy should be aligned with the following existing policies and good practices: 
(Services to update list as applicable.)
NFCC Talent Management Toolkit
Equal Opportunities
Equality and Diversity 
Workforce Planning
Succession Planning
Reward and Recognition
Appraisal Process, including competency framework
Training and Development Policy
Recruitment and Retention
Business plans and strategies
Leadership programmes
Culture, Values and Behaviours
Health and Well-being
Change Management
Retirement 
Professional Development
Approach to direct entry and high-potential/fast-track programmes
Core Code of Ethics
New Ways of Working Policy
Neurodiversity and Inclusion Policies
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In implementing this talent management policy, the service will be guided by the following principles: 
Provision of equal opportunities to allow every individual to reach their full potential
Support for transparent, fair and inclusive practices
Alignment of talent management approaches with strategic/business and workforce plans
Accessibility and transparency of information relating to talent management
Succession planning for all business-critical roles, enabling the identification of roles and potential successors in line with future workforce needs
Accountability of managers at all levels for professional/personal/leadership development of their teams
Accountability of employees in committing to professional development
Retention of talent management principles in the long term, regardless of fast-paced organisational, economical or external changes faced
Dynamic process, subject to constant feedback and review
Whole service buy-in that does not focus solely on high potential or upward advancement
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In all talent management activities, we will adhere to the ethical standards and legal requirements outlined in the Equality Act 2010 and ensure that recruitment and selection processes, along with all talent management initiatives, are supported by appropriately trained and experienced employees. 
Talent management activities, including identification and selection, will always be carried out without regard to age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race (including ethnicity), religion or belief, sex or sexual orientation.
Line managers must respond to any requests for reasonable adjustments during a talent management process. Advice can be sought from the HR team. 
Equality, diversity and inclusion statement
The NFCC is committed to promoting equality, diversity and inclusion in everything it does, to fostering good relations and to eliminating discrimination. 
Our continuing aim is to provide fairness of opportunity for all applicants and employees and to support this through making all our learning accessible so that each employee feels respected and able to give their best. 
We pursue this commitment by:
Having clear guidelines to ensure talent management is fully understood and implemented
Complying with the relevant employment legislation and best practice
Ensuring that all employees are afforded equality of opportunity and are treated with dignity and respect
Ensuring that the workplace is an environment free from discrimination, harassment, victimisation and bullying, regardless of an individual’s protected characteristics
Ensuring talent management principles are part of a regular discussion with the employee and their line manager
Making all decisions relating to selection or promotion according to the employee’s ability
The NFCC endeavours to promote the principle that employees have equal access with other employees to training, promotion and career development. This means paying particular attention to job design and development and to succession. 
The talent management cycleThe CIPD states that: 

‘Talent management seeks to attract, identify, develop, engage, retain and deploy individuals who are considered particularly valuable to an organisation. 

It should align with business goals and strategic objectives. 

By managing talent strategically, organisations can build a high-performance workplace, encourage a “learning” organisation, add value to their employer brand, and improve diversity management’.


The NFCC has created a Talent Management Toolkit based around these elements.
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Introduction to talent management
Laying the right foundations for talent management is critical to success. This involves having a clear strategy; obtaining the engagement and commitment of the senior leadership team, leaders and workforce; and having the appropriate plans, reporting systems and measurements in place.
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
Define what talent management means to their service
Carry out a self-assessment to identify areas of strength and areas requiring development
Develop a talent management strategy
A useful tool has been produced, along with a series of self-assessment questions, to help services to develop a talent management implementation plan. The steps are as follows:
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Attract
It is vital to attract the right people with the right skills, behaviours and values at the right time. 
Attracting external, diverse talent depends on how potential applicants view the service and the sector and whether they share the values of that service. 
Developing an effective candidate attraction strategy involves a range of activities, for example, aligning candidate attraction with workforce plans, establishing measures for success, and choosing candidate attraction channels that will reach a diverse audience. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
· Develop a meaningful employer brand and employee value proposition
· Attract talent from a wider and more diverse cross-section of our communities
Identify
Workforce planning should take place at this stage, along with the identification of business-critical roles. These are leadership and specialist roles that, if unfilled for any length of time, could leave the service vulnerable. The next step is identifying talented individuals within the service. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
Align talent management activities to the service’s workforce plan (Service to add link to plan) 
Identify specific business-critical roles and develop a succession planning strategy to mitigate risks
Effectively use performance management to identify high-performing and high-potential individuals
Utilise talent pools to identify and develop high-potential individuals ready for their next roles
Develop
Developing our talent should be linked to other learning and development initiatives carried out across the service and will include informal as well as formal learning and equality of opportunity. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will:
Support individuals in identifying areas of strength and development and provide guidance on creating bespoke development plans
Provide individuals and line managers with suggestions for alternative development approaches
Provide individuals with tools to manage their own careers
Provide guidance on giving and receiving feedback
Link to the Coaching and Mentoring portal and the NFCC Leadership Framework
Engage
Employee engagement goes beyond motivation and simple job satisfaction. It can be seen as a combination of commitment to the service and its values and a willingness to help colleagues. 
Employees who have good-quality jobs, who experience some autonomy, who are managed well and who see a clear link between their role and the service’s objectives will be not only happier, healthier and more fulfilled but also more likely to perform well. This drives productivity, better products or services, and innovation.
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
Assess current engagement levels
Use appropriate tools and techniques to improve engagement
Equip line managers with the knowledge and tools to recognise that it is a key part of their role to facilitate engagement
Retain
Retention relates to the extent to which an employer retains its employees. 
Employee turnover can have a negative impact on a service’s performance. By understanding the reasons behind employee turnover, employers can devise recruitment and retention initiatives that reduce turnover and increase employee retention. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
Develop a reward and recognition strategy
Measure turnover and retention
Identify and implement relevant retention tools
Utilise various career management tools to support retention
Deploy
Deployment is most effective when used as part of workforce planning and longer-term investment in skills and development, in conjunction with a supportive mobility policy. 
Services must understand where their skills gaps lie to plan the training required and deploy identified talent with job rotations, skill enhancement opportunities/training, additional qualifications, leading on special projects and secondments to aid progression and growth. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to deploy individuals with the right skills in the right place and at the right time.
Evaluate
It is essential to measure and evaluate talent management activities to ensure that strategies are having the desired effect and that any investment is justified. Such evaluation should use both quantitative and qualitative data that is valid, reliable and robust. 
Evaluation should also take place on a continuous basis, allowing services to adapt approaches based on outcomes. 
The tools and guidance accessed through the NFCC Talent Management Toolkit will allow services to:
Measure and evaluate the success of talent management activities
Identify potential metrics to use and measure against
[bookmark: _Resources][bookmark: ResourcesContent]

Resources
Back to table of contents
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Service People Strategy and EDI commitment
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