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https://www.leadershipacademy.nh
s.uk/toolkit/enabling-a-culture-of-
talent-management-page/

• Establish relationships with 
stakeholders.

• Set a culture of talent spotting and 
succession planning as a priority. 

• Write a statement of intent which 
facilitates inclusive development 
opportunities for all staff.

• Communicate with all staff and 
stakeholders (All midwives and 
maternity staff including students, 
EDI teams, Trust board, ICB, 
Regional maternity teams and 
talent boards, HR).

Step 1
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Step 2

• Identify talent spotting champions (this 
could be anyone who has a passion to 
support and develop others or who has 
this as part of their role (Practice 
Development Midwife, Workforce Lead, 
Labour Ward Co-ordinator, Matron, Team 
Lead, Head of Midwifery, Director of 
Midwifery)
• Hold the above groups of people to 

account for action on talent 
management. For example, managing a 
vacancies board or communicating 
training opportunities and conducting 
career development events.

https://www.leadershipacademy.nhs.uk/to
olkit/enabling-a-culture-of-talent-
management-page/implementation-
guidance/ 
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Step 4

• Ensure you have signposting, development 
opportunities and training ready to offer.

• These could include shadowing, acting up, teaching, 
quality improvement programmes and courses, 
some of which are free. https://portal.elfh.org.uk/Login

https://www.open
.edu/openlearn/fr
ee-courses/full-
catalogue

https://www.kingsfund.org.uk
/courses

https://www.leadershipacade
my.nhs.uk/programmes/
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Step 6

• Transparent opportunities 
board with upcoming 
vacancies in trust and region



Step 7

• Buddy with other trusts locally, 
regionally or nationally to allow 
talent swaps.
• Establish a robust and 

sustainable program by liaising 
with HR to gain honorary 
contracts, insurance etc.



Step 8

• Enable and facilitate staff to share 
their experience and learning to inspire 
and motivate others and to improve 
services
• https://www.events.england.nhs.uk/ 
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