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Review the Roadmap for Succession Planning- 
Talent Development Process

The following slides will provide targeted guidance when creating and implementing your development plans and tools to support your execution. 



Succession Planning –Targeted Development

Targeted Development
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Core approach to accelerate candidates' readiness for key roles.
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To Get Started

Successor Onboarding Session (1 Week after Selection)



Step 1: Success Profile- Talent Card

• Who should  complete?
o Candidate supported by Line Manager

• When?
o This is completed after candidate selection panel 

in the succession pool

o 2 Weeks after Successors Onboarding

What is this? 
A concise profile of employees skills, performance and 
experiences. 

SAMPLE



Step 2: Developmental Assessment
What is this? 
This added level of assessment will support the successful candidates in deepening their awareness through a 360- 
degree assessment and the Cliftonstrengths assessment. Candidates will have a holistic perspective on their 
behaviours in key competencies which will help them to prioritize their development goals.

Who should complete?
o Candidates + selected responders

When?
o Within six (6) weeks of entering 

the succession pool.

Who will provide access?
o Candidates will be provided with 

the required links for these 
assessment.

Who will manage?
o This will be managed centrally

SAMPLE



Step 3: Development Plan
What is this? 
This development plan outlines the targeted strategies and interventions designed to close identified gaps and 
accelerate the candidate’s readiness for key roles. It serves as a critical tool for mapping the candidate’s path to 
readiness, establishing milestone goals, and ensuring continuous progress through a strong feedback loop.

Who should complete?
o Candidate in partnership with candidates line 

manager (Coach Consultation will be made 
available)

When?
o Within eight (8) weeks of entering the succession 

pool.

What should be included & Resources to use?
o Candidates details
o All Assessments including 360
o Skills Audit Assessment & SHL Report

SAMPLE



Step: 3b.  Development Strategy Toolbox

What is this? 
This strategies toolbox outlines possible interventions to be selected to hone key competencies. It’s a practical strategy gu ide 
built on the principle that leadership development is heavily built through experiences. This toolbox will showcase Core 
Leadership Competencies and the Civil Service College suite of programmes and a variety of development options that could 
be leveraged to support the candidates development. Click here for more details.



Step: 4.  Development Plan Sign-off 
What is this? 
Before implementation, all candidate development plans must be vetted and  approved by the Ministry’s designated 
Succession Panel or the Centrally Managed Succession Panel. This ensures the plans are aligned, achievable, and support 
strategic talent development goals.

Who are required to sign?

o Succession Pool Candidate

o Line Manager

o Ministry Succession Panel/Centrally

    Managed Panel

When should this be done?

o One (1) week post submission

SAMPLE



Step: 5  Development Plan Implementation 

What is this? 
All signed off development plans should be executed as planned with milestone achievements clearly mapped and assessed. 
Accountability steps include quarterly reviews,  which will be included in the Performance Management cycle. Discussions will  
also be led at the Ministry Succession Panel and the Succession Planning Steering Committee levels.

Who is responsible for implementation?
o Candidates, their line managers and CHROs (where applicable)

How will the implementation be tracked?
o The candidates line manager will integrate development plan 

into performance agreement, provide coaching and feedback, 
document feedback and progress in check-ins.

o CHROs will ensure implementation of plans and monitor 
development plans and update succession panels (where 
applicable).

What if the development plan is not executed as per signoff?
o This information will be shared with the Succession Panels 

who will advise on next steps.



Step: 6  Succession Plan Progress Discussion

What is this? 
This accountability step helps the organization assess key role coverage, candidate readiness, and potential talent risks, 
enabling informed decisions to strengthen leadership continuity. 

Who is involved?

o Succession Panels & Steering Committee

How frequently will this be done?

oQuarterly



Step: 7  Readiness Assessment

What is this? 
This is a step to see how ready the candidates are to assume the role they are groomed for and will inform workforce planning. 
It will consider, 360 Assessments, Performance Reviews and execution of development plans and evidence to indicate the 
desired competencies are now developed.

Who is involved?

o Succession Panels & Steering 
Committee

How frequently will this be done?

oAnnually



Coach/
Mentor

• 1:1 Signature Executive 

Coaching

o 6 Sessions 

o Blanchard Caribbean

• Assigned Mentor

Quarterly Check-ins 

mapped to PM Process 

to ascertain progress 

against targeted 

interventions.

Check-Ins Mapped 
to PM Cycle

Integrated 
Learning

• Formal Learning

• Experiential/On-the-

job

• Social Learning (Peer 

Learning)

Accessibility- Talent Development Process & Tools – Civil Service College Website (input webpage address here)

Successors'
Onboarding

• Build understanding & 

commitment, confidence

• Tools & Process 

Knowledge

• Foster strong 

relationships

Candidate Support



If you need additional support please reach out to your Line Manager or 
Sheena Thompson sheena.Thompson@gov.ky , Management Advisor for 
Succession Planning for additional guidance. 

Additionally, please see:
Link for Succession Planning Policy
Link for FAQ

mailto:sheena.Thompson@gov.ky


Privacy Notice: 360 Review  

The Civil Service College respects your privacy and takes care in protecting your personal data. As a data controller, we comply with the Cayman Islands Data Protection Act (2021 Revision).

What personal data we collect?

We will collect your contact details (name, work email) in order to facilitate your voluntary participation in the 360 Review program.
Our third party contractor will also collect your contact details (name, work email), as well as personal data of the person being evaluated, in the form of personal opinions submitted by colleagues. As a 
data controller, our contractor will comply with all requirements of the Data Protection Act (2021 Revision). More details about the contractor’s privacy programme can be found here: 
https://hr.mcleanco.com/terms/privacy 
 
Why do we collect this information and what do we do with it?

We need to collect, use, and store your personal data in order to provide employees with a mechanism to give and receive meaningful, relevant feedback to support the ongoing development of employees. 
Our legal basis for the collection of your personal data is for a public function, and legitimate interests in the development of our employees.
We may also produce statistics on the total number of feedback opportunities attained by employees, but this does not include any personal data about you or the specific details of your participation.

Who has access to your personal data?

One staff member of the Portfolio of the Civil Service will receive a copy of the final aggregated/themed report, with the specific comments removed.  Our contractor will also have access in order to 
facilitate the programme. 

How long do we hold your personal data?

Personal data are held in accordance with an approved Disposal Schedule.

What are your rights? You have the right to:
 
• Ask for any incorrect information we hold to be put right.
• Ask us not to use your personal information any more.
• Ask us to delete your personal information.
• Request details of the information we hold about you.

Still have data protection questions? Please contact the Portfolio of the Civil Service Information Manager at FOI.POCS@gov.ky 

Last updated: November 14, 2025

https://hr.mcleanco.com/terms/privacy
mailto:FOI.POCS@gov.ky
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