
Wait and See Future Star Star

Inconsistent Performer Consistent Performer Rising Star

Under Achiever Adequate Performer Solid Performer
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Wait and See

* Emma
* Ian

Future Star 

*Nathan

Star

*Louise

Inconsistent Performer

* Jonathan

Consistent Performer

* Jenny
* Liam

* Matthew

Rising Star

Under Achiever

* Sandra

Adequate Performer

* Jordan

Solid Performer

* Philip
* Melissa
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Wait and See
• Strong positive behaviours
• Could be new to role/too early to assess
• Requires further development 
• Anticipate strong results once person 

grows in role 

Future Star Star
• Very strong behaviours
• Highly competent in current role
• Exceeding performance expectations
• Trusted to  take on wider responsibilities
• Ready for new challenge
• Role model
• Consider retention strategy

Inconsistent Performer
• Positive behaviours
• Performing below expectations but does 

show some potential
• Could be new to role and not adapting as 

well as anticipated

Consistent Performer
• Positive behaviours
• Valued in current role
• Steady, consistent performer
• Reliable and can be counted on to deliver
• Capable of growing into bigger role with 

support

Rising Star

Under Achiever
• Could show some negative behaviours

• Low level of performance with low 
potential

• Could be someone who has been over-
promoted or in role for a long time

• Not in line with company values

Adequate Performer
• Inconsistent behaviours
• Generally performs at expected level
• Could have reached their job potential
• Unlikely to want to move to new role

Solid Performer
• Highly valued in current role
• Strong performer in current role
• Could be in niche / specialist role
• Limited potential / likely to stay in same 

role
• Could be difficult to replace – retention 

risk?  Consider retention options
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• Strong behaviours
• Highly competent in current role
• Exceeding performance expectations
• Capable of taking on wider 

responsibilities
• Consider retention strategy

• Strong positive behaviours
• Room to build and maximise 

performance
• Will become Star when fully performing
• Potential to take on wider responsibilities
• Valuable asset for the future
• Consider retention strategy



Wait and See

• Probably not had opportunity to 
demonstrate skills

• Monitor and re-assess

Future Star Star
• Keep challenged until new 

opportunities arise
• Give stretch goals and senior mentoring
• Consider job shadowing to maintain 

engagement
• Consider retention strategies

Inconsistent Performer

• Seems to have potential but something 
is blocking them – get to root cause

• Review
• Assess any training gaps

Core Talent

• Provide coaching and development 
opportunities to build performance

• Motivate and engage

Rising Star

Under Achiever

• Review
• Manage performance 
• Assess motivation

Adequate Performer

• Not a Star but keeps things running
• Work on motivation and engagement
• Re-focus

Solid Performer
• Star performer that has probably 

plateaued but with specialist knowledge
• Find ways to keep engaged and 

challenged
• Consider reward and retention 

strategies
• Consider knowledge transfer
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• Consider additional coaching, training 
and development to build 
performance

• Challenge and provide mentoring

• High performer starting to show 
potential for advancement

• Invest in development opportunities
• Set higher more strategic goals


