DHSC/ALB Talent Management

Senior Leadership Indicators
of Potential

A guide for line managers to nurture talented
people with potential to progress in health and
care




ldentifying and assessing talent

Talent management is not about simply recognising high performers today. It is about proactively identifying, nurturing and developing the future
leaders of tomorrow irrespective of personal background.

Therefore differentiating high potential from high performance is key - this is what you should use this tool for.
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Organisational competency Fearmer
frameworks, (e.g. Civil Service / NHS
leadership model) are used to assess

an individual's performance in their
current role and grade.

Fully sffectve High capability
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Sustained high performance .
is a given when assessing individuals '
with the potential to progress into
more senior and challenging roles.




Aspiration | Ambitious; Motivated; Flexible

Aspiration oo R
Generally this is indicated by:

. Expresses desire to progress within the health and care system
and is willing to move across boundaries (organisational,
professional or sector) to widen their experience and meet the
operating needs of the system.

- Sets challenging career goals for self and takes the necessary
steps to achieve these, critically reviewing their progress at
regular stages.

. Consistently seeks out opportunities to develop with stretching
assignments, learning from their mistakes along the way.

. Is known outside of their inmediate business area by building
successful networks and has a reputation for delivering to an
exceptional standard.




Engagement | Committed; Passionate; Goes the Extra Mile

Generally this is indicated by:

Committed to developing a career in the health and care sector by
taking advantage of external opportunities and bringing the
learning back to their organisation and the system as a whole.

Committed to delivering excellent public services for the
citizen and value for money for the taxpayer.

Acts as an ambassador for the system demonstrating
pride and enjoyment in their work and role modeling
system leadership behaviours and values.

Willingly applies additional, discretionary effort.

Is values driven and depends upon passion and commitment to set
and achieve goals rather than the acquisition of power. Not afraid to
be emotional in articulating what it is that motivates them.



Ability: Setting Direction | Strategic; Politically Agile; Intellectually Able

Generally this is indicated by: Payband 8a-8c — payband 8d /
9: G7-6/ deputy director transition

Generally this is indicated by: aspirant director transition

- Simplifies the complex, remains strategic and makes effective,
corporate and open decisions by focusing on key facts.

- Employs a well-developed political astuteness to navigate and
influence the political environment skillfully.

= Analytical and incisive. Lacking managerial levers available to more
traditional leaders, system leaders have to be capable of gathering
and citing evidence to support their case and of articulating an
argument in a simple and unambiguous way.

» Understands how to lead through collaboration, developing ways to
maintain momentum without pursuing their own interests or leaving
others behind.

Generally this is indicated by: Exec director to CEO / DG transition



Ability: Engaging People | Resilient; Self Aware; Empowers Others
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Generally this is indicated by: aspirant director transition

- Confident and effective in building relationships at senior levels, operating
with sensitivity and political astuteness, remaining calm under pressure.
« Has aflexible leadership style, balancing accountability,
empowerment and space for creativity.
» They are honest and direct and are able to have ‘courageous
conversations' where these are needed, in order to achieve
results.
- Emotionally literate with the capacity to empathise with others
and work with ambiguity in a world of multiple perspectives.
Know how to collaborate with others at all levels and are good
at engaging and empowering others. They know the greatest
skill is being able to build a coalition of the willing, and
persuade others that their best interest lies in committing
voluntarily to the common good.

Generally this is indicated by: Exec director to CEQ / DG transition

6




Ability: Delivering Results | Challenges; Achieves Excellence; Open to Change

Generally this is indicated by: Payband 8a-8c — payband 8d / 9;
G7-6/ deputy director transition

- nn 2SS 1 1@ S P inigatives, I ‘ Jin 1€ stal ]
and creat istainable ct benefit the Heal Car
ana il
Willingly grabs accountability for driving higher performance,
elishing opportunities to operate at pace without direction

Generally this is indicated by: aspirant director transition

= Innovates and transforms, driving positive change through a
confident balancing of risks and benefits, and creating a culture
where change is seen as an opportunity.

= Shows determination to take on the big challenges and make
tough decisions at pace.

- Systems leaders know how to lead change, by addressing
cultural issues rather than relying on structural solutions.

Generally this is indicated by: Exec director to CEO / DG transition
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Each participating organisation has its own values, but there are some
shared leadership values across DH and its ALBs that will be important for
any high potential individuals to demonstrate. These are:

Leaders of future Health and Care system need to embed both their
organisational values with those of the National Leadership Values. The
following leadership values combine the essence of the Civil Service
values that apply to DH and those of the NHS.

P C d Be proud of what we do, putting the public and patients first
riae { : :
in everything we do and ensuring, by our performance that we
improve the health and wellbeing of the nation and gain the
confidence of the people we serve

Passion Be passionate about providing high quality public
service for all, valuing individual contributions &
respecting diversity

Act with pace to deliver rapid responses that are the right
Pace solutions for the long term

Act with professionalism in the way we

i P rOfeSS | on al ism formulate policies and deliver services



Key Features, Demands and Challenges of National System Leadership
Transitions (DHSC and ALB national leadership role)

Payband 8a-8c — payband 8d / 9; G7-6/ deputy director transition

Generally, this is the first ‘corporate’ leadership point at which the leader's actions, decisions and
behaviours are visible and have wider impacts than their own deliverable - they need to deliver
through others.

The pace, volume breadth and challenge of work all increase, making it a more challenging and
exposed role than previously encountered.

A delivery and change management role with accountability for setting the delivery agenda of a
particular operational or policy area.

There is a stronger focus on building teams and staff capability than individual goals, taking difficult
decisions for the team and providing support and cover.

The requirement for representing the organisation outwardly, acting for the corporate good
and interacting with peers across the organisation and externally increases.
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Key Features, Demands and Challenges of National System Leadership
Transitions (DHSC and ALB national leadership role)

Aspirant Director transition

A corporate leader with responsibility and accountability for an organisational area and
connectedness to wider system concerns.

A key strategic delivery role, requiring long-term resource and budget management across a
portfolio of activities or entity in its entirety.

Senior level exposure is heightened (working with Board members, Ministers, local politicians, the
media and high level stakeholders), being a visible leader and influencer become vital leadership
skills.

A higher level of independence in setting and shaping the direction of work around strategic
priorities, communicating clear priorities and managing capability and performance to deliver value
in the long-term.

Role modeling inspirational leadership and system leadership values, a highly visible role
where actions and behaviours impact on the culture and performance of teams.




Key Features, Demands and Challenges of National System Leadership
Transitions (DHSC and ALB national leadership role)

Exec Director into Chief Executive / Director General transition

Representative of and accountable at a corporate level for the effectiveness of the organisation and
across the system.

A highly exposed position, open to scrutiny demanding exceptional leadership, influence, strategic
and delivery capabilities.

Operating within a strategic context, navigating high levels of ambiguity and complexity and a
long-term timeframe.

Achieving a long-term impact and value on the whole system and ‘public purse’, setting agendas,
driving performance at individual, team and organisational level to achieve VFM and budget.

The role demands strong leadership and pecple management capabilities; talent and capability
management and culture across the organisation and beyond.

Engaging in the political arena, building relationships with key stakeholders including DH
Permanent Secretary and at senior levels across system and/or executive boar




