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Succession planning systems identify, prepare, and track high potential employees
for promotion and advancement. This field guide will explore five critical steps to
ensure that you get the most out of your succession planning investments.
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Many organizations still view succession planning as replacement planning to
designate successors in the event of a catastrophe befalling senior company leaders.
Indeed, succession planning penetrates only the highest levels of the organizational
hierarchy, according to a global survey of HR leaders conducted by Softscape. More
than 80% of companies currently focus their succession planning efforts on the top
three levels of their hierarchy, including top management.

Yet a most dramatic transformation is underway: Nearly half of the organizations
surveyed plan to extend succession planning down to four levels of the hierarchy or
lower. Applying succession planning beyond the top layers of management is critical
to retaining high performers across all levels of the organization and mitigating the
risk of untimely departures of personnel in high-value positions.

The key to extending succession planning into the organization is to provide career
development planning to employees. Indeed, fully 97% of HR leaders believe that
a systematic career development process positively impacts employee retention and
engagement. HR leaders also believe that providing career advancement opportunities
as well as dedicated development planning to employees are the two most important
mechanisms for retaining high performers.

Retaining existing employees not only has the potential to minimize the effects of talent
shortages, it also provides significant and tangible cost savings (since replacement
costs range from 100%-150% of the salary for a departing employee).

A few key questions to consider to further extend succession planning into the
organization are:

1. Does your succession planning platform tightly integrate career
development? Can development activities can be assigned and
tracked against talent pools?

2. Is learning management natively integrated into the core succession
process so that development plans can seamlessly transition to
actionable learning programs?

3. Are you measuring the impact of your development and learning
programs by leveraging strategic, cross-functional workforce analytics?




