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Classical Succession Planning: Position-based Succession Plan
Succession Plan for Critical Top Positions

Sr. Vice President

J. Smith
F. LeBanc -|_]
P. Bams --
M. Sinclair | [ ]-
|
| I [ |
VP & GM, Design Director of Chief Financial Human Resources
& Construction Technology Officer Manager
P. Bams L. Lewis F. LeBlanc M. Sinclair

Gene Peny |[ ][] [inda Petersor] -- Claudia Shaw -|_| Mary Picard --

Judy Red -- rtha Stewar] |:|- John Talbot |:||: Kevin Riker -|:]

Mark Black -- kate Thomps -|_| Moby Dickson -[_ Marina Berry |_|-

Readiness Indicators

Bl Immediately
[ Within 12-18
Months
Within 2-3 Years

www.hrecchina.org

Performance/Potential Indicators

=3 1 - Promotable/Exceptional Performer
= 2 - Promotable With Development/Exceptional
mm Performer
= 3 - Promotable/Fully Competent Performer
4 - Mastery/Exceptional Performer
— 2 - Promotable With Development/Fully Competent
Performer
6 - Promotable/Contributor
. Mastery/Fully Competent Performer
™ 8 . Promotable With Development/Contributor
9 - Mastery/Contributor

Purpose: Identify

succession bench for

critical positions, and to

accelerate target

development

Actions:

Identify critical positions

Identify potential

successors

Target development

Annual succession review

Our POV:
Only for top positions
Carefully define
indicators:
Performance,
Competencies,
Learning Agility
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. The Leadership | .

Environment:

The Four Rooms

www.hrecchina.org



“Business today IS
like Room 3, but
wouldn’ t it be great if
we could treat each
other like Room 2 as
we fight the creative

battles of Room 3
together?”

www.hrecchina.org
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Paul Walsh

Chairman, Diageo
Former Chairman & CEO,
The Pillsbury Company
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What is a VUCA World?

Volatile Z%FHY
Unpredictable #ELLFRMAY
Complex £ Z4p
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1. Dealing with Ambiguity

2. Learning on the Fly

3. Perspective

4. Conflict Management

5. Sizing Up People . .
6. Dealing with Paradox 5‘&1}1‘]54]%1%12
7. Personal Learning iﬁ&%ﬂ]g{t
8. Creativity

9. Understanding Others E"J ﬁgj]

10. Composure — ﬁ%‘éfg

11. Motivating Others

12. Self-Knowledge

13. Command Skills

14. Political Savvy

15. Managing Diversity

16. Timely Decision Making

www.hrecchina.org
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What Got You Here Wil

Not Get You There!
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High-Potential Management Survey Corporate //

Leadership Council, 2005 i D g% 0 \ai

[ Low Perf [] Hi Perf
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Figure 13 High potential definition

Al talent are high potentials

High performers are high potentials

High potentials are those who can be promoted immediately

High potentials are those who can take general management roles in the future 51.3%
We do not have a specific definition for high potentials

Others

N/A
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BAlTEENRENERR “ FIHHE"
-- Learning Agility

MANEFTEFFS] . RENZL NN EBERBENIFER
; KR BINFE AR RIFF 2EHME. BRNF; 7
CHTHB. F—RE). HELTHLPREMBITERREE

BIERE “BERET - IR TRIEIMER R SR E
ERNEES . NERIBREHRF G (Learning Ability)
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CXOs

Executives

% of ‘future CxOs’ in

Middle Management workforce by level

o Indicative age group

Supervisors / Team Leaders

Individual
Contributors

www.hrecchina.org
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LOIV'NGER CAREER ARCHITECT® Full-Time Develo
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Definitions of the most de

Fernaticral Assagrments

Line 1o Statf Swatches

Fux -ty Turnarcands.

.
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f£Leadership Development is a State of Inner
and Outer Growth
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Leadershin Develonment Lanauaae : Expertise & Feedback

Leadership Development Language: Questions and Leadership Development Language : Expertise &

Reflection Feedback . .

LD Processes Emphasize: Coaching LD Processes Emphasize: Mentoring & Stretch

LD Tools: Facilitation, Reflection & Self Awareness, Assignments _ .

Personality Assessments LD Tools: Sharing Knowledge/Expertise, Performance

How do you challenge yourself to grow from the Inside Feedback,360° Assessment _

Out? How do you challenge yourself to grow from the Inside
In?

www.hrecchina.org
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A Framework for SUCCESSION ARCHITECT Eggnlsﬁzﬁellﬁ
Organizational « STRATEGIC EFFECTIVENESS
Capability ARCHITECT®

What do you Need?

« Taking Talent®

Do You Have

. Talt_ant the Talent to
Identification et e
Business

?
What do you Have? Strateg

» Workforce Planning

Talent Management

How will you Manage
your talent?

www.hrecchina.org
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