
Career Development and 
 Succession Planning  

Changing Landscape of HR 2012 Conference 



2 

Overview 
• Career Development Program  
• Succession Planning Process 

 
 

Career Development & Succession Planning  

Presenter
Presentation Notes
Today we are here to help you develop your skills and provide tools and processes to create and sustain a high performing organization now and for the future. This workshop will cover two key programs that you can implement in your organization to assist with developing your human capital.A career development programA succession planning process 
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Benefits 
  
• Reduced organizational risk. 
• Increased productivity. 
• Improved employee morale and 

engagement. 
• Enhancing employee development. 
• Expediting goal achievement.  
• Facilitating retirement planning. 

Career Development & Succession Planning  

Presenter
Presentation Notes
As you continue to develop your talent management program, the long term benefits to your organization will be:Reduced organizational risk – by increasing organizational readiness and identifying successors for critical positions, organizations are able to proactively develop talent internally. Increased productivity – By providing employees with a framework for ongoing coaching and development, organizations successfully improve overall performance and productivity. Improved employee morale and engagement – Employees are empowered to take charge of their careers and given direction for opportunities. Enhancing employee development – With clearly defined goals, employees can continue to develop in accordance with professional objectives. Expediting goal achievement – By aligning development with goal achievement and recommended learning and training activities, organizations help employees identify required skills to better meet goals. Facilitating retirement planning – Well-thought career planning enables organizations to identify and capture the skills and competencies of retiring employees so they can develop a plan for growing qualified successors and facilitate a smooth transition. 
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Group Exercise 
 What 

organizational 
processes do 
you currently 
have in place to 
develop 
employees? 

Career Development & Succession Planning  

Presenter
Presentation Notes
So let’s take a look at what your organization currently has in place.Group Exercise
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Sample Developmental Processes 
• New Hire Orientation 
• Learning & Development Programs  
• Performance Appraisal Process 
• Informal Coaching Sessions 
• Mentoring  
• Career Development  
• Succession Planning  

 

Career Development & Succession Planning  

Presenter
Presentation Notes
Some of the standard developmental processes organizations will have in place include (read slide).Today, we are going to help you learn more about Career Development and  Succession Planning in order to take your current system to the next level.  



 
 

Career Development & Succession Planning  

Group Exercise 
 
 What is career 

development? 
 
 What is career 

planning?  

Presenter
Presentation Notes
So let’s take a look at creating an effective career development program. But before we do this we must understand what career development and career planning means.In your teams come up with a definition of what each means. 
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Career Development  
 The process by which 

employees progress 
through a series of 
stages, each categorized 
by a different set of 
developmental tasks, 
activities, and 
relationships. 

 

Career Development & Succession Planning  

Presenter
Presentation Notes
A formal definition of Career Development. Workbook Activity: Career Development Guided Notetaking
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Career Planning 
 Process by which 

employees become aware 
of interests, values, 
strengths, and weaknesses; 
obtain information about 
job opportunities within 
their company; identify 
career goals; and establish 
action plans to achieve 
career goals.  

Career Development & Succession Planning  

Presenter
Presentation Notes
A formal definition of Career Planning. Workbook Activity: Career Planning Guided Notetaking



 Enable people to be more 
effective in their current jobs. 

 Prepare people for positions of 
broader responsibility. 

 Provide motivation for people by 
combining, as much as  
possible, their interests and 
goals with the needs and 
opportunities within company. 

Career Development Objectives 
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Career Development & Succession Planning  

Presenter
Presentation Notes
So now that we  understand the definitions, let’s review the objectives.  The specific objectives of the process are to: Enable people to be more effective in their current job assignments Prepare people for positions of broader responsibility Provide motivation for our people by combining, as much as possible, their interests and goals with the needs and opportunities within company. 



 Develop groups of qualified 
individuals for all positions. 

 Ensure that no one’s development 
is overlooked. 

 Identify people with high potential 
early. 

 Ensure promotion from within. 
 Maintain diversity in the workforce. 

Career Development Objectives 
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Career Development & Succession Planning  

Presenter
Presentation Notes
Objectives:  Develop groups of qualified individuals for all positions Ensure that no one’s development is overlooked Identify people with high potential early Encourage promotion from within Maintain diversity in the workforce	



11 

Components of Career Planning 
 

• Self Assessment 
• Reality Check 
• Goal Setting 
• Action Planning  

Career Development & Succession Planning  

Presenter
Presentation Notes
Workbook Activity:  Write in Four Components next to definitions.Companies career planning systems vary in sophistication. However, all plans should include these components:Self assessment – Helps employees determine career interests, values, aptitudes, behavioral tendencies. DiSC, MBTI, Strong-Campbell Interest Inventory, and Now Discover Your Strengths all help in this process. Reality Check – Employees receive information about how the company evaluates their skills and knowledge and where they fit into the company’s plans. Usually this is provided to employee as part of the Performance Appraisal Process. It is not uncommon to hold two distinct discussion – one for PR and one for CD. Goal Setting – Employees determine short- and long-term goals during the career development process. These goals relate to desired positions, level of skill to application, work setting and reality. Action Planning – How employees will achieve. May include enrolling in training courses and seminars, conducting informational interviews, self-study, partaking in mentoring program, applying for various open positions within organization. 



A Shared Responsibility 
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Career Development & Succession Planning  

Organization  

Manager Individual  

Presenter
Presentation Notes
A key point to remember is that career development is a shared responsibility.It is a partnership of the individual, the individual’s manager, and company, each with specific responsibilities.  Notice that sometimes you perform the role of the individual, as you plan for your own career development with your immediate manager.  Sometimes you perform the role of manager, as you assist in the career development of those reporting to you. And at other times you will serve supporting the organization with your role as HR practitoner. 	



 Assess skills, interests, 
values, and development 
needs. 

 Gather information about 
development 
opportunities and 
business needs within the 
organization. 

 Identify realistic 
development goals.  

Individual’s Responsibilities 
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Career Development & Succession Planning  

Presenter
Presentation Notes
So let’s take a look at the individual’s responsibility. They start by assessing skills, interests, values, and development needsThen, they can use this information to identify realistic development goals based on their assessment and what they may need in future.They need to seek out information on development opportunities and business needs within the organization and determine what is a good fit.  



 Hold annual career discussions. 
 Work with individuals to construct 

realistic development plans. 
 Provide training and development 

experiences. 
 Provide ongoing feedback and 

coaching. 
 Evaluate performance; hold semi-

annual progress reviews. 

Manager’s Responsibilities 
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Career Development & Succession Planning  

Presenter
Presentation Notes
Managers also comprise a key component in the development process.  They are instrumental in helping individuals obtain the training and other development experiences they need.	Managers should be expected to schedule annual career development discussions with each member of their team.  This allows jointly construction of development plans—instrumental documents that outline the training and other experiences necessary to develop the individual’s knowledge, skills, and abilities.  From there, individuals are responsible for following through on their plans and participating in progress reviews.  Managers are responsible for providing ongoing feedback and coaching on the job.   This includes evaluating their job performance and reviewing their progress toward accomplishing development goals.



 Communicate business needs and 
challenges. 

 Clarify skills, knowledge, and 
experience requirements. 

 Provide training and development 
opportunities. 

 Hold managers accountable for 
developing their people. 

 Provide recognition for development. 

Company Responsibilities 
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Career Development & Succession Planning  

Presenter
Presentation Notes
The company’s responsibilities include communicating current and future business needs as well as the knowledge, skills and abilities needed to address these business needs though updated and available job descriptions. 	Employees need to be developed through effective training programs and other development opportunities. These  should be an integral part of the  business strategy.  Hence, managers, should be both recognized and held accountable for the development of people.  
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Company’s Role 
 
• Career Workshops 
• Career Centers 
• Career Planning 

Workbooks 
• Career Counseling 
• Career Paths 

 

Career Development & Succession Planning  

Presenter
Presentation Notes
Companies are responsible for providing employees with the necessary resources needed to be successful in career planning. These resources include: Career Workshops – seminars on such topics and how the process works.Career centers – Places or databases where employees can find information about job openings and training programs. Career planning workbooks – printed guides that direct employees through a series of exercises and discussions. Career counseling – advice from trained professionals. Career paths – planning sequences, identification of skills needed for advancement within and across families. Workbook Activity: Company’s Role Write in each correct term.



17 

Career Development & Succession Planning  

Career Enrichment 

Career Enlargement  

Career Rotation 

Career Promotion 

Career Downward Move 

Presenter
Presentation Notes
When discussing career development and developing a plan/direction for an employee. There are five options to choose from:Enrichment – Including activities in their daily routine that includes more of the employees interest and values. Example – Flexible hours, doing the company newsletter, running team meetings, etc. Enlargement – Employees can develop in their jobs by adding on new challenges or additional responsibilities. Example – having temporary assignment, switching roles with team member, serving on special project team.Rotation – Provides employees with a series of job assignments in various functional areas of the company or moving among jobs in a department. Promotion – Are advancements into positions with greater challenges, more responsibility and authority.  Usually include pay increases.Downward move – When an employee is given a reduced level of responsibility. 
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Career Development & Succession Planning  

Presenter
Presentation Notes
This chart shows the sequence of steps in the an effective Career Development process.  You will notice that the entire Career Development process is designed to support the company mission.  Developing the knowledge, skills and abilities of our people is the best way to meet the objectives of the organizational vision, as well as current and future business needs of the organization.	Ask: What questions do you have on the Career Development Process? Let’s now discuss how this is linked to succession planning. 
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Overview 
• Career Development Program  
• Succession Planning Process 

 
 

Career Development & Succession Planning  
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• Few leaders report making transitions 
effectively.  

• As leaders make transitions, the biggest 
shifts in effort are in the areas of 
communicating, planning, and team 
building.  

• Few leaders feel that organizations are 
doing the right things to prepare their 
future leaders.  

• The most important people to help leaders 
through transitions are one’s boss, 
colleagues and peers.  

• The skills that leaders said would help 
them most included coaching, building 
strong teams, influencing, and dealing 
with complexity or ambiguity.  

 
Source: DDI “Leaders in Transition” Study 2007 

Career Development & Succession Planning  

Presenter
Presentation Notes
Many organizations have great intentions when it comes to developing, promoting and retaining their greatest asset – their people. However, many do an insufficient job for preparing individuals for new and greater responsibility within the organization. The DDI “Leaders in Transition” study in 2007 revealed these findings (read slide). So let’s review on how we can  we identify ensure the right people are in the right positions now and in the future. 
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Traits of High Potentials 
• Skills, experience and leadership 

potential to help company execute 
its future business strategy.  

• They are trusted and respected by 
managers, peers and 
subordinates. 

• They are confident in abilities and 
willing to learn what they don’t 
know. 

• They are willing to take on new 
tasks and take risks to accomplish 
business goals.  

• They consistently produce results.  

Career Development & Succession Planning  

Presenter
Presentation Notes
So who are these leaders/high potentials that can help drive the bottom line? The criteria can be unique for all organizations, yet all will nearly share these traits (Read Slide). (Retaining High Potential Article, Talent Magazine Aug. 2007).In order to help your team ask the right questions, to determine the appropriate criteria for your organization, the following handout with help you in this area. Workbook Example: What to ask to find high potentials



 
 

Career Development & Succession Planning  

Group Exercise 
 
 What is 

succession 
planning? 

Presenter
Presentation Notes
So  now that we identified our high potentials, what do we do with them? We need to incorporate them into a succession planning process. So what is succession planning? In your groups come up with a definition.  
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Succession Planning  
 Involves the identification and 

tracking of high potential 
employees.  

 
Objectives 
• Develops future managers for mid-

manager to executive positions.  
• Provides companies with a 

competitive advantage in attracting 
and recruiting talented employees.  

• Helps retain managerial talent 
within the company.  

Career Development & Succession Planning  

Presenter
Presentation Notes
For most organizations, identifying and retaining talent is the key to growth and continued success. With recruitment shortfalls these days, companies are wise to invest in succession planning programs to ensure the ability of fulfilling strategic roles within the company for today and for the future. Most US organizations conduct some type of SP. The SHRM Succession Planning Survey Report found that 58% of responding organizations have some type of succession plan. The plans were formal at only 29% of those. However another 26% plan on implementing one in the near future. Succession Planning involves the tracking of high-potential employees. These high-potential employees usually participate in fast-track development programs that involve education, executive mentoring and coaching, and rotation through job assignments.  HP employees may also receive special assignments, such as making presentations and serving on committees and task forces. The objectives of the program is to: Develops future managers for mid-manager to executive positions. Provides companies with a competitive advantage in attracting and recruiting talented employees. Helping retain managerial talent within the company. A win-win succession management strategy is one that allows organizations to quickly identify critical jobs, potential successors and skill gaps while providing employees with insight into available career options and the tools to plan and achieve their goals. That is why developing an effective career planning process is critical for managing your human capital most effectively. 
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Succession Planning Benefits 
• Alignment of top performers to most critical jobs. 
• Identification of successor candidates for key roles.  
• Assessment of strengths across key competencies.  
• Identification and development of high potentials. 
• Identification and elimination of key success gaps.  
                 “Developing the Next Generation of Leadership,”  Linkage, Inc.  

Career Development & Succession Planning  

Presenter
Presentation Notes
Succession management has many benefits including: (READ Slide). 
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Developing a Program   
• Identify selection criteria. 
• Test criteria with key business 

leaders for validity. 
• Develop a communications 

strategy. 
• Create a process to evaluate 

effectiveness and continuous 
improvement.  

 

Career Development & Succession Planning  

Presenter
Presentation Notes
So how do you start a program?Some  of the items that you will need to consider include (Read Slide).
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Development Strategy 
• Communications that link employees 

contributions to company success. 
• Performance plans and assessments 

that support goals (career 
development & PAP). 

• Mentoring or coaching that allows 
employees to learn from experts. 

• Policies and procedures that allow for 
lateral assignments and exposures 
in other areas of the business (special 
assignments). 

• Formal training through external 
and internal programs. 

Career Development & Succession Planning  

Presenter
Presentation Notes
Once the foundation is in place, you need to focus on how to make the Succession Planning program a tool to attract, retain, and motivate employees. A successful program is one that has a developmental strategy of core competencies that are necessary and an organizational strategy that enables high performers to do their best work. The developmental strategy will include (read slide).Workbook Activity: Development Strategy Guided Note-taking
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Organization Strategy 
• Performance-based 

compensation.  
• A flexible culture that meets 

the needs of a diverse 
workforce. 

• Opportunities for ownership.  
• Retraining or terminating 

employees who do not meet 
standards.  

Career Development & Succession Planning  

Presenter
Presentation Notes
The organizational strategy should include:(Read Slide – key points below)Organizations that based compensation on seniority versus performance will find it increasingly difficult to keep top talent. A casual dress code. Flex-time. Telecommuting.Allow employees to have full responsibility for their area of the business. Make personal accountability a core value for your organization. Tolerating substandard performance can negatively affect the retention of high-potentials. Workbook Activity: Organization Strategy Guided Note-taking
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Keys to Succession Planning Process 
• Focus on small number of candidates, looking at both 

internal and external sources. 
• Provide exposures of candidates to all executives.  
• Provide them challenging roles through the career 

development process. Test-drive their talents. 
• Look for values – integrity, commitment, team player, 

etc.  
• Assign mentor to help with development. 
• Measure development goals regularly.  
 

 

Career Development & Succession Planning  

Presenter
Presentation Notes
There are some key elements to an effective succession planning process (Read slide). 
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Improving Execution  
• Executives need to spend one-on-one 

time with employees facilitating healthy 
dialogue. 

• Meet the needs of the various 
generations (Xers may want face-to-
face meetings, GenY may want 
electronic messaging to keep in touch). 

• Don’t guard information. Share 
selection criteria and coach effectively.  

• Develop customized development 
plans. Foster frequent meetings to help 
them thrive. 

• Celebrate the program and provide 
formal and informal recognition.  

Career Development & Succession Planning  

Presenter
Presentation Notes
In the continuous development of a program these best practices will assist with the success (Read slide).
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Why Programs Fail 
• Companies confuse high 

performance with high 
potential. 

• Perceived as “society of 
friends.” 

• Human Resources is the 
only champion. 

• Lack of results.  

Career Development & Succession Planning  

Presenter
Presentation Notes
As you develop your Talent management program, beware of the some of the reasons why efforts could fail:(Read slide – key points below)A person can be a high performer and not be a high potential. Performance measures how employees achieve results in their position.  Many times, companies assume the best performers make the best leaders, but this is not always the case. A list of questions/criteria needs to be developed to determine if the individual (s) match the criteria established.  Also the individual may not be interested. That is why the Career Development Program is so critical in this process. (Reference  E-Myth book).The criteria and objectives must be well-defined and communicated transparently. And if someone is not considered a high potential, you must have the courage to tell them why.  That is why formal coaching and mentoring programs are helpful in this area.The champion for the program needs to come directly form the top. The CEO.If the high- potential pool is not there, the program will not satisfy the company needs. Workbook Activity: Why Programs Fail Guided Note-taking
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Steps to a Successful Program  
• Consistent leadership development programs 

for new and existing managers. 
• Updated job descriptions that highlight KSA’s 

and TRD’s for all positions.   
• A performance appraisal process that includes 

quantitative goals, and effective measurement 
systems for output and behavioral 
expectations. 

• A Salary System that is linked to performance. 
• An effective LMS system that captures all data.  

Career Development & Succession Planning  

Presenter
Presentation Notes
To begin your process, I have provided an overview of all the elements that are critical building blocks for an effective talent management system. 
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Steps to a Successful Program  
• A Career Development Program that provides a 

year-long focus for every employee. Annual 
career development discussion held 1st quarter 
with employees.  

• Annual “Talent Management” meeting of 
Executives to review career development plans, 
identify mentoring goals, and succession 
planning needs.   

• Transparency of communicating expectations.  
• Mentoring Program to coach employees.  

Career Development & Succession Planning  
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Overview 
• Career Development Program  
• Succession Planning Process 

 
 

Career Development & Succession Planning  



Quote 

“Selecting the right person for the 
right job is the largest part of 

coaching.” ---Philip Crosby 
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