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!uccessmn Han agem en!

E The process by which business leaders
ensure they have the right talent to achieve
strategic goals. This includes

AEnsurlng the availability of ready successors
é 1 n the right place é

ABUIIdlng bench strength for key roles

AAIlgmng ready talent with the strategic
_direction of the larger organization

AFiIIing key openings from within, without
delay, and with confidence to maximize
business results
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Al_essons from the private sector

ANhy succession management is growing in
_Importance

ACommon pitfalls

AHow to build a more robust succession
management process that provides a real
leadership advantage
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sSuccession Management?

E More recognition that:
A!—Iaving the right talent is critical
AThere are not enough of them around
AThey are more likely to leave
ANot having them is very costly

E So, companies that identify, build,
retain, and optimally deploy strong
talent will have a distinct leadership
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al DOes succCess LOO IKE :

E Compared to some benchmark, having:

Astrong, high performing talent in pivotal roles

AQuick processes to successfully place superior
talent in key positions

Aa strong bench
ARobust processes for managing succession

AEffective acceleration of development and
readiness

ARetention of critical talent

PERSONNEL
PDI BReSoss

Copyright © 2005, Personnel Decisions International Corporation.
4 AN RIS RESEREL REAL LEADERSHIP ADVANTAGE™



€

Well placed confidence

that your current and
future leaders are
increasingly stronger
than the competition,
resulting in

improved
performance

and sustained
competitive
advantage.
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to Succession Management?

A Studies consistently show only 50 to 60% have
some kind of a succession process or plan in
place

A 94% of companies have not adequately
orepared leaders to step into senior executive
positions*

A Little sign of succession as providing a
eadership advantage
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US Dept. of Labor Statistics

EWedre gett i64group rdwing fadté than
any other

E Government folks even older: 44% age 45+ (private
sector 30% OFs)

EFewer youngons: Gover nmen
sector 43%)

E 10 years of drought: Government ownsizing means
fewer younger workers

E Fewer of them: Supply of 25-34s slowed to 11%
growth (compared to 14% a decade ago)
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Management

.)EC)- - -

Almmediate
needs

ASingle positions

ANear-term needs

ABack-up charts

ALong-term needs
AKey roles

AManagement
bench strength

ADevelopment
objectives

AStrategic needs

AContinuous
process

ATalent portfolio

Alntegrated
systems
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E Quick Survey

v

E Discussion:

AHow wel | I S your organi
management process working?

Awnat are the biggest challenges in your |
organi zati on0O0Os success.|
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AKey roles unfilled for long periods
AEmergency outside hires

AKey roles filled mostly from outside
ARepIacements unsuccessful

AHigh turnover among HIPOs

AL ack of bench strength is concerning
_Board/Execs

ACompIaints about promotion decision
falrness
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Succession Management?

Al ack of focus and attention from senior line
_execs

AOpt Il mi sti ¢ pursuit of ex
AL ack of a robust succession management
_process

AStarting over every few years

ALack of skill in decision making about people

AL ack of comfort making tough people
_decisions

A(public sector) Fear any process will smack of
Aanoil nt ment o
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Management Process

Review
St % :
Evaluate Define

| Organizational
Metrics ’ Implications

Revise
sSuccess
Factors

Promote/
Place Talent

Implement

Development
Plans

C ct
Talen lews
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T Taking 1o the Next Level

Six keys to a more robust succession

management process and building

a leadership pipeline for sustained
advantage
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Management Process

Solid Understanding of Talent Needs

Robust, Targeted Data on Talent

Carefully Managed Talent and
Realistic, Robust Approach to Develop Talent
Robust

Core Principles, Policies, and Frameworks
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E Look through the list of six key determinants
of arobust succession management process

E Choose two that are most relevant to you
and your organization

E Indicate those by raising your hand
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Talent Needs
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Which roles are most critical?

What types of talent do we need in each role?
How many do we need in each role?

How will our needs differ in the future?
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Typical Pitfalls

Review of needs doesnot
the longer-term

All roles treated as equally important

Performance requirements are too generic,
not aligned with changing business needs

Competencies not differentiated among
various roles or levels
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Performance Models
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Role Challenges

Responsibilities

What must the

role do?

| Decisions International Corporation.

a4 Competencies

Technical/
Functional
Expertise

What do people
need to be
successful?

mmmma K€Y EXperiences

What is needed
to prepare for
the role?
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B!#erentllatea !alent !rcﬂlltecture

Chief
Executive
Senior
Executive

Business
Unit Leader
Mid-Level
Leader
First Level T he 50% |[Ru
Leader

Individual
Contributor
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Differ by Level

E Consider how Senior Executive roles
differ from mid-mgmt. roles on:

AFinancial
responsibility

Avalue chain
responsibility

Acomplexity

ABreadth of
responsibility
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ATime horizon
AStrategic focus
Astakeholders
Avisibility:
Internal and
external
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METACOMPETENCIES

FRONT-LINE LEADER

Super Factor: Thought Leadership

1.

Analysis

Analyze lzzues and Solve
Problems

MID-LEVEL LEADER

Make Sound Decizions

BUSINESS UNIT
LEADER

=ze Inzightful Judgment

SENIOR EXECUTIVE

ze Astute Judgment

I 2. Strategic Thinkin i

3.
4.
5.

nderstand Strategies

Act Stratedically

Think Stratedically

=hape Strategy I

Financial Acumen
Innovation
Global Perspective

[dentify lmprovements

Super Factor: Results Leadership

6.
T.
8.

9.

10.

Facus on Customers
Planning
Managing Execition

Results Crientation

Courage

Zeek Customer Satizfaction
Establizh Plans

Execute Efficiently

Showy Initistive

Super Factor: People Leadership

11.
12.

13.

14.
15.

16.

Influence
Engage and Inspire

Talent Enhancement

Cpen Communication
Collaboration

Building Relationships

Solict =upport
Encourage Commitment
Zelect and Develop

Cammunicate Effectively

Felate Well to Cthers

Super Factor: Personal Leadership

17.
18.

Establishing Trust
Adaprabil ity

Demonstrate Credibility
Feadily Adapt

Uze Financial Data
Think Crestively

Meet Custamer Meeds
Build Realistic Plans
Manage Execution
Showe Drive and Initiative

Build Support
Mativate Others
Develop Others

Foster Open Communication
Promote Teamwark
Eztablizh Relationzhips

Eztablizh Trust
Shonwe Acdaptakility

Apply Financial Acumen
Inrowyate
Dizplay Global Perspective

Foows on Customers

Enzure Execution
Drive for Rezsults

Lead Courageously

Influence Cthers

Engage and Inspire
Build Talernt

Promaote Collahoration

Build Relationships

Inzpire Trust
Adapt and Learn

Apply Financial Inzightz
Display Wision
Drive Global Integration

Ensure Customer Focus
Aliggn the Organization
Optimize Execution

Drive Organizational
Success

Lead Boldly

ze Organizational Influence
Energize the Organization

Develop Organizational
Talent

Enzure Collaboration

Build Organizational
Felationships

Earn Unwavering Trust
Demonstrate Agility



Key #2: Robust, Targeted Data on Talent
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