
Talent Matrix
May 2020



Talent Matrix

2

Identifying and developing our talent contributes to our strategic priority of building 
a future-proof bank. Employees who are ready for the future create a bank that’s also 
future-proof. We do this through strategic personnel planning, promoting mobility and 
developing the talent of our employees. This also helps us to identify talent gaps. The 
Talent Matrix allows us to evaluate our talents consistently. 

The Talent Matrix is part of the Talent Profile. It is located in the manager’s section of each Talent Profile 
and provides input for the People Review as part of the Succession Management process. 

What is the Talent Matrix? 
The Talent Matrix is a practical model that helps us identify and develop our talents by focusing on their 
potential and performance. Our starting point is the continuous dialogue and the Together & Better 
themes, together with the bank’s strategy.

Why are we using the Talent Matrix?
 } The Talent Matrix analyses our talent population and helps us hold future-orientated discussions with 

them based on performance and potential. 
 } It facilitates the dialogue concerning individual, team and/or business line development.
 } It is part of the annual Succession Management process, which analyses our talent population and 

tells us if we have the right people on board to help us create a future-proof bank. We’re now asses-
sing employees at Hay level 13+.
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How do we use the Talent Matrix  
to evaluate performance?

By performance, we mean results, behaviour and how far you have developed in 
your current role, based on the targets set. The focus is thus on your individual 
performance. Performance can be ranked as below, good or exceeds. Performance 
focuses on the present and recent past.

1. Results: what have you delivered? 

Your results-based target relates to your current output: i.e. what specifically have you achieved in your 
present job? It’s based on your individual contribution to the strategy or goals of your grid or department 
and your agreed individual objectives.

2. Behaviour: how are you working? 

Behaviour concerns two parts: how you are carrying out your current job and are you living the culture 
principles. 

Delivering on our purpose and strategy has everything to do with our behaviour, underlying values and 
the way we communicate & interact with each other, with our clients and with society at large. 
Therefore, we have refined our culture principles with the values & behaviours we need. A detailed 
overview can be found on page 8. 

Supporting questions to consider regarding the cultural behaviours:
 } Does he/she show the Culture Principles to their full potential and in which situation do you see / hear that?
 } When does he/she have a hard time complying with the Culture Principles?
 } Which behaviours do you think are the most important behaviours needed to realize our strategy and 

live our purpose? And what does this person show? Successful or not?
 } What potential does someone not yet fully utilize and needs development?
 } Which strengths can someone build on?

3. Development: what have you developed?

This is about your personal motivation and talents, and gives you insight into your strengths, goals and 
areas for further development. Where do you want to be, now and in the future? 

In the Together & Better dialogue, you conclude clear agreements about your results 
and how they are measured. This ensures that mutual expectations are clearly 
under stood and the results of your performance are known in advance by both  
you and your line manager. 
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How do we use the Talent Matrix  
to assess leadership potential?

Leadership potential is about your ambition and ability to develop the qualities 
required in order to take on broader and more complex roles, initiate change and 
develop new and broader skills.
 
When we refer to “leadership potential”  in the Talent Matrix, we look at the following three elements:  
ambition and ability for a generalist role and how adaptable you are. Your “leadership potential” can be 
in the depth or in the breadth and it focuses on a possibility in the future. “Leadership potential” is not 
necessarily meant in the hierarchical sense, it refers to more generalist positions that are able to lead 
broad initiatives.

1. Ambition 

Your ambition and motivation for broader generalist roles. Making the effort to develop yourself is vital in 
achieving this. 

Characteristics of ambition:
 } Personal leadership
 } Looking for broader work-related experiences that assist your ambition or allow you to learn something
 } Self-awareness, with the ability to reflect on personal goals and ambitions
 } Focus on new (learning) experiences in a changing environment

You must record your ambition in your Talent Profile. Your line manager then uses this information  
when looking at your potential. You can find more information about the Talent Profile on intranet.

2. Ability

Your ability for broader generalist roles lies in your ability to solve (diverse) problems, effectively  
work with uncertainty, think strategically, be persistent and have effective relationships with others. 

3. Ability

Ability to master new knowledge and skills quickly and apply them to new and/or more complex situations.

Characteristics of adaptability:
 } Deliver results in challenging circumstances
 } Effectively work in changing situations
 } Effective relationships with diverse people



Talent Matrix

Transparent dialogue
To promote a clear Together & Better dialogue, the employee and his manager should regularly discuss 
his performance and leadership potential to agree further steps for development. The results of the 
Talent Matrix should consequently come as no surprise.

How are you progressing with your performance and leadership potential? Do you need more specialist 
develop ment or do you need to broaden your current development? Do you want to go further in your 
existing business line or would you prefer to transfer to another business line? This is a joint dialogue and you 
are responsible for your own development.

The Talent Matrix as a development tool
The Talent Matrix is a development tool. Depending on your performance and leadership potential, you and 
your line manager can discuss a development activity that ties in with your current job and goals. Are 
you being fully stretched and developed? Or are there concerns about your potential and results? Below 
are some development ideas which can help you to grow in your current or future role inside or outside 
the bank.

 } Coaching (on-the-job)
 } Mentoring
 } Specific professional training geared to your current job or goals
 } Personal development training
 } More complex tasks and responsibilities
 } Job rotation
 } Involvement in projects inside or outside the business line
 } Leadership programme
 } Creative use of your personal development budget
 } Involvement in social programmes within AAB, Diversity & Inclusion, Foundation, etc.
 } Career orientation
 } Career switch scheme
 } Taking on a different role in the team, e.g. product owner or subject matter expert in a multidisciplinary team

You can find everything you need to know about learning and development on the intranet. 
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How does the model differ from  
the 9-grid matrix we used before?

While still being fully in line with Together & Better, the model has been adapted to provide you with 
even better support in the dialogue concerning your drive, development and performance. So what 
exactly has changed? 

1. We now look at the Together & Better themes (results, behaviour, development) when gauging  
performance.

2. They are the starting point for the discussion on development, along with the Together & Better 
dialogue.

3. We talk about leadership potential instead of potential in general.
4. The ‘performance’ axis has been changed from “high-medium-low” to “exceeds-good-below”.
5. The Matrix no longer contains scores; we now talk about people rather than numbers.
6. One talent matrix for NL and International.
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Culture Principles in action!

Behaviours

Crazy for Clients 
Our clients are our oxygen. Everything we do, should 
be in the best interest of our clients. Together, we 
aim to create a positive impact. This is why we are 
eager to continuously deepen and develop our skills.

 ▶ Treat our clients with the same fairness that you would like 
to be treated with

 ▶ Offer services that make sense for today’s and tomorrow’s 
world

 ▶ Listen to fully understand, before responding

I am Team
A better we is a better me. When we recognize the 
value and unique talent of each individual, we can 
truly be a team. Only together can we give clients our 
very best.

 ▶ Create collaboration by inviting the knowledge and capabili-
ties of others

 ▶ Treat people with care and respect, regardless of roles and 
responsibilities

 ▶ Make the effort to truly understand others and their view-
points

Give Trust 
Trust is our licence to operate. Give trust means 
giving others the support and the accountability to do 
the job well and ethically. It’s also what makes us 
faster, better.

 ▶ Be truthful and frank in our communication and actions
 ▶ Do as promised and when things turn out to be different, 
stay honest

 ▶ Trust each other to get the job done and be available to help

Be an explorer
Be prepared to go anywhere, provided it be forward 
forward. The challenges of our world push us to 
continuously re-invent ourselves. We are eager to 
explore, experiment and learn without being afraid to 
fail.

 ▶ Be curious and open minded about our societal role as bank
 ▶ Have fun challenging the status quo and exploring new 
paths

 ▶ Experiment, evaluate and learn from our successes and 
failures

Are you in?
Are you in: Great people make a great workplace. 
Then bring your authentic self to work, it’s the best 
you can offer.

 ▶ Make a positive difference for our clients, society and planet 
through our actions

 ▶ Dare to speak from your heart, so others feel free to do the 
same

 ▶ Find the courage to invite and give honest feedforward


