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Ability

This is a guide for vacancy holders and specialist recruitment teams using Success Profiles in 
recruitment for HR Deputy Director roles for Diversity and Inclusion.  

Success Profiles
HR Deputy Director, Diversity and Inclusion

Background 

Success Profiles were introduced across the Civil Service in January 2019 to attract and retain 
people of talent and experience from a range of sectors and all walks of life. This is in line 
with the commitment in the Civil Service Workforce Plan to support our ambition to become 
the most inclusive employer in the UK by 2020. This approach supports Civil Service HR 
in its commitment to strengthening expertise, making Civil Service recruitment clearer and 
more accessible to a range of candidates. For HR practitioners, the new framework is an 
opportunity to drive professional standards. 

the aptitude or potential 
to perform to the 
required standard.

Ability 

https://www.gov.uk/government/publications/success-profiles
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/536961/civil_service_workforce_strategy_final.pdf
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The overall responsibilities for this role will typically include creating and driving forward a 
number of pioneering Diversity and Inclusion programmes which will feed into the delivery of 
the Civil Service-wide workforce plan. The postholder is likely to be a recognised expert in the 
Diversity and Inclusion sphere with established links to national bodies such as the Equality 
and Human Rights Commission, Business in the Community, Employers Network for Equality 
and Inclusion and Stonewall. They will have a comprehensive understanding of Diversity and 
Inclusion and their expertise will be sought to champion the Civil Service Diversity and Inclusion 
agenda across government and externally, promoting the Civil Service as an inclusive employer 
of choice.

The exact criteria for each role will vary depending on the organisational context and specific 
requirements of the role. More information on the responsibilities and key skills required for the 
role is available in the HR Career Pathways.  

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/732164/HR_Career_Framework_Pack__interactive__v9.pdf
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Application of Success Profiles during recruitment  

The below matrix indicates a potential approach to assessment.  The exact requirements can 
vary depending on the specifics of the role.

When designing the recruitment process for each role it is crucial that the vacancy holder 
limits the number of core criteria they list under each element to reduce the risk of narrowing 
the candidate pool.  As a benchmark, if an aspect of the role can be learnt within six months 
of performing in the role this should not be listed as a core criterion to be assessed at the 
recruitment stage.   

As a guide, it is recommended that no more than four behaviours and four strengths 
are prioritised as critical to the role. This will allow the panel to sufficiently test the criteria at 
interview stage, along with a candidate’s experience.  

Most HR Deputy Director roles will test the following elements: Technical, Experience, 
Behaviours, and Strengths. The Ability element does not feature in the HR Deputy Director 
Success Profile templates as it is assumed the candidate would have already demonstrated this 
element at this level.

Candidates at this level should be able to demonstrate their professional authority and this  
may be better tested with an experience based assessment. Senior Civil Service recruitment 
already operates in a way that follows the Success Profile methodology for blended and  
role-centred testing.

S
uc

ce
ss

 P
ro

fil
e 

el
em

en
t

Sift Leadership  
assessment(s)

Decision making  
assessment

C
V

/S
ta

te
m

en
t  

of
 S

ui
ta

bi
lit

y

E
xp

re
ss

io
n 

of
 

In
te

re
st

In
di

vi
du

al
 

Le
ad

er
sh

ip
 

A
ss

es
sm

en
t

S
ta

ff 
E

ng
ag

em
en

t 
E

xe
rc

is
e

In
te

rv
ie

w

P
re

se
nt

at
io

n

T T T T T

B B B B B B

S S

E E E E E



Success Profile: HR Deputy Director, Diversity and Inclusion | 4 

Success Profiles
HR Deputy Director, Diversity and Inclusion

Ability

Technical

Specific professional skills, knowledge or qualifications required to be successful in 
a professional role. More information is available here.

Core professional knowledge or qualification:

• Relevant professional qualification or knowledge - Chartered Fellow/fully qualified
member of the Chartered Institute of Personnel and Development (CIPD) or equivalent
professional qualification or HR knowledge.

Desirable professional knowledge or qualifications:

• Coaching and mentoring qualification - accredited coaching and/ or mentoring
qualification.

https://civilservicelearning.civilservice.gov.uk/sites/default/files/resources/technical_2018.pdf
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Behaviours

Specific behaviours expected that will result in effective performance in a job. More information 
is available here.

There are four overall core behaviours. Depending on the scope of the role the vacancy holder 
should determine the specific core behaviours required plus further optional ones that could be 
desirable.

Core behaviours:

• Leadership - remain visible and approachable to all colleagues and stakeholders. Actively
promote the reputation of the organisation with pride, both internally and externally. Display
passion and enthusiasm for the work, helping to inspire colleagues and stakeholders to
fully engage with the aims and long term vision. Embed a culture of inclusion and equal
opportunity for all, where the diversity of individuals’ backgrounds and experiences are
valued and respected. Work to influence the strategy, direction and culture to increase
effectiveness.

• Communicating and Influencing - implement communication strategies which ensure
effective communications are embedded and take account of people’s individual needs.
Embed a culture where there is a wide ranging use of the infrastructure in place to
support varied communication methods which deliver value for money. Communicate
in a straightforward, honest and truthful way with consideration for the impact of the
method used. Communicate with conviction and clarity in the face of tough negotiations
or challenges. Respect and consider the diversity of the audience when giving messages
and deliver these appropriately. Influence external partners, stakeholders and customers
successfully securing mutually beneficial outcomes.

• Seeing the big picture - anticipate the long-term impact on the Department of economic,
political, environmental, social and technological developments, at both national and
international levels. Create joined up strategies that put into practice and support the
Government’s vision for the future. Identify and shape how your work area fits within and
supports the priorities of the organisation. Develop an in-depth insight into customers,
services, communities and markets affected by your work areas and the wider public sector
context. Ensure work is in the national interest whilst meeting the diverse needs of all end
users.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/717275/CS_Behaviours_2018.pdf
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Behaviours (continued)

•	 Making Effective Decisions - act decisively and make bold, unbiased decisions at 
a strategic level. Make sense of a wide range of political and national pressures and 
influences to develop strategies which meet organisational goals. Clearly communicate 
the purpose and reasons for recommendations and decisions. Consult with others where 
necessary to ensure decisions meet the diverse needs of the end users. Accept and 
respond to challenge constructively. Clearly recommend the best option articulating risks 
and impacts on economic, environmental, political and social factors.
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Strengths

Specific strengths expected of the post holder to validate that the role is the right fit for 
them and ensure that they enjoy it and perform well. Strengths may be assessed alongside 
behavioural elements of the Success Profile to get a more rounded picture of suitability for the 
role. The information below provides further context specific to the role. More information  
and a copy of the strengths dictionary, which details the behaviour each strength maps to, is 
available here.

There are two overall core example strengths. The vacancy holder should select the strengths 
for a particular role in accordance with the scope of the role and the composition of the Senior 
Leadership Team.

Core strengths:

•	 Influencer - ability to influence others and secure the confidence of senior internal 
stakeholders across government. Quickly build credibility with senior internal and external 
stakeholders and ministers, at a strategic level, to operate at, provide challenge at, influence 
and persuade at executive board/committee level.

•	 Emotionally Intelligent  - draw insight from your own emotions and those of others to 
demonstrate empathy. Confront issues and challenge assumptions at the highest levels, no 
matter how uncomfortable, in an assertive yet constructive way.

Desirable strengths: 

•	 Analytical - seek and analyse information to inform decisions based on the best available 
evidence.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/717274/CS_Strengths_2018.pdf
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Experience

Knowledge or mastery of an activity or subject gained through involvement in or exposure to it. 
More information is available here.

Specific experience should be chosen based on the role description and specific 
responsibilities.

Core experience:

•	 Attracting and retaining / building effective teams - build commitment and 
culture; harness talents of individuals; create an environment of ambition, enjoyment, 
professionalism and impact; build diverse current and future organisational capability 
through talent, development and employee experience; take an active role in developing 
and mentoring at all levels; leading and developing resourcing and capability building 
strategies within  complex organisations. Attract, retain and develop a diverse, talented, 
productive, engaged and high performing workforce at all levels.

•	 Building relationships and partnerships - influencing, consulting and negotiating at a 
strategic level with key stakeholders, including experience of navigating conflicting views 
and priorities.  

•	 Lead on design, delivery and assurance of Diversity and Inclusion strategies - 
provide strategic vision and direction for the organisation’s Equality, Diversity and Inclusion 
agenda as part of organisational strategy, change and business improvement. Lead 
on assuring systemic transformation and culture change by designing and delivering 
interventions that build sustainable diverse and inclusive cultures.

•	 Using data and evidence to make decisions - leading and driving a shift to data-
focussed approaches to effectively monitor and assure performance on diversity and 
inclusion priorities.

•	 Employment law/relations experience -  good knowledge of the Equality Act 2010, 
legislative requirements of the Public Sector Equality Duty and experience of commissioning 
legal advice as appropriate.

Desirable experience: 

•	 Cross sector experience - experience working across sectors.

•	 Wider HR experience – working as part of a wider HR function, understanding of HR 
business partner model, shared services and HR operations and utilising this effectively.

•	 Commercial awareness - working knowledge and understanding of commercial services 
including procuring for public value and managing third party contracts successfully.

https://civilservicelearning.civilservice.gov.uk/sites/default/files/resources/experience_2018_0.pdf
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