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‘Equitably cultivating everyone's best potential for 
the benefit of the NHS, with Talent Management that 

leaves no one behind’



•

•

•



▪Employer of choice

▪Workforce is diverse and representative at all levels

▪Long-term career with opportunities

▪Talent pipeline across all levels

▪Flexible use of the workforce with seamless 
working across organisations

▪High retention rates

▪Staff that are happy and proud to work in the NHS



2020 – 2021  One NHS Finance engagement conversation 

Nov 2022   Talent Management workshop

Nov to Apr 2022  Development of Strategy

May 2023   Final strategy signed off

July 2023   Launched at One NHS Finance Leadership Summit

Sept to Dec 2023  Guidance re implementation and models for use
   Governance and reporting structure developed and agreed

Jan 2024   Letter to CFOs from Julian Kelly and update at all CFO 
  meeting

Jan to Feb 2024  Working with Regional Boards re the reporting framework
      



A combined ‘top-down and bottom-up’ governance process was developed and agreed with 
the Regional ONF Boards which will co-ordinate reporting, allowing for at least annual 

progress updates to be provided to the Finance Leadership Council.

This means that annual talent discussions between CFOs and the ICB CFOs about their staff 
will take place, and then an annual report into the ONF Regional Board (or equivalent). 

Advantages include: 

• Regional & national talent and pipeline discussions re all staff and roles

• Support with recruitment and filling current vacancies and high-risk roles

• Discussions should support more opportunities for secondments and movement of staff 
across systems

• Identification at various levels of organisations and systems that require support to 
implement the strategy



Organisation CFO has annual Talent Pipeline discussion / 
review with senior management team

ICB CFO has annual Talent Pipeline discussion with CFOs in system

Regional FD has annual Talent Pipeline discussion and reports findings into 
One NHS Finance Regional Board (or equivalent)

Regional Boards report progress made against Talent Management Strategy 
into NFA FLG, to be reported onto FLC within an annual strategy update

All finance staff to have an annual talent conversation, where 
possible separate to their appraisal 



Identify 
Finance 

TM leads 

(Jan )

TM launch 
events 

(Feb)

Agree 
baseline and 

process in 
organisations 
and systems 

(Mar)

TM Career 
conversations 
taking place 

(through 
2024)

Organisational 
and system 

talent pipeline 
discussions 

(through 
2024)

Progress 
check-ins 

(June, Sept & 
Dec)

Review and 
restart 

(Jan 25)

Use existing models and 
processes where in place 
(e.g. scope for growth) 
or ONF resources are 
available

Line managers with all staff.  Ideally 
separate from appraisals but can be 
combined.  

Generate and support career-based 
development plans

Senior teams discuss people and 
posts, identifying high risk areas 
and supporting development.
Discuss high risk issues with region 
where wider support would be 
valuable



We are recommending the following approach:

▪ Grow – Individuals in a role with no current desire to move up the 
banding structure

▪ Stretch – Individuals with a desire to progress with accountancy 
qualifications and/or up the banding structure

▪ Accelerate – individuals with drive and ambition to reach as high a level 
as possible, and ambition to reach potential quickly

These 3 groups are then further broken down into:

▪ New in post
▪ Core Contributor
▪ Expert

The Talent Management guide includes suggestions for development at 
each level.  

This model is recommended rather than mandated, please use your 
organisational model where this is in place and working well.

The ONE NHS FINANCE Talent Management Model



The Inclusive
Talent Management strategy
sets the scene and 
provides an overview

Talent Management guide is a 
comprehensive guide to 
implementation including 
development suggestions 
at each level

Sample talent pipeline documents 
are available to support discussions 
in organisations, ICBs and regions.  
The resource bank also contains 
a blank proforma for local 
adaptation

Behavioural and technical competencies
set out what is required for different 
roles and grades and the  
curriculum self-assessment tool can be 
used to evaluate current skills against 
current and future roles.

Inclusive Talent Management Toolkit

https://onenhsfinance.nhs.uk/wp-content/uploads/2023/07/Talent-Management-Strategy.pdf
https://onenhsfinance.nhs.uk/wp-content/uploads/2023/07/NHS-Finance-Talent-Management-Guidance-SPREAD.pdf
https://onenhsfinance.nhs.uk/national-finance-academy/guidance-resources-to-support-talent-management/
https://onenhsfinance.nhs.uk/wp-content/uploads/2022/02/NHS-Finance-Competencies.pdf
https://onenhsfinance.nhs.uk/selfassessment-tool/




Role of the Talent Management Lead

▪ Familiarise yourself with the strategy

▪ Ensure your organisation agrees a 
model and process

▪ Share process & baseline info in your 
system

▪ Ensure line managers know what is 
required (career conversation with 
direct reports resulting in action 
plan, pipeline information captured)

▪ Assist DOF and senior team in 
holding pipeline discussions

▪ Monitor & report on progress 
(quarterly)

▪ Be part of a system talent 
management group

▪ Organise training for your 
line managers and staff

▪ Schedule regular updates at 
team meetings

▪ Share best practice 
paperwork within your 
system or across the region

▪ Feed the development needs 
resulting from the career 
conversations to your FSD 
lead/finance academy

▪ Take part in a regional 
network group for talent 
management leads



For all staff and line managers

▪ Familiarise yourself with the strategy

▪ Find out who is your finance talent 
management lead

▪ Book annual career conversations with 
line manager and direct reports in line 
with your organisational process

▪ Ensure talent conversations are 
documented and actions are added into 
personal development plans

▪ Provide information on all roles and 
individuals within your team for the 
talent pipeline conversations

▪ Ensure you prepare well for 
the career conversations.  
Look at the model in place 
in your organisation and 
think about where you fit.

▪ Review your skills against 
current and potential 
future roles using the 
curriculum assessment tool

▪ Actively support your direct 
reports to access their 
development needs



Questions?



Talent Management strategy

Talent Management detailed implementation guide

Talent Management resource bank – contains pipeline examples and proforma

Behavioural and technical competencies

Curriculum self-assessment tool

One NHS Finance National development programmes

Finance Academy Training and Development One stop shop (easy access to local courses)

Coaching, mentoring and sponsorship

resources

https://onenhsfinance.nhs.uk/wp-content/uploads/2023/07/Talent-Management-Strategy.pdf
https://onenhsfinance.nhs.uk/wp-content/uploads/2023/07/NHS-Finance-Talent-Management-Guidance-SPREAD.pdf
https://onenhsfinance.nhs.uk/national-finance-academy/guidance-resources-to-support-talent-management/
https://onenhsfinance.nhs.uk/wp-content/uploads/2022/02/NHS-Finance-Competencies.pdf
https://onenhsfinance.nhs.uk/selfassessment-tool/
https://onenhsfinance.nhs.uk/programmes/
https://onenhsfinance.nhs.uk/regional-finance-academies/east-of-england-academy/east-of-england-finance-academy-one-stop-shop/
https://onenhsfinance.nhs.uk/regional-finance-academies/east-of-england-academy/developing-our-people-and-talent/coaching-mentoring-sponsorship/
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