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Agenda

Å The Vision of System Learning
Á Integrating HR/Learning & Talent Management
ÁTalent Management and Learning Processes
ÁBegin with the end in mind: Long Term Goals 

ÅTalent Management
ÁThe fundamentals for success
ÁLatest trends and tools
ÁChristianaõs Learning Institute and Center for Employee 

and Career Development

ÅSuccession Planning
ÁFactors/challenges defined
ÁBest practices in healthcare

ÅWrap up and Q/Q
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Research shows that 20% of hospitals actively engage in 

succession planning.

ÅDoes your hospital have a formal succession planning 

process?

- Yes

- No

- Somewhat; Iôm not sure

Polling Question



HR Strategy & 

Services 

ÅWorkforce planning / supply

strategies 

ÅRecruitment / sourcing

ÅEmployee Relations / Business

partners

ÅRewards / Compensation

ÅBenefits and Wellness 

ÅPerformance management,

coaching and corrective action

ÅCompliance, legal 

ÅHR Service Delivery ðsystems

ÅBest people/

mgt practices / 

discernment 

ÅKnowledge

delivery 

Learning & Talent 

Management

ÅLearning Institute 

ÅCoaching & Career Development

ÅLeadership capability 

ÅTalent Management

ÅSuccession Planning

ÅInclusion & Cultural Competency

ÅLearning Services 

ÅSystem-wide learning strategy

ÅOrganization Effectiveness/Change

Management

ÅEmployee Experience/

On-Boarding

Leading HR practices to foster a 

great place to work to meet organization 

workforce needs

Learning and Inclusion accelerating

transformation and higher levels 

of performance

Human Capital



System Learning Vision and Services Framework

Vision
We strive to be recognized as an inclusive "people developer" learning 

organization and culturally competent healthcare leader that provides 

ongoing growth opportunities to our colleagues and the best care to 

our patients and community.



System Learning Purpose:
Our commitment to Learning,

People Development and Inclusion

ÅGrow leadership capacity to deliver our 
Focus on Excellence goals and foster a 
Great Place to Work environment

Å Implement strategies and programs to 
continue evolving our culture to 
accelerate transformation in the areas of 
change, learning, and coaching 

ÅDevelop our colleagues at all levels to be 
the best they can be while implementing 
a system-wide learning strategy 

ÅAdvance workforce diversity and 
inclusion and become a leader in 
culturally competent healthcare 

ÅAccelerate the journey of becoming a 
Learning Organization



Talent Management &

Learning Processes

Career 

Development

Career Coaching

Development Planning

Career Aspirations

Healthcare Careers Promotion

Succession 

Planning

Enhanced Succession 

Planning Process

Talent Reviews (In Progress)

HI-Po Identification 

Leadership

Development

Leadership Behaviors

Self-Assessment

HBDI Individual & Team

360 Assessment

Coaching

Leadership Behaviors in Action

Leadership Forums

Nursing Forums

Integrated Talent Management Process and Strategy

Learning & Development 
Learning

Council

E-Learning 

Services

Content

Development 

Learning Management 

System

Culture Diversity and InclusionTeam/Organization Assessments and Retreats

Mandatory

Education
IT Strategic Projects

Educatorsõ

Community

Employee

Experience

On-Boarding

Excellence Journey

Pre-Boarding Site

Enhanced Service Excellence

NEO Re-design 

Culture Assessments



System Learning 3 Year Plan Goals

ÅGrow our people by expanding development opportunities for 

our colleagues at all levels

ÅBuild leadership capability in the areas of Coaching, Culture of 

Diversity, Inclusion and Responsibility

ÅManage our leadership pipeline to ensure readiness to fill 

workforce needs through the implementation of a robust 

talent management process

ÅNational recognition of Christiana Care as a learning and 

culturally competent organization

ÅMeasure the value of our learning and talent management 

offerings, adopting a measurement methodology 



Talent Management

ÅDefinition ðdeveloping employees and leaders for the 

future of the organization 

ÅPurpose ð

ÁIdentify the best talent to lead the organization in the future to 

ensure continuity and enhance performance potential

ÁDevelop talent pools of future leaders

ÁBuild internal leadership capability

ÁEnsure that future leaders have the experiences and skills to be 

successful

ÁDevelop potential successors in ways that align both system and 

individual career needs

Deliver the right people in the right place at the right time for the right cost



Talent Management 

Annual Integrated Process
JAN FEB MAR APR MAY JUN JUL AUG SEP OCT NOV DEC 

Staff

PM/Development

Conversations

Performance 

Reviews

Development 

Plans

Potential Review

Leadership 

PM/Coaching

Conversations

Leader Performance 

Reviews and 

Annual Goals

Talent Review 

& Succession 

Planning

Organizational 

High Potential 

Review

Career 

Planning

Discussions

Talent

Development 

Plans

Behaviors & Talent 

Assessment

Leadership Behaviors

Assessment (Multi-rater)

High Potential Assessment

Coaching and Learning



Talent Management Potential Review

Process

ÅKnow your talent

ÅDevelop your talent

ÅMove your talent

Value to Organization 

ÅSuccession plans for key roles

ÅDevelopment plans for key leaders

ÅDeployment strategies for key projects, 

roles, or expansions

Outcomes

ÅDifferentiation

ÅLeadership Development Plans ð

short and long-term

ÅDeeper knowledge of organization -wide 

talent

KNOW your 

Talent

DEVELOP

your 

Talent  

MOVE 

your 

Talent



Talent Management Tools

1. Leadership Talent Management/Potential Review 
Process

2. Know Your Talent
ÁPerformance Management System High -Potential Report ð

nominations

ÁLeader Profile ðperformance/potential worksheet

ÁLearning Agility ðindicators of potential

ÁPotential Map ðperformance/potential matrix with 
descriptions

ÁPotential Map worksheet ðblank version

3. Develop Your Talent
ÁTalent Development Map ðtypes of developmental activities

ÁWhat Makes an Experience Developmental? ðguidelines for 
developmental activities



Learning Agility Characteristics

KEY CHARACTERISTICS OF LEARNING AGILE PEOPLE 

 
Mental Agility 
Á Curious 
Á Get to the root causes 
Á Comfortable with complexity and 

ambiguity 
Á Find parallels and contrasts 
Á Question conventional wisdom 
Á Find solutions to tough problems 
Á Read broadly 

 
Results Agility 
Á Build high performing teams 
Á Can pull off things against the odds 
Á Have drive and personal presence 
Á Very flexible and adaptable 

 

 
People Agility 
Á Open-minded 
Á Self-aware 
Á Personal improver 
Á Comfortable with diversity 
Á Can play many roles 
Á Understand others 
Á Like to help others succeed 
Á Politically agile  
Á Have a light touch 
Á Deal with conflict constructively 
Á Skilled communicator 

 
Change Agility 
Á Tinkerer 
Á Can take the heat 
Á Introduce new slants 

 

 

Leadership Potential is distinct from job performance: although the two often go together, 

they rely on different characteristics and skills.  Research links long -term success and 

advancement to a combination of:

ÁBasic intelligence, variety (depth and breadth) of experience (across roles and challenges) 

and

ÁContinuously learning to do new or different things



Talent Management Strategy Plan

ÅContinue to implement Christiana Care Integrated Talent Management 
and Talent Review process to ensure gaps in leadership talent are 
identified and action plans are implemented to address identified 
gaps.

ÅContinue to validate high -potential leadership and staff nominations, 
develop and execute talent development plans. 

ÅProvide education and tools to enhance the coaching capability of our 
leaders.

ÅOffer an enhanced leadership education curriculum for our leaders 
including Residents and Physicians. 

ÅEstablish a Diverse Talent Pool Leadership Forum to foster the growth 
and development opportunities for high potentials. 

Å Implement a high potential leadership accelerated program.

ÅContinue to proactively look for external talent where internal 
succession planning gaps are identified.



Letôs Frame the 
Game of Learning



Formal, 

Informal & 

Social

Learning 2.0

+

Leadership

+

Enterprise 2.0

work together

work together

work together

work together

work together

work together

What We Need To Do


