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The Business Case for
Succession Planning

Expected outcomes from a successful succession planning process should
include:

continuity of leadership

a contribution to achievement of business objectives by selecting
and developing managers on the basis of strategic and organizational
requirements

an increased ability and speed to identify and place managers who are
ready to assume higher level management or key leadership roles

an accelerated identification of issues and creation of action plans
concerning the mix of talent against current need and strategic issues

increased ability to identify, retain, develop and promote high potentials,
and diverse talent

a catalyst to drive organizational change

frequent in-depth reviews of key talent; common framework on people
and performance standards

the communication of a strong signal to employees about the leadership
process, developing talent, and promoting diversity

opportunities to coach managers on the required competencies

broadening the base of information about a company’s talent.

More should be expected from managers even though most successful
development comes from the self-motivation of employees. Managers need
to be informed that the succession planning process is a critical process to be
planned for and to manage. They will need to provide specific feedback to key
employees on current performance, on-the-job-development, cross-functional
assignments, as well as focused development and training. Managers must
know that developing talent is an integral part of their responsibilities.
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Succession planning is a
business necessity

An increasing number of businesses
have determined that succession
planning is a business necessity

as critical as strategic planning

for their business as a whole.
Succession planning is strategic
planning for the most efficient

use of your human resources,

not only for the business in the
current state, but its future state.
Businesses utilize the strategic
planning process to forecast future
customer and product or service
requirements; they also need to
forecast the human resource needs,
both in competency levels and
quantity, that will ensure resources
are there, when needed, to achieve
the overall plan.
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In summary, a succession planning process consists of the following key
steps:

1. Ensure that the unit or company head is fully committed to the process.
If not, do not begin the process.

2. Educate those involved in the selection process as to the business need.

3. Determine how deep into the organization the plan will be applied. (How

many layers below the president?)
4. Establish the criteria to be used to identify candidates.

5. The president and his or her immediate staff meet to establish a
competency profile of the current staff that will be assessed using a
standardized set of proven competencies or skill sets or a set they have
developed from scratch.

6. Review the company’s strategic plan/direction and identify the human
resource elements.

This sample document is only an example and is based on the laws in effect at the
time it was written. MRA-The Management Association, Inc. does not make any
representations or warranties regarding the appropriateness or prudence of using
this information for any particular individual or situation. Your company should add,
delete, or modify the content of this document as needed to suit your purposes. This
material is for your information only and should not be construed as legal advice. In
some circumstances it may be advisable to have legal counsel review final documents
prior to implementation.
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In too many instances, businesses
view succession planning as

only for very large companies.
Nothing could be further from
business reality. A more realistic
approach is to call the succession
planning process management
or employee development. Apply
the process to the company
president and the next two layers
of management if the company
has 500 or more employees. If the
company is smaller, all exempt
employees can be included in
the process. The thrust of the
management development or
succession planning process is

to determine the development
activities employees need in order
to increase their competencies.
For key positions, after successors
have been named, development
activities are selected to prepare
the employee for the next level.

MRA’s HR Hotline can help you!

‘ 866-HR-Hotline | 866.474.6854

. InfoNow@mranet.org

‘ mranet.org/24-7/hr-hotline

[llinois lowa


mailto:InfoNow%40mranet.org?subject=
http://mranet.org/24-7/hr-hotline

As one of the largest nonprofit
employer associations in the nation, MRA:

Serves 4,000 employers Holds more than
covering one million 2,000 Training

employees worldwide. E events annually.

200 HR experts Offers more than

with more than 2,000 years of 1,000 HR Guides
collective knowledge, experience templates toolkits, and more.
and expertise.
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MRA is Your TotalHR® Resource.

MRA helps you create powerful teams and a safe,
successful workplace with talent, tools, and training.
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