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SPA People Committee 
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Item 7: Talent and Performance Report 
Presenter: Eithne Graham, Head of Organisational Development 
Appendix: Appendix A – Talent Management Plan on a Page (Iterative) 

Appendix B – Framework Visuals (Draft) 
Appendix C – Integration Points 

 
Purpose 
The purpose of this report is to provide Members with a mid-year update on 
progress since the submission of the full Annual Talent & Performance report 
in February 2026 highlighting key developments. This paper is written in 
response to SPA People Committee action PC-20260225- 004. 
 
Recommendation  
For Discussion  
 

Strategic Alignment  
Strategic 
outcome(s) 

Vision 2030 Three-year Business 2024-2027 
People Strategy 2024-2027 - SO 2 
Policing Together Strategy  

Risk 
alignment 

O1C0007  
S1C0001 (pending approval)  

Prior 
governance 

People Board – 20 August 2026 
 

Stakeholder 
engagement 

HR Strategic Leads, Strategic Workforce Planning Team and 
wider Leadership and Performance Teams 

 
Implications  
Community  Data & Privacy ✓ Environmental  
Equalities & 
Human Rights 

✓ Financial  Health, Safety & 
Wellbeing  

Legal   Workforce    
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Report Detail  
 
1.1 Background 
 
1.2 The purpose of this report is provide an exceptional update to the SPA 

People Committee members on activity towards progressing with the 
roll out of a Talent Management Framework. 

 
1.3 The framework is intended to create a cohesive approach to identifying, 

developing and retaining talent at strategic and local levels. It brings 
existing activity together under a unified model aligned to Vision 2030 
and the People Strategy. 

 
1.4 A range of organisational activities exist; they are not yet experienced 

as one coherent system. The framework will act as a strategic enabler, 
connecting these elements. 

 
1.5 Further Detail 

 
1.6 Talent Management Framework 
 
1.7 The Talent Management Framework will provide a clear and connected 

approach, aligning key people processes through four core principles: 
 

• Simplicity  
• Integrated  
• Evidence-led 
• Future-focused 

 
1.8 Together, these principles support the identification of the right people, 

with the right skills, at the right time, strengthening succession planning 
and contributing to a capable, future-ready workforce. (Appendix A – 
Talent Management Plan on a Page [Iterative]). 

 
1.9 The framework is also expected to support a future national calibration 

approach, enabling local talent insights and stronger collaboration 
between People Managers, Leadership, Talent and Performance teams 
and HR Strategic Leads. 

 
1.10 Overall, the framework seeks to provide a more connected and informed 

approach to identifying potential, supporting decision making and 
enabling targeted action where it can deliver greatest impact. 
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1.11 Workstreams 
 
1.12 The Talent Management framework is expected to evolve through 

interconnected threads, reflecting current organisational maturity and 
longer-term ambition: 

 
1.13  Individual Ownership: 

• Talent Identification – Offering a structured approach to 
identifying talent, initially through a self-reflection tool that 
encourages awareness of strengths, aspirations and potential. 

• Talent Resources and Self-Service Enablement – Developing 
dedicated digital resources, including SharePoint guidance and 
learning content, to improve access to development information and 
support greater ownership of individual growth. 

 
1.14 Manager Capability: 

• Talent Awareness and Capability Building – Establishing 
awareness sessions to build shared understanding and confidence in 
talent conversations, with the approach evolving as maturity 
increases. 

• Talent Profiling – Developing richer talent profiles to support 
informed discussions about capability, potential, development needs 
and career pathways. 

 
1.15 Organisational Decision-Making 

• Talent Reviews and Calibration – Moving towards a more 
consistent, evidence-informed approach to talent review and 
calibration, supporting fairer and more aligned decisions. 

• Targeted Talent Development – Working with internal teams to 
shape talent programmes that support key cohorts and strengthen 
organisational capability. 
 

1.16 Progress 
 
1.17 Phases 1-4 Explore; Shape; Build; Embed & Evolve (Appendix A) 

• Explore (Q1 26) – Concept development, infrastructure and early 
engagement 
• Complete  

 
1.18 Key Deliverables include: 

• Talent Survey Release – A survey to gather divisional insight on 
current talent practices and inform framework design and future 
components. In collaboration with HR Strategic Leads, Operational, 
Specialist and Enabling Divisions.  
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1.19 Among other findings, the survey insights were: 

• There is disparity in relation to talent management approaches and 
understanding across the organisation 

• Most respondents reported undertaking some level of talent 
discovery and engagement (which may not be badged as ‘Talent 
Management’) 

• There is a need for a calibrated process beyond 1st and 2nd line 
managers 

• A defined need for approaches/methods that work for specialist 
areas  

• A need for navigable, approachable development for individual 
career aspirations 

 
1.20 Using these insights created: 
 

• Talent Management Framework Visual Draft form – A visual 
articulation of the framework, setting out its purpose, talent 
definition and colleague/manager journey. (Appendix B – Talent 
Management Framework Visual Draft).   

• A suite of supporting resources –  
o Nurturing Your Potential Self-Assessment reflective tool  
o Manager’s guide 
o Draft rationale document  
o Conversation prompts 

• Talent Curiosity Session and pilot groups – An introductory 
workshop designed to build awareness, generate engagement and 
stimulate curiosity around emerging talent concepts and framework 
components. Pilot groups are underway, with evaluation points 
identified to refine and measure effectiveness. 

 
1.21 All products are iteratively improving as work progresses into phase 2 

and 3: Shape, Build. 
 
1.22 Phase 2 and 3 

• Shape (Q2 26) – Draft framework and policy assurance 
• On track 

• Build (Q3 26/27 – Q1 27/28) – Talent architecture, pilot planning 
• On track 

 
1.23 Early-Stage Design: 

• Initial Talent Review and Calibration Approach – Early design 
work has begun to define a potential review and calibration process 
as part of the longer-term ambition for a connected talent 
management approach. 
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• Talent Programme Pathways – Early engagement has begun with 
internal teams to identify development opportunities for key talent 
groups and inform future programme design. 

• Digital Talent Resources – Early design work has started to scope 
a digital resource hub for guidance, learning content and 
development opportunities. Its structure will evolve through insights 
from talent sessions, stakeholder engagement and emerging 
learning and development content. 

 
1.24 While these products represent substantial progress, further stakeholder 

engagement and governance input will be required to ensure alignment, 
usability and readiness for wider implementation. 

 
• Embed & Explore (post Build) – Pilot rollout and early evaluation 

• Timelines TBD 
 

1.25  Integration 
 
1.26 The Talent Management framework is being developed to complement 

and strengthen the wider people ecosystem, embedding talent 
management across connected people processes rather than positioning 
it as a standalone activity. This integration is expected to strengthen 
capability at individual, manager and organisational levels. 

 
1.27 A broad map of integration points is provided in draft format in 

Appendix C. 
 

1.28 Anticipated Impacts 
 
1.29 As the framework becomes embedded and talent management maturity 

develops, it is expected to support positive impacts at individual, 
manager and organisational levels. Early focus is likely to centre on 
improving awareness, confidence and consistency in talent 
conversations and decision making. 

 
1.30 Anticipated impacts include: 
 

• Improved Talent Visibility  
• Enhanced Manager Capability  
• More Consistent and Transparent Talent Decisions  
• Stronger Talent Pipelines and Leadership Readiness  
• Improved Workforce Agility  
• Sustainable Organisational Capability  
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1.31 Overall, the framework supports a more connected and proactive 
approach to talent management, helping place the right people with the 
right capabilities in the right roles at the right time. 
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2.  Strategic alignment detail  
2.1 Strategic alignment to strategic police plan and other key 

enabling strategies  
 
Strategic 
outcome(s) 

• Vision 2030 (Three-year Business 2024-2027) – A 
thriving workforce 

• People Strategy 2024-2027 - SO 2: We support our 
people to be confident leaders, innovative active 
contributors and influencers 

• Policing Together Strategy – Empower, enable and 
develop our people 

 

2.2 Vision 2030 – A thriving workforce 
 
2.3 We will support our people to be effective leaders, with equitable access 

to career development opportunities, ensuring our recruitment 
induction, lateral development and promotion processes meet the needs 
of underrepresented groups. 

 
2.4 We recognise that developing our leaders is vital to the growth and 

effectiveness of our organisation and we will continue to invest in our 
people to ensure they are supported to lead with the necessary skills 
and capabilities and to build and lead teams underpinned by our values. 

 
2.5 People Strategy – Objective 2: We support our people to be 

confident leaders, innovative active contributors and influencers 
 
2.6 Managing talent is key to improving performance in the workplace, 

whilst ensuring we remain an inclusive and diverse workplace. We will 
identify and make best use of our people’s skills and build upon their 
existing aptitudes to best support of our organisational objectives. 

 
2.7 Policing Together Strategy – Empower, enable and develop our 

people 
 
2.8 To enable our workforce to achieve their full potential at all levels, we 

will work to maintain a culture that empowers and supports effective 
decision making and development. 
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2.9 Alignment to risk register and risk appetite  
 
Risk 
alignment 

O1C0007 – Leadership – currently within appetite 

S1C0001 (pending approval) – Strategic Workforce 
Planning to Deliver a Sustainable Policing Service – 
currently outwith appetite, currently within tolerance 

 

2.10 O1C0007 – If Police Scotland and the SPA do not invest in an effective 
Leadership, Talent and Performance Ecosystem with a solid digital 
infrastructure, and do not invest time and resource to identify future 
talent and develop current & future leaders, there is a risk that we may 
not have the agility to adopt innovative solutions, may not be able to 
adapt in a timely manner to changing internal and external priorities or 
be unable to apply robust data informed evaluation that would shape 
effective LTP strategies and interventions. This could lead to a reduced 
ability to develop future-fit, capable, resilient and diverse leaders, could 
generate a lack of strong accountability and a create weakened ability 
to deliver and support effective policing, potentially having a negative 
impact on service delivery and the development of the organisation's 
culture.  

 
2.11 S1C0001 (pending approval) – If Police Scotland fails to implement and 

embed effective Strategic Workforce Planning, manage talent, and 
respond to external factors driving attrition, there is a risk that the 
organisation will not have a workforce of the right size, leadership, 
management, skills, capability and structure affordable within available 
budgets, resulting in an inability to consistently deliver the best policing 
service and outcomes for the public. 

 
2.12 The development of a talent management framework is one of the 

actions assigned to both these risks. The progress set out in this paper 
therefore directly assists progression of this mitigating action. 

 
2.13 Prior governance 

 
Prior 
governance 

JNCC – Objective and PDP Setting Pilot – 19 May 2026  

People Board – 20 August 2026 

 

2.14 At the JNCC on 19 May 2026, the objective and PDP setting Pilot of this 
paper was supported by members. 
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2.15 At the People Board on 20 August 2026, members approved this paper 
to progress to the SPA People Committee for discussion. 

  
2.16 Stakeholder engagement  

 
Stakeholder 
engagement 

Early stakeholder engagement has been established 
between Talent Management team and HR Strategic 
Leads, Strategic Workforce Planning Team and the 
wider Leadership and Performance Teams to share 
initial talent vision and build key concept enablers and 
critical friend advocates. As work progresses, further 
engagement will be completed. 
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3  Implications detail  
Community  Data & Privacy ✓ Environmental  
Equalities & 
Human Rights 

✓ Financial  Health, Safety & 
Wellbeing  

Legal   Workforce    
 

3.1 Equalities and Human Rights - Working with the ED&I team 
• EQHRIA is in development for Talent Management approach.  
• EQHRIA for Objective and PDP Setting Pilot has been revised. 

 
3.2 Data & Privacy - Talent Management: DPIA has been considered and 

discussed with Information Assurance, at this stage of activity is not 
considered required.  As the work progresses and evolves, it will be 
revised to reflect developments. 
 

3.3 Data & Privacy - Performance Management: Revised DPIA has been 
approved by Information Assurance. 
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INDICATIVE DOCUMENT

Talent Management Approach
Develop and implement an integrated, accessible talent management framework through a phased approach. This 

initiative will integrate with existing OD products and strategically align with forthcoming performance management 

initiatives to create a unified talent ecosystem.

STRATEGIC LEVEL LOCAL LEVEL

Talent 
Planning

Talent 
Attraction

Talent 
Development

Talent 
Retention

Talent 
Transitioning

Talent Insight & 

Governance

PRINCIPLES

Phase 1 - Explore

Q3 25 – Q1 26

Phase 2 - Shape

Q2 26

Phase 3 - Build

Q3 26/27 – Q1 27/28

Phase 4 – Embed & Evolve

Q1 27 Onwards

Linking key people processes from a strategic level to a local level based upon the four key talent management principles

Understand 

Capability
Assess 

Contribution
Identify 

Potential

Build Organisational 

Readiness

Know our people 

and their 

capabilities 

Measure and 

understand 

performance and 

impact

Evaluate people’s 

potential and future 

readiness

Develop and 

deploy capability to 

meet current and 

future needs

Simple

Accessible, consistent and usable across 

the organisation

Integrated

Aligned with performance, career and 

leadership frameworks

Evidence-led

Informed by data, insight and workforce 

need

Future-focused

Strengthens leadership pipelines and 

organisational capability 

EVALUATION APPROACH Components will be introduced progressively through existing mechanisms, enabling iterative adoption, continuous improvement and minimal disruption

Establish baseline

Understand current talent practises and challenges

Confirm organisational need and explore priorities

Define future-state framework and guiding principles

Agree governance, roles and decision rights

Test feasibility and alignment across business areas

Develop core framework components and guidance

Pilot tools and process with selected areas

Refine based on feedback and learning

Progressive rollout through existing processes

Monitor adoption and impact against key indicators

Continuously evolve to drive long-term value

ONGOING EVALUATION WILL BE MONITORED THROUGH

Adoption 

Whether talent practises are being used 

consistently across the organisation

Quality of Talent Insight 

The organisations understanding of 

workforce capability, potential and risk

Leadership Confidence 

Manager and leader confidence in having 

meaningful talent and development conversations

Organisational Readiness 

Emerging ability to identify future capability 

needs and respond proactively 

Appendix A
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Purpose
To ensure the organisation 
identifies, develops, deploys and 
retains the capability required to 
deliver current needs and build 
future leadership capacity.

A consistent, fair and transparent 
approach to managing talent across 
the organisation.

Line Managers
Identify Talent, provide 
feedback, support development 
and provide opportunities.

Senior Leaders
Calibrate, make succession 
decisions and champion 
talent development.

HR/Talent Team
Enable frameworks, ensure 
consistency and provide 
insights.

Colleagues
Own their development and 
contribute to a positive 
talent culture.

Talent Definition
Talent is defined as:
• Consistent high performance in

role, and/or
• Demonstrated potential to

successfully progress into a
broader, more complex or
leadership role

We adopt an inclusive talent 
philosophy: all colleagues are 
expected to be invested in or 
developed in line with their 
aspirations and organisational need. 

Talent Management Framework

.

.

.
Talent Identification & 
Assessment
Identify talent through a 
structured and 
calibrated approach 
using assessments, 
data and tools.

Measures of 
Success
Track, measure and 
report to understand 
impact and drive 
continuous 
improvement.

Critical Roles & Succession 
Planning
Identify Critical roles and 
develop succession plans.  
Readiness Categorised as: 
• Ready Now
• Ready Soon
• Future Potential

Development Approach
Targeted, blended 
development to build 
capability and prepare 
individuals for current 
and future roles.Talent Mobility

Enable planned 
movement to build 
experience, strengthen 
capability and support 
succession and 
organisational need.

Governance & Decision-
Making
Structured forums, clear 
roles and 
accountabilities and 
leadership oversight 
ensure fair, consistent 
and transparent 
decisions.

Continuous 
Improvement
Review and refine 
annually to ensure 
alignment with 
priorities, 
workforce strategy 
and risk.

Our People
Right people, right 
development, right 

roles – now and in the 
future

Talent Segments
We consider all colleagues across key 
segments;

Foundation Principles

Fair & 
Inclusive

Evidence 
& data 

informed

Aligned to 
priorities 

and activity

Values 
Led

Maintain & deepen expertise
Colleagues building capability and 
impact within their current or 
specialist role.

Develop for broader opportunities
Colleagues seeking to broaden their 
experience, capability or career 
direction.

Develop to lead
Colleagues aspiring to leadership or 
identified succession pathways.

Appendix B
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About the Line Manager Journey

A continuous cycle that empowers line managers to 
develop and retain great talent by taking purposeful 
actions at every stage of the lifecycle.

Outcomes

Line Managers
Identify Talent, provide 
feedback, support development 
and provide opportunities.

Senior Leaders
Calibrate, make succession 
decisions and champion 
talent development.

HR/Talent Team
Enable frameworks, ensure 
consistency and provide 
insights.

Colleagues
Own their development and 
contribute to a positive 
talent culture.

Line Manager Responsibilities

Line Manager Journey

Talent Segments
We consider all colleagues across key 
segments;

Foundation Principles

Fair & 
Inclusive

Evidence 
& data 

informed

Aligned to 
priorities 

and activity

Values 
Led

Maintain & deepen expertise
Colleagues building capability and 
impact within their current or 
specialist role.

Develop for broader opportunities
Colleagues seeking to broaden their 
experience, capability or career 
direction.

Develop to lead
Colleagues aspiring to leadership or 
identified succession pathways.

..
Assess
• Set objectives
• Hold MyCareer 

conversations
• Gather feedback
• Apply 

CVF/Leadership 
Standards

Define
• Understand role 

expectations
• Know your 

people
• Capture Career 

Conversations

Identify
• Talent profiling
• Assess potential
• Use readiness scales
• Participate in calibration

Develop 
• Create & support 

development plans
• Coaching & 

mentoring
• Enable access to 

Learning 
interventions 

• Wellbeing & 
engagement focus 

Enable
• Support internal 

moves
• Enable access to 

talent pools
• Contribute to 

succession plans
• Provide stretch 

opportunities

Measure
• Ongoing 1-1s
• Continuous feedback 

& recognition
• Track progress

Our People
Right people, right 
development, right 

roles – now and in the 
future

Stronger talent pipeline

Better performance & engagement

Greater readiness for future roles

Improved retention of key talent

Set clear expectations & goals

Have meaningful conversations & provide feedback

Develop Talent through opportunities, coaching & support

Make fair, consistent and evidence-based decisions 

Champion inclusion, wellbeing and psychological safety

Escalate risks & remove barriers to success



Foundation Principles
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About the colleague Journey

A continuous cycle of growth and contribution that 
helps you nurture your potential and make a 
difference.

Outcomes

Line Managers
Identify Talent, provide 
feedback, support development 
and provide opportunities.

Senior Leaders
Calibrate, make succession 
decisions and champion 
talent development.

HR/Talent Team
Enable frameworks, ensure 
consistency and provide 
insights.

Colleagues
Own their development and 
contribute to a positive 
talent culture.

Colleague Responsibilities

Colleague Journey

Talent Segments
We consider all colleagues across key 
segments;

Fair & 
Inclusive

Everyone has 
opportunities 

to grow

Evidence & 
data informed
We use insight 
to make better 

decisions

Aligned to priorities 
and activity
Your growth 

supports strategy & 
impact

Values Led
We do the 
right thing

Maintain & deepen expertise
Building capability and impact 
within your current or specialist 
role.

Develop for broader opportunities
Seeking to broaden your experience, 
capability or career direction.

Develop to lead
Aspiring to leadership or identified 
succession pathways.

..
Learn & Grow
• Build on your skills 

for now and 
considering the 
future

• Seek feedback & 
continue to improve

Reflect & 
Understand
• Know your 

strengths, 
interests & 
motivations

• Clarity your goals 
and aspirations

Contribute & Perform
• Set goals & deliver results 
• Take ownership & show 

initiative

Explore & Experience 
• Explore roles, 

projects & 
opportunities

• Step out of your 
comfort zone

• Build your network & 
learn from others

Develop & Progress
• Build your capability
• Seek stretch & 

development 
opportunities

• Track your progress 
and celebrate 
achievements 

Thrive & Make Impact
• Support others to 

succeed 
• Create impact for our 

communities and 
organisation

Your Growth
Take ownership of 
your development, 

seek opportunities & 
make an impact

Build skills and future readiness

Grow your career with confidence

Feel engaged and valued

Achieve your potential

Take ownership of your development & career

Stay curious & commit to learning

Seek feedback, act on it & keep improving

Participate in MyCareer and development conversations

Uphold our values & speak up when something isn’t right

Look after your wellbeing 



How Our Talent Process Works
A connected process to identify potential, make informed decisions and take action that drives impact

Build Understanding & 

Readiness
Create awareness, alignment and a 

shared language.

Identify & Assess 

Potential
Gather insights to understand 

potential and aspiration.

Review & Calibrate Talent
Bring insights together to have 

structured conversations and make 

consistent decisions.

Activate & Develop 

Talent
Turn insights into action to grow 

people and the organisation

Continuous 

Cycle

Ongoing Talent Conversations and Insights

1 2 3 4

Build Understanding 

& Readiness

• Awareness sessions

• Manager guidance

• Introduction to the Talent 

Framework

• Calibration principles and 

Process overview

Output

• Nurturing Potential Self-

Assessment

• Manager reflections and input

• Talent Conversations to 

explore potential, motivation 

and career aspirations

• Talent Profiles for consolidated 

view

• Talent Review Meetings for 

structured conversations

• Calibration Guidance to ensure 

consistency and fairness

• Development planning

• Stretch opportunities

• Succession planning

• Career conversations

• Targeted learning and experiences

• Mentoring and coaching opportunities

• Follow up and progress check-ins

Identify & Assess 

Potential

Who’s 

Involved
Colleagues Line Managers Talent Review 

Panel/Leaders
HRSL/LTP Team

Leaders/Line 

Managers/Colleagues

Output Output Output

Shared understanding, consistency 

and manager readiness
Individual insight] data, evidence of 

potential and key themes

Agreed talent views, calibrated 

assessments and talent 

pool/succession insights

Development action, succession 

readiness and stronger talent 

pipeline

Review & Calibrate 

Talent

Activate & Develop 

Talent

OFFICIAL



Talent Embedded Across the Organisation
Where Talent connects, aligns and adds value across the organisation

Potential Self-

Assessment Tool

Talent Review

Calibration 

Guidance

Talent Profile

OFFICIAL

Organisational Strategy & Planning

• Define strategic priorities
• Inform growth, transformation & investment
• Shape future leadership & talent needs

Talent Docking Point: Future capability needs, skill 
priorities, leadership pipeline

Performance Management 
• Set goals and expectations through CVF 
• Assess and provide feedback, utilising MyCareer
• Link performance to outcomes through objectives

Talent Docking Point: Performance indication, 
strengths and areas for development

Succession Planning
• Identify successors for key roles
• Assess readiness and risk
• Build succession plans

Talent Docking Point: Talent pools, readiness
levels, succession strength 

Career & Internal Mobility
• Match talent to opportunities
• Support career pathways
• Enable internal movement

Talent Docking Point: Talent availability, 
aspirations, mobility readiness

Workforce Planning
• Forecast talent supply and demand
• Identify gaps and surpluses
• Model scenarios and workforce risk

Talent Docking Point: Talent insights, potential 
supply, skills requirement

Organisational Design & 
Structure

• Define roles, spans and accountabilities
• Align structure to strategy
• Support role criticality and succession depth

Talent Docking Point: Role criticality, design 
changes, succession requirements

Learning & Training
• Build capability and skill pathways
• Promote continuous professional development
• Early Careers and skills development

Leadership & Management 
Development

Talent Docking Point: Development needs, 
capability gaps

Recruitment & Attraction Promotion

Individuals assess 

their potential & 

aspirations

Structured talent 

discussions to 

identify, assess 

& prioritise talent

Consistency in 

assessment and 

decisions across the 

organisation

Unified view of 

potential, 

performance 

indication, 

experience, skills 

and aspirations

Talent 
Management

Inputs from across 
the organisation

Colleagues

Line Managers

HR Strategic Leads

Senior 
Leadership

Self assessment, 
aspirations, feedback and 
engagement 

Insights on performance, 
potential, capability.  Support 
development activity and 
calibration 

People insights, workforce 
data and expert guidance. 
Support calibration and 
review activity

Advocate and promote 
talent process and activity

Foundations that enable 
docking points

Outputs that drive 
organisational 

impact

Stronger leadership 
pipeline

Right talent in right 
roles

Agile, future-ready 
workforce

Right leaders ready now and 
in the future

Better alignment of talent to 
organisational need

Build capability for today and 
tomorrow

Change & Communication Culture & Leadership Governance Analytics & Insights Data & Systems

• Enable fair and transparent progression decisions
• Recognise capability, performance and readiness
• Support workforce retention and career growth

Talent Docking Point: Readiness for advancement, 
assessed capability, career aspirations

• Attract talent aligned to organisational values
• Build diverse talent pipelines
• Recruit for current and future capability needs

Talent Docking Point: Critical vacancies, external 
talent pools, emerging skill requirements

• Develop inclusive and values-led leaders
• Build people management and strategic capability
• Strengthen leadership pipelines and readiness

Talent Docking Point: Leadership potential, 
capability gaps, readiness for promotion

Sustainable 
Organisational 
Capability

Build long-term workforce 
resilience and critical 
capability depth

Clear communication and change 
support across the organisation

Leaders who develop, coach and 
make talent part of the every day

Clear policies, processes and decision 
rights to ensure quality and fairness

Actionable insights to inform 
decisions and measure impact

Accurate and accessible 
data across systems

Appendix C
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