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A
Acting assignments, 40, 142

Assessment centres, 116-117

Baby boomer generation
retirement, 5-6, 166-167

Bench strength, 1, 7, 30-32
+ challenging highly talented
individuals, 31

+ “high potential” designations, 31
“talent inventory” and “supply
chain management”, 31-32

Berggren, 31

Best practices, see Succession
planning

Board of Directors, see Roles and
responsibilities in succession
planning

Bona fide occupational requirements
(BFOQ), 179-182
Cc

CEQO, see Roles and responsibilities
in succession planning

Cappelli, 31-32

Coaching and mentoring, 141, 142,
148, 150-152

Competency-based human resources
management, 25-29

+ competency defined, 26-27, 91
* innate vs trainable, 26-27

+ competency frameworks, reasons
for developing, 28-29

* competency model
development, 91-92

+ competency levelling, 29

* core competencies, 91

* core competency model
sample, 92-95
* succession planning competency

assessment form, 93-95

* leadership competencies, 29

+ levels, competency, defined, 29

+ Mercer drivers for, 27-28

+ role experts, 91

« The Manager Competency
Model, Hay Group, 27

Contractual issues, 191-193
* constructive dismissal
allegations, 191-193
+ top talent identification and
contractual obligation, 192

Corporate governance and ethical
leadership, 5
D

Davies Report, Women on
Boards, 55-56

“Deliberate practice”, 9
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Developlng top talent
*+ “70/20/10 formula”
(Lombardo), 141
* “blended learning” approach, 141
* executive coach, 142, 148-150
* assisting with succession
planning, 149
* contract between coach and
protégé/organization, 149
+ external sources of coaches, 150
+ individual development plans
(IDPs), 39-40, 45, 63, 141-143
* + primarily prepared by
employee, 143
+ sample individual development
plan, 144-147
* mentoring, 142, 150-152
+ « activities of, 150
+ benefits to organization, 151
* best fits, 151-152
+ formal program, 152
+ reverse, 151
+ specific activities for
development 142-143
+ acting assignments, 40, 142
* coaching and mentoring, 141,
142, 148, 150-152
+ formal education and e-learning
courses, 142
+ job rotations, 142
+ stretch assignments, 142
+ web-based action learning
educational activities, 143

Discrimination, 20-21, 175, 176,
177-179, 184-186, 188-191

Diversity, 16-25
* advantages to organizations, 143
+ checklist to promote
diversity, 23-25
+ deep-level or invisible, 21
+ groupthink mentality, 18, 22, 163
+ innovation, 18

“personal”, 21-22
- surface-level or visible, 20-21
+ women and the “glass
ceiling”, 18-19

E

Employee topgrading, see
Topgrading,

Employees, see Roles and
responsibilities in succession
planning

Estate freeze, 199-200

Executice coach, 57-58, 142, 148-
150

External succession
candidates, 161-171

+ internal vs external candidates,
pros and cons, 161-164

* planning checklist, 168-170

+ recruitment, 162-166
+ executive search firms, 165
+ social media - LinkedIn, 165-166
* sourcing strategies, 165

F

Forecasting and gap
analysis, 43-44, 61, see also Gap
analysis

+ factors to consider, 98-100

* key question to address, 97-98

G

Gap analysis

+ conducting analysis of
needs, 101-102

+ developing strategies to close
gaps, 102-103

Gladwell, 9
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Groupthink, 18, 22, 163

H
Hay Group, 27

High performance culture, 79-85

+ “A”, “B” and “C” players, 81

+ characteristics of, 80, 83

+ corporate citizenship, 82

+ “forced ranking” system, 80-81
“rank-and-yank”,, 81

* steps to achieve, 84-85

+ strong work ethic/trusting
environment, 82

- vitality curve, 81

+ why top performers will
stay, 83-84

Human capital management
(HCM), 11-13

+ defined, 11-12

* vs HRM, 12

Human resources (HR), see Roles
and responsibilities in succession
planning

Human resources management
(HRM), strategic, 67-71

* HR strategy defined, 68

* role in organization’s strategic
srategy, 69-71

+ “strategy” defined, 67-68

|

Individual development plan
(IDP), 34, 39-40, 45, 63, 64, 75,
103, 141-143

J

Job relations, 142

K

KSAOs, 2, 43, 45, 96

Key positions, identification

of, 95-96

Knowledge management, 158-159

+ crowdsourced within
organization, 158

+ defined, 158
+ internal social media

networks, 159

+ organizational wikis, 158
* process documentation, 159
* Web 2.0 technologies, 158

Knowledge transfer, 45

+ checklist to facilitate knowledge
transfer, 155-157

* minimizing organization’s

risk, 154

* preparing for exiting and incoming

leadership candidates, 154

+ strengthening systems and

processes, 154

Leadership competencies, 29, 33, 43,

145

Legal aspects of succession planning

* bona fide occupational
requirements (BFOQ), 179-182
+ three-part test for, 180-181

+ Canadian Charter of Rights and

Freedoms, 175

+ contractual issues, see Contractual
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issues

+ direct and systemic

discrimination, 177-179

+ discrimination defined, 177
« Employment Equity Act

(LEEP), 188-191
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Legal aspects of succession planning O
— cont’d
« Employment Equity Act
(LEEP) — cont’d
* provincial programs for
employment equity, 190
* succession planning,
and, 190-191
* human rights legislation
prohibiting
discrimination, 175-186
+ consider diverse candidates for
leadership positions, 176
* human rights complaints based
on prohibited grounds, 176-177
* mandatory retirement, see
Retirement
* reasonable accommodation and
undue hardship, 182-184
* tips in complying with human
rights legislation when

Organizational strategy
* checklist, 76-78

* human resources strategy, 77
* operational strategy, 77
+ overall organizational
strategy, 76-77
- sales and marketing strategy, 78

* succession planning, and, 74-78

* right leadership team, 74

+ organizational change through

succession planning, 78-89

« overview, 78-79, see also
Topgrading

* top talent and high performance
culture, 79-85, see also High
performance culture; Top talent

- overview, 71-73
- current state and desired state, 73

+ guiding principles, 72

planning, 184-186 Outliers, Gladwell, 9

Levelling, competency, 29 p

Line managers, see Roles and
responsibilities in succession

Peters, 108-109

planning Pohcy and procedures 203-208

M

Managers, line, see Line managers,
Management buy-out, 200
Mandatory retirement, end of, 6
Mentoring, 141, 142, 148, 150-152
Mercer, 27-28

R

Mistakes in succession planning, see
Succession planning

N
Nine-block matrix, 117-123
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+ developing succession planning
policies, 203

+ sample planning policy, 204-207
+ sample planning

procedures, 207-208

Ratmg systems for top talent

-+ 360° feedback, 123-124, 129
multi-rater assessment, 123

- assessment centres, 116-117
+ checklist, employee interests and

capabilities, 114-115
criteria for identifying, 111-112
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Rating systems for top talent —
cont’d
- effectiveness of organizations in
identifying top talent, 113-114
+ example of rating system, 112-113
nine-block matrix, 117-123
+ benefits of, 122
+ plot employees based on
performance and potential, 118
sample top talent review
worksheet, 116

Recruitment, external, 45, 162-166

Retirement

+ mandatory, end of, 186-188
part-time and consulting
engagements, 6

* phased, 6

Roles and responsibilities in
succession planning
+ Board of Directors, 49-53
+ + CHRO role in succession, 54-55
+ elements of plan, 50-51
+ scenarios for CEO
succession, 51-52
* “deteriorating
situation”, 52
“name in the envelope”, 51
“targeted retirement”, 52
* succession planning for CEO and
senior executives, 50
+ Board succession
management, 53-56
+ advancement of women, 55-56
* nominating committees, 54
+ CEOQO, 56-58
+ executive coach, 57-58
- external candidate or not, 57
+ grooming process for
successor, 56
* input from board of directors and
others, 57
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+ employees, 63-65
+ career development and training
opportunities, 64
* express interest in leadership
positions, 64
* human resources (HR) , 58-59
+ creating sense of urgency around
planning, 58
+ developing succession
program, 59-62
* best practices for HR, 60
+ facilitation and support roles, 58
line managers, 62-63
individual development plans
(IDPs), 63
development of direct
reports, 63
identification of talent, 62
+ own the process of, 62
+ senior executives, 47-48
Growing Your Company’s
Leaders, Fulmer and
Conger, 47-48
+ Grooming own successors, 51
* “leading from the front”, 47
“ownership” of plan from CEO
down, 48

S

Senior executives, see Roles and
responsibilities in succession
planning

Skills shortages concerns, 7-8

Small business succession
planning, 195-202

+ tax, estate and succession in

famlly run businesses, 197-202
estate freeze, 199-200

+ limited property or corporate
will, 201

* management buy-out, 200



Strategic human resources
management, see Human
resources management (HRM),
strategic

Stretch assignments, 142
Succession management, 13

Succession management program,
overview; see also Succession
planning, best practices
activities

* how to develop, 42-46

+ + align with organizational

strategy, 43
+ audit programs, 45-46

+ create individual development

plans (IDPs), 45

+ create plan for key
positions, 44-45

* executive buy-in, 42

+ forecasting and gap
analysis, 43-44, 61

+ identify key positions for, 43

Index

- effective HRIS/HRMS systems
and performance management/
talent management suite, 33

* regular top talent reviews and
adjust plans, 35

* senior management
involvement, 32-33

+ Board of Directors, see Roles and

responsibilities in succession
planning defined, 1-3

+ factors leading to interest in, 5-8

“generational” approach, 2

* importance of, 3-8

+ external vs internal
recruitment, 3-4
“grow from within” recruitment
strategy, 4

+ key positions, identification

of, 95-96

+ mistakes, common, 36-42

+ identify leadership competencies

(KSAOs), 43
* knowledge transfer, 45
* recruit externally, 45
* strategies to close gaps, 44
* top talent reviews, 44

Succession planning

* best practices activities, 4-5, 32-36

+ align with organization
strategy, 34

+ audit efficiency and effectiveness

of program, 36

* base assessment on management

and leadership
competencies, 33-34

+ ensure diversity is built into
programs, 35-36

* plan for all levels of management

and key roles, 35
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+ choosing successors based on
current position, 37

+ failure to build internal talent
pipeline, 37-38

+ failure to consider external
candidates, 38

+ failure to consider interests of
individuals concerned, 42

+ failure to create individual

development plans, 39-40

« failure to ensure effective

knowledge transfer, 40

+ failure to plan in small and

family-run businesses, 39

+ overly complex succession

planning programs, 41-42

* planning for CEO position

only, 38

+ relying on current performance

only, 37

+ treating planning as a one-off

exercise, 41
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Succession planning — cont’d

* open vs closed programs, 109-111
+ for and against reasons, 110-111

+ organizational strategy, see
Organizational strategy

* process, see Succession planning
process

+ roles and responsibilities in, see
Roles and responsibilities in
succession planning

+ senior executives, see Roles and
responsibilities in succession
planning

* steps in process, 61

Succession planning process
+ challenges in planning, 132
+ conducting working
sessions, 126-127
+ » facilitating, 127, 128-132
* key stakeholders, 127
+ evaluating and auditing succession
plan, 173-174
+ facilitating working
session 128-132
+ after working session, 131-132
* during working session, 129-131
* prior to session
preparations, 128-129
* preparing succession plan, 125-126
+ systems and timelines, 132-135
+ software for planning, 133-135
- advantages of, 133-134
* HRIS, 133
- vendors, 134-135
+ worksheets, 135-139
+ sample template, 136-137, 138-
139

T
Talent, defined, 8-9

+ innate vs trainable

competencies, 8-9

- soft skills, 9

Talent management, 8-29

+ defined, 8, 11

* competency-based human

resources management, 10-11, 25-
29

* recruit, onboard, develop, retain,

engage employees, 10

« The War for Talent, 8
Topgradlng, 85-89

criticisms of, 87-88
+ elements of, 86-87
+ employ and deploy “A”
players, 85-86
* succession management, and, 89
+ lengthy interviews for
recruitment, 89
* thorough reference checks, 89

Top talent
+ conducting top talent reviews, 44,
106-107
+ developing, 141-152, see also
Developing top talent
+ identifying high potential
employees, 107-109
“high learning agility”, 108
- four factors of, 108-109
+ 80/20 rule of development, 109
+ importance of identifying, 105-106
+ rating systems, 111-124, see also
Rating systems for top talent

w
Walker, 14-15
Welch, 81, 82

Workforce planning, 2, 13-16
+ and succession planning, 15-16
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Workforce planning — cont’d
+ defined, 14
* Evaluating the Practical

Index

Effectiveness of Human Resource

Planning Applications, 14
+ forecasting techniques, 15
* human resource forecasting
stages, 14-15
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+ trends identification, 15

Numerical

70/20/10 formula, 141

80/20 rule of development, 109
360° feedback, 123-124, 129
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