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Legal aspects of succession planning
— cont’d
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Rating systems for top talent —
cont’d
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. . . “targeted retirement”, 52
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. . advancement of women, 55-56
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. . express interest in leadership
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. 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
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Leaders, Fulmer and
Conger, 47-48

. . Grooming own successors, 51

. . “leading from the front”, 47

. . “ownership” of plan from CEO
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S

Senior executives, see Roles and
responsibilities in succession
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Skills shortages concerns, 7-8
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. . estate freeze, 199-200
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will, 201

. . management buy-out, 200
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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

. . 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

. . 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

. . 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

Topgrading, 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
Effectiveness of Human Resource
Planning Applications, 14

. forecasting techniques, 15

. human resource forecasting
stages, 14-15

. trends identification, 15

Numerical

70/20/10 formula, 141

80/20 rule of development, 109

360o feedback, 123-124, 129
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