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The 9-Box Talent Grid 

 

 Readiness to 
Progress 

 
 
 
 
 
Performance 
and Behaviours 

Ready for Progression in the Future 
 
 
Future potential for progression, if they aspire to 
do so, are equally valuable in their current role. 
 

Ready for 
Progression Now 
 
Has the ability and 
ambition to progress, 
now or within the next 
12 months. 
 

Exceeding 
Expectations 
 
Outstanding 
performance against 
their objectives, and 
role models the 
behaviours outlined 
in our behavioural 
frameworks. 
 

 
High Performing 

Professional 
 

Academic, 
Professional Services 
or Technical Services 

staff  
 
 

 
High Performing 
People Manager 

 
Professional with 

people management 
responsibilities 

 
 

 
High Performer - 

Progression Ready 
 

Professional or 
People Manager 

ready for progression 
now 

 
 
 

Meeting 
Expectations 
 
Meeting their 
performance 
objectives, and 
demonstrates the 
behaviours outlined 
in our behavioural 
frameworks. 
 

 
Key  

Professional 
 

Academic, 
Professional Services 
or Technical Services 

staff  
 
 
 

 
Key People  

Manager 
 

Professional with 
people management 

responsibilities 
 
 
 

 
Key Performer - 

Progression Ready  
 

Professional or 
People Manager 

ready for progression 
now 

 
 

Not or Partially 
Meeting 
Expectations 
 
Not currently 
meeting their 
performance 
objectives, and/or 
not aligned with the 
behaviours outlined 
in our behavioural 
frameworks. 
 

 
Developing 

Professional 
 

Academic, 
Professional Services 
or Technical Services 

staff  
 
 
 

 
Developing People 

Manager 
 

Professional with 
people management 

responsibilities 
 
 

 
New  

Colleague 
 

New to role and/or 
University 
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9-Box Talent Grid Colour Coding 

 

Green People most likely to be suitable for a new more senior role, or to lead on 

projects, if they have the aspiration to do so. 

Purple 

 

People who consistently perform well in their role. They may need some 

further experience/development to move into the green category if they aspire 

to do so. 

Blue 

 

People who currently aren’t meeting their performance and/or behavioural 

objectives. They may need some further experience/support/development to 

progress into the purple category. 

Grey 

 

People who are new to their role and may need time to settle in. It might be 

too early to determine where they sit on the 9-Box Talent Grid. 
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The Green Category 

 

 

     

   

   
 

❖ High Performer - Progression Ready 
❖ High Performing People Manager  
❖ High Performing Professional 
❖ Key Performer - Progression Ready 

 

Performance Objectives  

People in the green category are high performing individuals, who consistently meet and often 

exceed their performance objectives. You could explore … 

❖ How can others make the most of their expertise? 

❖ How could the School/Service/University utilise their strengths even better? 

❖ Their main challenges going forward & what support they need? 

 

Behavioural Expectations  

People in the green category are often seen as role models for our University values, associated 

behaviours and the attributes outlined in the Huddersfield Leader Framework (if also a people 

manager). You could explore … 

❖ Your observations of them role modelling the behaviours associated with our values and/or 

Huddersfield Leader Framework?  

❖ How could they help colleagues to role model our values and/or our future generation of 

managers and leaders?  

❖ Any aspects of the Huddersfield Leader Framework they want to develop even further?  

 

Progression & Succession Planning 

This section is about peoples’ aspirations and readiness to progress to a new role or challenge. In 

the green category, High Performing Professionals and High Performing People Managers 

are likely to be content in their current role for now, therefore you may want to explore their longer-

term aspirations. Those in the High Performer - Progression Ready or Key Performer - 

Progression Ready categories are keener to progress now or soon. You could explore … 

❖ How they would like to progress, in the immediate, medium, and longer term? 

❖ What they see as their next move, and what time scales they are considering? 

❖ If they are happy staying in their current role, and how might they develop their knowledge, 

skills, or behaviours even further? 

https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35616~5i~afrjgUkb8p&br=507
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❖ How could they increase their ‘profile’ within the wider University and/or external networks? 

❖ Any up-and-coming projects they might like to lead? 

❖ Anything that could hinder their progress at the University? 

 

Possible Development Opportunities 

❖ Attending or presenting at conferences.  

❖ External visits where people in similar or related roles may provide new insights and learning. 

❖ Networking to make valuable new contacts outside our University. 

❖ Leading projects and/or going on secondment to develop new skills and gain wider ranging 

experiences. 

❖ Exposure to the broader University strategic agenda/discussions. 

❖ Qualifications though relevant professional bodies. 

❖ Participating on our Management and Leadership programmes or achieving Chartered 

Manager status through the Chartered Management Institute (CMI). If they are already a 

Chartered Manager, upgrading from Member to Fellow and/or engaging with continuous 

professional development, an essential requirement for all our Chartered Manager. 

❖ Becoming a professionally qualified coach through our CMI Level 5 in Coaching and Mentoring 

programme.  

❖ Being Mentored or Coached or Mentoring others, for example a new or developing people 

manager or professional in the same field. 

❖ Completing our 360-degree feedback tool for a detailed and personalised development plan. 

❖ Participating in our Development Centres, to get observed feedback on the attributes outlined 

in the Huddersfield Leader Framework. 

❖ Undertaking relevant teaching and doctoral qualifications. 

 

 

 

 

 

 

 

https://www.linkedin.com/learning/public-speaking-foundations-2018/deliver-a-great-presentation?u=42583876
https://www.linkedin.com/learning/professional-networking/welcome?u=42583876
https://staff.hud.ac.uk/hr/pod/management-matters
https://www.managers.org.uk/
https://staff.hud.ac.uk/hr/pod/coaching-and-mentoring/
https://staff.hud.ac.uk/hr/pod/coaching-and-mentoring/
https://uhmarketing.eu.qualtrics.com/jfe/form/SV_7TA11LavxDF95U9
https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35660~5h~zDbHwV8UBu&br=507
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The Purple Category  

 

    

     

    

    
 

❖ Key Professional  
❖ Key People Manager 
 
* NB: the expectation is that most staff would fall into this category. 

 

Performance Objectives 

People in the purple category consistently meet their performance objectives. You could ask … 

❖ How they feel the last year has gone in relation to their objectives? 

❖ Which objectives have been most enjoyable to work on and why? 

❖ Their main challenges going forward & what support they need? 

 

Behavioural Expectations  

People in the purple category demonstrate our University values, associated behaviours and the 

attributes outlined in the Huddersfield Leader Framework (if also a people manager). You could 

explore … 

❖ Your observations of them demonstrating the behaviours associated with our values and/or 

Huddersfield Leader Framework?  

❖ What motivates them and makes them feel valued at work? 

❖ What aspects of their people management role they most/least enjoy? 

❖ Which aspects of the Huddersfield Leader they want to develop further?  

 

Progression & Succession Planning 

This section is about peoples’ aspirations and readiness to progress to a new role or challenge. In 

the purple category, individuals have the potential to progress (if they have the ambition to do so) 

but may need some further experience/development. You could explore … 

❖ How they would like to progress, in the immediate, medium, and longer term? 

❖ What they see as their next move, and what time scales are they considering? 

❖ If they are happy staying in their current role, and how might they develop their knowledge, 

skills, or behaviours even further? 

❖ Any projects they would like to be involved in? 

 

https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35616~5i~afrjgUkb8p&br=507
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Possible Development Opportunities 

❖ Shadowing senior colleagues to help provide practical insights into key experiences and how 

these are handled by others. 

❖ Engaging with their professional body requirements (if part of one). 

❖ Getting involved with projects to develop skills new and gain wider ranging experiences. 

❖ Networking to make valuable new contacts outside our University. 

❖ Action learning (inside and/or outside the University), working in small groups with support 

through structured facilitation. 

❖ Stretch opportunities, such as taking on additional ‘acting up’ responsibilities. 

❖ Participating on our Management and Leadership programmes or achieving Chartered 

Manager status through the Chartered Management Institute (CMI). If they are already a 

Chartered Manager, upgrading from Member to Fellow and/or engaging with continuous 

professional development, an essential requirement for all our Chartered Manager. 

❖ Becoming a professionally qualified coach through our CMI Level 5 in Coaching and Mentoring 

programme or being Mentored or Coached.  

❖ Completing our 360-degree feedback tool for a detailed and personalised development plan. 

❖ Receiving observational on the job feedback and as a basis for learning.  

❖ Participating in our Development Centres, to get observed feedback on the attributes outlined 

in the Huddersfield Leader Framework. 

❖ Undertaking relevant teaching and doctoral qualifications. 

 

 

https://www.linkedin.com/learning/search?keywords=job%20shadowing&u=42583876
https://www.linkedin.com/learning/professional-networking/welcome?u=42583876
https://staff.hud.ac.uk/hr/pod/management-matters
https://www.managers.org.uk/
https://staff.hud.ac.uk/hr/pod/coaching-and-mentoring/
https://staff.hud.ac.uk/hr/pod/coaching-and-mentoring/
https://uhmarketing.eu.qualtrics.com/jfe/form/SV_7TA11LavxDF95U9
https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35660~5h~zDbHwV8UBu&br=507


 

 

 

 

9 

The Blue Category 

 

    

     

    

    
 

❖ Developing Professional  
❖ Developing People Manager 

 

Performance Objectives 

People in the blue category are currently not meeting their performance objectives. You could 

explore … 

❖ Which objectives have been most enjoyable to work on and why? 

❖ Which objectives fell short? NB: Where an objective has not been met it is important to 

consider by how much, and what may have been outside the control of the individual. 

❖ If anything is getting in the way of them meeting their objectives?  

❖ If they are clear about their objectives and expectations?  

❖ If they are getting enough regular feedback on their performance? 

❖ Their main challenges going forward & what support they need? 

 

Behavioural Expectations  

People in the blue category may not be demonstrating our University values, associated 

behaviours and the attributes outlined in the Huddersfield Leader Framework (if also a people 

manager). You could explore … 

❖ Your observations, supported by specific examples, of them not aligning with the behaviours 

associated with our values and/or Huddersfield Leader Framework?  

❖ Which aspects of their people management responsibilities they most/least enjoy? 

❖ What motivates them and makes them feel valued at work? NB: They may be bored, under-

used or currently in the wrong role. 

❖ If they think their current role is a good fit for them? 

❖ Which aspects of the Huddersfield Leader they want to develop further?  

 

 

 

https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35616~5i~afrjgUkb8p&br=507
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Progression & Succession Planning 

This section is about peoples’ aspirations and readiness to progress to a new role or challenge. In 

the blue category, the focus is likely to be on individuals developing in their current role. They may 

need more experience or development before they are ready for further progression. You could 

explore … 

❖ How they would like to progress, in the immediate, medium, and longer term? 

❖ What they see as their next move, and what time scales are they considering? 

❖ If they are happy staying in their current role and/or level, how might they develop to meet their 

targets next year? 

 

Possible Development Opportunities 

NB: Development planning should focus on enhancing staff members performance in their current 

role. 

❖ Performance Coaching (as a Coachee) or Career Coaching (with support from our University 

Careers Centre) to see if their strengths and aspirations align to their current role, or potentially 

elsewhere. 

❖ Receiving observational on the job feedback and as a basis for learning.  

❖ Regular feedback from line manager, knowing when they are doing a good job and how to 

improve/enhance performance and/or behaviours if needed. 

❖ Shadowing senior colleagues to help provide practical insights into key experiences and how 

these are handled by others. 

❖ Undertaking Psychometrics to help understand personal preferences and role alignment.  

❖ Participating on our Management and Leadership programmes or achieving Chartered 

Manager status through the Chartered Management Institute (CMI). If they are already a 

Chartered Manager, engaging with continuous professional development, an essential 

requirement for all our Chartered Manager. 

❖ Completing our 360-degree feedback tool for a detailed and personalised development plan. 

 

 

 

 

 

https://www.linkedin.com/learning/giving-and-receiving-feedback/the-potential-trap-2?u=42583876
https://www.linkedin.com/learning/search?keywords=job%20shadowing&u=42583876
https://staff.hud.ac.uk/hr/pod/management-matters
https://www.managers.org.uk/
https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35660~5h~zDbHwV8UBu&br=507
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The Grey Category 

 

 

     

   

   
 

❖ New Colleague  
 

* NB: It may be too early to determine where they sit on the 9-Box Talent Grid. 

 

Performance 

As with most new starters, people in the grey category will need time and support to get settled 

into their role. As the PDPR arrangements for new staff is managed within our University 

induction/probation process, it may be too early to determine where they sit on the 9-Box Talent 

Grid. However, as spotting talent early and/or managing expectations is important, in some 

circumstances managers of new starters may be able to get a sense of an individual’s grid position 

within the first 12 months of their employment. You could explore … 

❖ Are they enjoying the objectives they have been set? 

❖ How happy they are with their performance so far? 

❖ If they see anything getting in the way of meeting their objectives?  

❖ What they see as their key performance challenges in their new role?  

❖ What support they may need going forward? 

 

Behaviours 

For people in the grey category, the focus should be on any early indicators related to our 

University values and associated behaviours, and the attributes outlined in the Huddersfield 

Leader Framework. You could explore … 

❖ How are they aligning with our values and associated behaviours? 

❖ If they are enjoying their new role and/or working at the University? 

❖ What motivates them and makes them feel valued at work? 

❖ Where appropriate, if they are enjoying the people management aspect of their new role? 

❖ Which aspects of the Huddersfield Leader they want to develop further?  

 

 

 

https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35616~5i~afrjgUkb8p&br=507
https://unitube.hud.ac.uk/Login.aspx?SourceURL=/View.aspx~q~id=35616~5i~afrjgUkb8p&br=507
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Ambition, Readiness for Progression & Succession Planning 

This section is about peoples’ aspirations. In the grey category, an individuals’ future 

performance, behaviours and ambitions will determine where they sit on the grid. For most 

individuals the focus should be on developing in their new role, before considering future 

progression. You could explore … 

❖ How would they like to progress in the medium and longer term? 

❖ What have they brought from their last role to their current one? 

❖ What have they learnt about themselves in their career so far? 

 

Possible Development Opportunities 

❖ Buddying - this is especially useful to support a new staff member to transition into a new role 

and/or the University. 

❖ Completing training that is mandatory to the role, as part of the induction/settling-in process.  

❖ Regular feedback from line manager, knowing when they are doing a good job and how to 

improve/enhance performance and/or behaviours if needed, essential for new starters. 

❖ Being Mentored or Coached, especially useful for new people managers. 

❖ Shadowing senior colleagues to help provide practical insights into key experiences and how 

these are handled by others. 

❖ Participating on our Management and Leadership programmes or achieving Chartered 

Manager status through the Chartered Management Institute (CMI).  

❖ Undertaking relevant teaching and doctoral qualifications and gaining HEA recognition and 

membership (for academic staff). 

 

 

https://www.linkedin.com/learning/giving-and-receiving-feedback/the-potential-trap-2?u=42583876
https://uhmarketing.eu.qualtrics.com/jfe/form/SV_7TA11LavxDF95U9
https://www.linkedin.com/learning/search?keywords=job%20shadowing&u=42583876
https://staff.hud.ac.uk/hr/pod/management-matters/
https://www.managers.org.uk/
https://staff.hud.ac.uk/hr/staffdevelopment/teaching-and-learning/
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