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1. [bookmark: _Toc204182328]Purpose of This Terms and Conditions document
1.1. This document sets out the terms and conditions governing participation in the NHS South East Aspirant Executive Director Talent Pool. It outlines the nature and purpose of the Talent Pool, clarifies what individuals are agreeing to by joining, and defines the roles, responsibilities, and expectations of both Talent Pool members and the Pool Lead. By agreeing to these terms, participants acknowledge their commitment to the principles and requirements detailed herein.
1.2. Pool Terms and Conditions pertaining to inclusion eligibility, Data usage, Research and Evaluation, and other aspects supersede those of Map membership.
2. [bookmark: _Toc204182329]Purpose of the Pool
2.1. Purpose: The South East Aspiring Executive Talent Pool is here to identify and support talented leaders ready to step into executive roles within the next two years. The pool aims to identify, support and mobilise individuals to progress into Executive-level positions where they can thrive and lead teams to deliver and improve services, benefitting patients and communities.
2.2. Pool function: Members have access to targeted leadership and talent development, peer and expert support. Members also get group and individual, practical support to succeed in securing and sustaining an executive role in health and care. These offers are over and above those of our Talent Map and open offers and for exclusive use of Pool members.Pool
Map
Figure 1: South East Talent Map and Pool

2.3. Pool or Map. In order to effectively triage support we have both a Map and a Pool. Individuals must first submit a profile to the South East Talent Map which is not independently assessed. Eligible individuals will be invited to apply to appropriate Pools when they are open. Members who leave the Pool for any reason may choose to remain on the Map. Pool members have access to resources over and above the Map. 
2.4. The pool is not a programme: While the pool offers a range of interventions, it is not a holistic or all-encompassing programme.  It is a series of bespoke offers aimed to support individualise successful secure an Executive level role. It is aimed at candidates who are beyond the need for comprehensive development. Interventions will be carefully selected to accelerate career progression based on individual need.
2.5. Not a recruiter. Membership to the pool does not guarantee shortlisting for roles. We aim to increase awareness of roles, visibility of candidates with employers and help members prepare effectively based on individual needs. 
2.6. The pool is managed by Fiona Rodden, Head of Talent and Leadership – Executive Pipeline and the Talent and Leadership team, within the Workforce Training and Education directorate of NHS England South East. 
3. [bookmark: _Toc204182330]Inclusion eligibility
3.1. Criteria for joining. The pool is a selective, application-based opportunity for candidates aspiring to Executive-level roles in South East NHS organisations, who are independently assessed as within 2 years from transition. Members may work in any sector of health and care, though members not employed by NHS organisations may be ineligible for certain interventions.
3.2. Readiness for Pool inclusion. Readiness is assessed using criteria set out in Appendix 1:Aspiration, Ability, and Agility markers. While membership decisions are made on an individual basis, candidates are generally expected to demonstrate at least an Intermediate level in all three areas. Foundation ratings may be considered in exceptional cases, such as critical talent pipelines or to support individuals or groups facing specific career barriers.
3.3. Expectations around continued eligibility. Readiness for Executive transition is dynamic and may fluctuate over time. If a member's readiness falls below the threshold for Talent Pool eligibility and is unlikely to increase within a reasonable timeframe, their membership may be paused or discontinued.
3.4. Membership Duration. Talent Pool membership is typically limited to a maximum of three years. Readiness will be reviewed at least annually through career conversations with the Sponsor and Pool Lead. At the two-year mark, an exit plan will be developed, with progress monitored more frequently thereafter.
3.5. Exiting the Pool. Members may choose to leave the Talent Pool at any time by notifying the Pool Lead. A planned exit will also occur once an Executive role is secured, allowing for a suitable onboarding period. Members who do not meet the Pool’s expectations—due to lack of engagement, conduct concerns, or significantly reduced readiness—will be given notice of the intention to exit, along with a reasonable period to address the issues before a final decision is made.
3.6. Transferring to another region. Members can belong to multiple regional talent pools if they aspire to roles in multiple regions. Members may belong to the South East Pool even where they work outside our boundaries, as long as they are seeking a role in the South East. It may impact eligibility for specific offers in some cases. Should a member wish to transfer to another region, we will seek permission to share with the receiving regional pool lead, relevant assessment and key information to enable a smooth transition. Each regional pool currently has different entry criteria and processes and we are collaborating to align these.
3.7. Voluntary and personal participation. All activities relating to the Pool are voluntary and can only be agreed between the Pool member and Pool lead or Acting Pool lead. A line manager, Personal Assistant, Sponsor or other representative of the Pool member cannot request support or information on a member’s behalf.
3.8. Maintain Map profile. Members must maintain an updated Talent Map profile and inform the Pool lead of any significant changes.
4. [bookmark: _Toc204182331]Data usage & Confidentiality
4.1. Secure data storage. All data collected regarding the Talent Map profile, intervention uptake, career conversation notes and assessment information is held securely in accordance with GDPR in a secure environment. 
4.2. Data is used in aggregated form to inform national and regional commissioning of initiatives and resource planning. It is used to target opportunities to appropriate members and to increase visibility of pipeline strength with strategic NHS workforce and profession-specific leadership.
4.3. Evaluation information collected is anonymously unless specifically stated otherwise on collection. This is to enable honest appraisal to inform and improve our commissioning, resource planning, Talent Management and assess Return on Investment. Aggregated non-identifiable evaluation information may be shared with national and regional NHS organisations and teams to inform good practice.
4.4. Confidentiality. 
4.4.1. Identifiable basic information will be shared with potential NHS employers and Integrated Care System Talent leads within the NHS for the purposes of offering appropriate opportunities and managing talent. Basic information includes name, current and aspirant roles and contact details. Only non-identifiable information will be shared with other regional or national NHS or government departmental bodies for talent management purposes unless explicit and purpose specific consent is obtained.
4.4.2. Basic information will only be shared with external, non-NHS parties where they are providing directly procured Pool interventions as an approved NHS Talent and Leadership or EDI contractor. Agreements will be in place for these parties to destroy this data at the end of the contracted period. All sharing of basic information with external and non-NHS parties, outside of these purposes will require specific consent.
4.4.3. Anonymised Sensitive information regarding readiness assessment or protected characteristics may be shared with NHS England teams for the purposes of strategic talent management. The purpose of this is to track pipeline strength and diversity, to assess regional Talent Management performance. This will be shared only where Data Agreements are in place that specify usage in alignment with that set out in this document. All information shared will be fully anonymised and with appropriate aggregation to ensure non-identifiability. All identifiable sensitive data relating to protected characteristics, career conversations and other sensitive information is maintained securely and held for the purposes of ensuring inclusive, consistent support. This information will not be shared with any other teams within NHS England nor with external parties without explicit and specific consent.
4.5. Data transparency. All talent information held is owned by the Pool and the Member.
4.5.1. Assessment of readiness information will be shared with members on entry to the pool. Where this is updated through career conversations or assessments, this information will be shared with the member.
4.5.2. Access to information. Members may request a copy of their Talent Map Profile or notes from any career conversations at any time. Where possible this will proactively be provided to ensure transparency. Only a Pool member can request information held about themselves. Reasonable requests for information held on yourself must be made in writing from an NHS or personal email, registered with us for more than 6 months. We aim to meet requests within 28 days. 
4.5.3. Amending data held on you. You have the right to amend, correct or remove all information held about you by the Pool; however this may necessitate your exit from the Pool if this impacts our ability to support you. This extends to correcting notes from career conversations, your CV, Talent Map Profile, Personal Development Plans. While remaining in the Pool you may not amend information based on independent assessment.
4.5.4. Data retention. To track career progression and assess impact of our interventions we retain historic data on Pool and Map members. For members who exit our Pool and/or Map we will retain this information on for 2 years identifiably to enable re-entry and for up to 10 years anonymised for research purpose. However, you retain the right to remove all of your data on exit from the Pool and Map.
5. [bookmark: _Toc204182332]Research and evaluation
· Participation in Evaluation. Active participation in the evaluation of Talent Pool interventions is essential. Members are expected to keep their Talent Map profile up to date, engage in wellbeing monitoring, and take part in both individual and collective evaluations. While evaluations are anonymous and non-participation cannot be individually identified, consistent engagement is strongly encouraged. Without robust data, we cannot demonstrate impact or justify continued investment in Talent Pool support and development resources.
· Voluntary participation in defined research projects. We value members’ support for more in-depth evaluation and research to enable us to progress as a region in developing evidence-based Leadership and Talent Management. This may include, but is not limited to, Impact Assessments of interventions,  pilot intervention development, and career story collation.
6. [bookmark: _Toc204182333]Code of Conduct
6.1. Professional behaviour is expected when interacting individuals and groups in association with Pool activities, consistent with the NHS Fit and Proper Person Test, Nolan Principles and NHS Values and guiding principles. This extends to respectful, compassionate and inclusive communications and actions and abstaining from all behaviours relating to discrimination or harassment. Failure to comply will result in exclusion from the Pool. Members who experience any behaviour relating to Pool activities that they suspect may fall outside this code of conduct should report this to the Pool Lead or Deputy Director for People and Culture in NHS England South East.
6.2. Evidence of misrepresentation of information relating to eligibility in application for the Pool will lead to exclusion. Depending on severity, it may lead to permanent barring from Leadership and Talent Development interventions in future for the South East and National Leadership Academy. This extends to all written and verbal communication.
7. [bookmark: _Toc204182334]Development and Support
7.1. Expectations of time commitment. This will be agreed individually, as an estimate, expect to dedicate approximately 10% of contracted hours to career development activities when more than 12 months from transition to an Executive role. Expect this to increase to 20% within the final 6 months. Activities may include personal reflection, self-directed development, 1:1 and group sessions, secondments, and shadowing opportunities. This time is not necessarily distinct from work activities and can be a focus adjustment.
7.2. Mandatory or voluntary development. Most activities are voluntary though some are strongly encouraged for members, at all or specific stages of readiness. Where a member does not engage in any Pool activities, evidence should be provided in their Personal Development Plan that career development is already underway, to avoid exclusion from the pool through reduced ‘Agility ratings’.
8. [bookmark: _Toc204182335]Communication Expectations
8.1. Channels of communication (email, phone, other). Frequency, responsiveness, regularity of meetings.
8.2. Communicating about opportunities – expected response times/frequency/content. Obligation (or not) to reply to opportunities.

9. [bookmark: _Toc204182336]Amendments and Updates
9.1. Updates to Terms and Conditions. The Pool reserves the right to update these terms. All updates to Terms and Conditions will be shared with members by email with the opportunity to exit the pool. 
9.2. Requirement for members to review and accept updates. Members are required to submit a Confirmation Statement annually to confirm the accuracy of their Talent Map profile, renew their membership, extend their Data Usage and Terms and Conditions agreement. Failure to submit this confirmation will result in a pause to membership of up to 3 months before exit from the pool.
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	Definition
	Foundation markers
	Intermediate Markers
	Advanced Markers

	Aspiration
What it is: The level of clarity or insight into their destination. Roles sought can be to secondary care unitary boards, accountable programme leadership roles in ICBs or ALBs or CEO-type roles in smaller organisations (E.g. GP federations). They may have gaps in other areas, but they know what they want and have realistic expectations of a timeframe of 2 years.

What it is not: Having an ‘advanced level of aspiration’ is not the same as aspiring to a very senior role. Someone can aspire to a very senior role, yet still be rated as ‘foundation’ or vice versa.
	• Aspirant role unclear or considering different pathways 
• No evidence of personal motivations for the role, though may show evidence for the industry broadly.
• No evidence of insight into role desired or exec board reality.
	• Some clarity of role sought, may have some uncertainty around organisation or other aspects
• Limited description of personal motivation and may not have considered options or shows limited personal insight.  
• Limited evidence of insight into role, exec remit or focus is uni-professional. May lack insight into realistic timeframe to exec level role.
	• Clear ambition for defined role, may already be applying and the roles sought are likely to be similar to each other.
• Shows insight into personal motivations and strengths for role.
• Evidence of role and Board insight with a personal vision or description of opportunities and challenges. 

	Ability
What it is: Level of relevant experience, skill and self-awareness for an executive role, their tools to reach their destination. This includes the types of roles they have undertaken, their achievements, their competency levels and leadership performance. Competencies: Strategy, Outcomes, EDI, Governance, Culture and Partners.

What it is not: This aspect does not measure their potential or level of stretch beyond their current role or the clarity of their goals. It considers only the observable aspects of experience and performance.
	• Current role is more than one away from executive level. Can include those at appropriate seniority but switching pathways.
• Significant experience gaps, a lack of breadth or appropriate scale.
• No evidence of achievement or impact at appropriate executive-level scale. E.g. CV may list role descriptions but not impact.
• Significant experience gaps or lack of evidence aligned to Board-level competencies.
	• Current role is one away, may not yet be deputising regularly or on succession plan. 
• Experience has breadth and depth in a range of appropriate organisations and environments.
• Evidence of achievements and impact of appropriate scale and scope may be somewhat unclear or vague.
• Experience and impact in around half of the Board-level competencies.
	• Current role is one away, deputising regularly, interim or acting up. May be on Board succession plan. 
• Experience has breadth and depth in a range of appropriate organisations and environments.
• Clear evidence of achievements and impact of appropriate scale and scope.
• Experience and impact in most Board-level competencies.

	Agility
What it is: Level of attention, effort and capability to stretch beyond their current role and apply their skills in new areas.

What it is not: This aspect does not measure the effectiveness of their stretch, or the relevance of their focus of their development, rather the time and effort applied. Note it may also be impacted by the opportunities afforded to them by their environment.
	• No Development Plan. Growth is unstructured and happens by chance rather than intention.
• No Time for Reflection. They lack a mentor or coach and don’t prioritize learning or developing others. 
• Limited Support. They haven’t taken steps to seek guidance from managers or mentors. But be aware that inequity in access can be a factor here.
	• Passive development. They may seek growth but often wait for opportunities to come to them.
• Expanding Skills. They may be applying their skills in new areas, but likely show less initiative or drive.
• Inconsistent Reflection. They reflect on growth but don’t regularly set aside time for it.
	• Creating Opportunities. They spot gaps and actively seek roles, projects, and connections to grow.
• Investing in Growth. They prioritise development, engage with mentors or coaches, and reflect on their learning.
• Being Seen. They take risks, step up, and stay visible—fueling growth, even if performance isn’t perfect yet.
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