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Introduction

The 9 Box Grid is a simple Talent Management tool. It allows the mapping of
current performance and future potential of employees.

Looking at performance and potential together, allows the Council to match what
is required of the role, and what job holders can do. This includes what the
employee is currently capable of doing and what they may be capable of doing in
the future - with the right development and support.

The 9 box grid (where appropriate) will form part of the Appraisal process.
Discussions around performance and potential should continue throughout the
year in regular one to one’s, but specifically at appraisals and six monthly review
meetings.

Using the Grid

The 9 box grid, as the name suggests, is simply a map of 9 boxes. Each box
describes the typical behaviours of an employee.

It is the responsibility of the employee to rate their performance using the 9 Box
Grid, in order to aid a discussion with the manger during the appraisal, where the
manager can discuss their view.

Where there is a significant difference in this rating, steps and actions should be
taken to clarify this difference of view and the employee should be given the
opportunity to reflect and where necessary, continuing conversations should take
place.

Useful Information and Definitions.

FCC define performance and potential as follows:

Performance describes the activities employees undertake to deliver the goals
of the organisation in their daily jobs. It reflects the capacity to deliver against
clear objectives.

Potential - High potential individuals demonstrate the aspiration, ability,
engagement and learning potential to occupy positions at a level above their
current role. Potential is not set throughout a career - potential can grow or
develop.

Indicators of Potential:

The following checklist looks at effective and less effective indicators of potential.
The list below are examples and are linked through to Flintshire’s Behavioural
Competency Framework. Think about yourself or a member of your team and
note how many times you would respond ‘yes’ to the following questions:




Effective Indicators:

e Does the person inspire people to action?

Does the person display self awareness of their own development needs

and of their impact on others?

Are they comfortable, and can work with, ambiguity?

Can they adapt their working style appropriately?

Do they have, and do they use effectively, a wider network?

Do they treat people with dignity and respect?

Do they have a high level of resilience?

Do they have a high capacity to learn quickly and can they apply that

learning?

e Do they display creativity and innovation when dealing with issues and
problems?

Less Effective Indicators:

Is the person intolerant?

Do they over complicate issues?

Do they over conceptualise?

Does the person display over-confidence?

Are they considered manipulative or political?

Do they give up more easily?

Do they challenge procedures to be oppositional rather than to be creative
or constructive?

In general:

e |If someone demonstrates many of the effective indicators and few less
effective indicators, it is highly likely they exhibit high potential and are well
placed to make the most of it with the right development.

e |If someone demonstrates many of the effective indicators and also many
of the less effective indicators, it is likely that they exhibit potential but will
need more support to make the most of it.

e |If someone demonstrates few of the effective indicators and many or few
of the less effective indicators, they may be a high performer rather than
someone with high potential.

Supporting Evidence

The assessment of an employee’s performance against objectives is well
established using the current appraisal process. More challenging is the
assessment of potential; where any judgement must be supported by facts.



Who does what?

As an employee, you should:

Rate your own performance using the Grid, in order for this to aid a
discussion with your manager in the appraisal

Actively participate in discussions with your line manager

Be honest and open about your aspirations and commitment to further
development

Take responsibility for your own development and career

Line managers should:

Hold discussions on potential with all their team members — using the 9
box grid

Give honest feedback to their employees regarding their potential

Agree development plans with staff to help them acquire new skills and
move forward

Note any training or development need and discuss these needs with the
Learning and Development team

Input performance ratings onto the employees record on iTrent

Learning and Development

Maintain and update the core learning programmes for the Council
Provide advice and support for managers and employees on all matters
relating to learning and development

Negotiate best value from our partner organisations and other learning
providers

Provide and maintain a bank of internal Coaches to support the
development of high potential individuals

HR Business Partners

Provide advice and guidance to managers on the use of the performance
management tools

To provide advice to ensure the consistent application of standards

To support the Chief Officers in taking responsibility for identifying
opportunities for development for employees rated as High Potential or
Outstanding Performer.
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Follow up Activities for a 9 box grid.

NB:- Coaches are available from the Learning & Development department.

All of the Corporate learning programmes can be viewed on the Infonet.

If you require further assistance please contact the Learning & Development
team on 01352 841053.




