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Succession Planning and Talent Management: 

Weôve come a long way, buté.
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Succession Management

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

ÁEnsuring the availability of ready successors 
é in the right place   é at the right time

ÁBuilding bench strength for key roles

ÁAligning ready talent with the strategic 
direction of the larger organization

ÁFilling key openings from within, without 
delay, and with confidence to maximize 
business results



2
Copyright © 2005, Personnel Decisions International Corporation. 

All Rights Reserved.

Agenda

ÁLessons from the private sector

ÁWhy succession management is growing in 

importance

ÁCommon pitfalls

ÁHow to build a more robust succession 

management process that provides a real 

leadership advantage
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Why the Increased Focus on 

Succession Management?

ÉMore recognition that:

ÁHaving the right talent is critical

ÁThere are not enough of them around 

ÁThey are more likely to leave

ÁNot having them is very costly

ÉSo, companies that identify, build, 
retain, and optimally deploy strong 
talent will have a distinct leadership 
advantage
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What Does Success Look Like?

ÉCompared to some benchmark, having:

ÁStrong, high performing talent in pivotal roles 

ÁQuick processes to successfully place superior 

talent in key positions 

ÁA strong bench

ÁRobust processes for managing succession

ÁEffective acceleration of development and 

readiness 

ÁRetention of critical talent
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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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Where do Companies stand with respect 

to Succession Management?

ÂStudies consistently show only 50 to 60% have 

some kind of a succession process or plan in 

place

Â94% of companies have not adequately 

prepared leaders to step into senior executive 

positions*

ÂLittle sign of succession as providing a 

leadership advantage 

ï*2003 study by DBM
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The Public Sector

US Dept. of Labor Statistics

ÉWeôre getting old:  45-64 group growing faster than 

any other

ÉGovernment folks even older: 44% age 45+ (private 

sector 30% OFs)

ÉFewer youngôns:  Government 27 % under 35 (private 

sector 43%)

É10 years of drought:  Government ownsizing means 

fewer younger workers

ÉFewer of them: Supply of 25-34s slowed to 11% 

growth (compared to 14% a decade ago)
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Replacement
Planning

ÁNear-term needs

ÁBack-up charts

Talent
Inventory

ÁLong-term needs

ÁKey roles

ÁManagement
bench strength

ÁDevelopment
objectives

ñBack 
of the
Envelopeò

ÁImmediate
needs

ÁSingle positions

Succession
Management

ÁStrategic needs

ÁContinuous 
process

ÁTalent portfolio

ÁIntegrated
systems

The Evolution of Succession 
Management
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Where Does your Organization Stand?

ÉQuick Survey

ÉDiscussion: 

ÁHow well is your organizationôs succession 
management process working?

ÁWhat are the biggest challenges in your 
organizationôs succession process?
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Common Evidence of Problems

ÁKey roles unfilled for long periods

ÁEmergency outside hires

ÁKey roles filled mostly from outside

ÁReplacements unsuccessful

ÁHigh turnover among HIPOs

ÁLack of bench strength is concerning 

Board/Execs

ÁComplaints about promotion decision 

fairness
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Whatôs at the Root of Problems with 

Succession Management?

ÁLack of focus and attention from senior line 
execs

ÁOptimistic pursuit of external ñplayersò

ÁLack of a robust succession management 
process

ÁStarting over every few years

ÁLack of skill in decision making about people

ÁLack of comfort making tough people 
decisions

Á(public sector) Fear any process will smack of 
ñanointmentò
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Typical Succession 
Management Process

Define 
Organizational 

Implications

Revise 
Success 
Factors  

Assess 
Talent  

Conduct 
Talent Reviews  

Build 
Development 

Plans  

Implement 
Development 

Plans  

Promote/ 
Place Talent

Evaluate 
Metrics  

Review 
Strategy  
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Taking It to the Next Level

Six keys to a more robust succession 

management process and building 

a leadership pipeline for sustained 

advantage
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Six Keys to a Robust Succession 

Management Process

Solid Understanding of Talent Needs

Robust, Targeted Data on Talent

Carefully Managed Talent Reviews and Decisions

Realistic, Robust Approach to Develop Talent

Robust Evaluation

Core Principles, Policies, and Frameworks
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Help Provide Focus

ÉLook through the list of six key determinants 

of a robust succession management process

ÉChoose two that are most relevant to you 

and your organization

ÉIndicate those by raising your hand
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Key #1: Solid Understanding of 
Talent Needs

1
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Talent Need Questions

ÂWhich roles are most critical?

ÂWhat types of talent do we need in each role?

ÂHow many do we need in each role? 

ÂHow will our needs differ in the future? 
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Typical Pitfalls

ÂReview of needs doesnôt adequately consider 

the longer-term

ÂAll roles treated as equally important

ÂPerformance requirements are too generic, 

not aligned with changing business needs

ÂCompetencies not differentiated among 

various roles or levels
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Performance Models
S
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What must the 

role do?

Role Challenges

Responsibilities

What do people 

need to be 

successful?

Competencies

Technical/ 

Functional

Expertise 

What is needed 

to prepare for 

the role?

Key Experiences
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Differentiated Talent Architecture

Senior 
Executive

Business 
Unit Leader

Mid-Level
Leader

Chief 
Executive

Individual
Contributor

First Level 
Leader

The 50% Ruleé
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Challenges and Success Factors 

Differ by Level

ÉConsider how Senior Executive roles 

differ from mid-mgmt.  roles on:

ÁFinancial 

responsibility

ÁValue chain 

responsibility 

Ácomplexity

ÁBreadth of 

responsibility

ÁTime horizon

ÁStrategic focus

ÁStakeholders

ÁVisibility: 

internal and 

external
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Leadership Competency Architecture (LCA)
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Key #2: Robust, Targeted Data on Talent

2


