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Agenda

• The Wedding: SP meets Leadership 

Development

• Top 10 Ideas for Building Your Bench
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The Numbers say…

• According to a survey conducted by the 
Corporate Leadership Council:

– 72% of companies predict they’ll have an 
increasing number of leadership vacancies 
over the next 3-5 years.

– At the same time, 76% of respondents are 
“less than confident” in their abilities to staff 
these positions

• Applying SP only to the “C-suite” is a 
competitive mistake.
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SP Defined*

• A deliberate and systematic effort by an 

organization to ensure leadership 

continuity in key positions, retain and 

develop intellectual and knowledge 

capital for the future, and encourage 

individual advancement.

* William Rothwell, PhD
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Why Plan for Succession?

• Anticipated demographic changes and 

scarcity of true talent.

• Need for a tool to identify skill gaps and 

training needs.

• The criticality of knowledge retention in a 

knowledge economy.

• The effects of retention and morale from 

investing in employees.
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The Wedding: SP meets LD!

• Nothing is more vital to an organization’s 

long-term health than the choice and 

cultivation of its future leaders.

• Today’s business leaders MUST master 

general business competencies.

• Managing succession requires a flexible 

system oriented toward development 

activities.
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LD is NOT Training

• Training usually focuses on one-off 

educational events.

• Usually participants return to the 

workplace and, though energized, get 

stifled by the reality of corporate life.
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Effective LD

• Pair classroom training with real-life 

exposure to a variety of jobs and bosses.

– Job rotation, special assignments

• Try “action learning”

– Pull a group of high-potential employees 

together to study and make 

recommendations on a pressing topic.
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More on Action Learning

• Provides developmental experiences for 

employees who are forced to look beyond 

functional silos.

• Often results in a useful work product for 

the company.

• These opportunities may be crucial to 

employee development in today’s down-

sized organizations.
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Group Development Review

• GDR is a periodic review of a single 
person, involving input from past and 
present supervisors.

• It IDs the next steps the employee should 
take.

• The immediate supervisor reviews the 
feedback with the employee and 
incorporates it into his/her development 
plan.
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Top 10 Ideas

1. Transfer knowledge and experience 
from the top. This aids in educating and 
developing future leaders.

2. Build relationships across generations. 
Skills, talents and values from a diverse 
group strengthens overall leadership.

3. Strengthen leadership peer 
relationships. Helps leaders break down 
“silos” and learn from each other.

@EdKrowHR



Top 10 continued

4. Develop succession plans. Don’t wait 
until the need for a leader is obvious!

5. ID and nurture high-potential employees. 
This group can be the most likely to 
leave.

6. Provide needed cross-departmental 
learning and exposure.  This develops 
understanding of the organizational 
system.
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Top 10 continued

7. Offer executive coaching. Look for fresh ideas 

from outside experts.

8. Include more leaders in succession planning.  

Foster strategic thinking early in the career 

path.

9. Provide mentoring support for new managers. 

Helps to acclimate them to their new roles.

10. Assess talent. Give leaders insights to help 

them increase their effectiveness.
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Open Dialogue

• What does your company value most 

about its leadership?

• What improvements would you like to 

see?

• What is your company’s philosophy about 

leadership?

• What leadership skills are crucial to the 

company’s success?
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Next Steps

• Once started, continue to apply SP wider 

and deeper in the organization.

• Plan for both current AND future skills 

needs.

• Fully automate the SP process.

• Integrate SP with other Human Capital 

initiatives, such as performance mgt.
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Sample
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Final Thought

• SP will likely be influenced by work/life 

concerns.

– Organizations will need to find ways to help 

high-potentials balance their work 

responsibilities and their personal lives.

– Organizations must understand the impact 

that generational influences have on 

employees’ views of career development.
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Questions?

Thank You!

717-314-3680

www.EdKrow.com
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