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H I G H L I G H T S

• The “WHY” of Succession Planning

• Key Stages 

• Emergency BCP for Leadership & 
Key Roles

• Takeaways
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Succession planning is the road map 
to keeping an institution thriving.

T H E B I G  " W H Y ” It ensures business continuity,
preserves institutional knowledge, 
develops future leaders, and 
strengthens organizational stability



S U C C E S S I O N  
P L A N N I N G  

K E Y  S T A G E S

• Process of:
• Identification: Initiatives & 

Positions
• Assessment: Candidates’ 

Potential & Readiness
• Development: Grow Your 

Talent
• Transition & Review: 

Implement the Plan 
• Continuity: Reduce 

Operational Disruptions



Identification: 
Initiatives & Positions

• Start with: Organizational 
Goals & Initiatives – those drive 
positions.

• Analize positions: Relevant? 
Redundant? New roles for 
alignment?

• Emerging technologies and 
AI: Mindset of evolution not 
scarcity.



Key Outputs:

• Critical Role Inventory

• Competency Profiles

• Strategic Alignment
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Identification: 
Initiatives & Positions –

Continued



E M E R G I N G  T E C H N O L O G I E S  
&  I M P A C T S  T O  P O S I T I O N S
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Assess the Talent Pool

Map internal candidates against 
critical roles using performance 
data and structured talent 
reviews.
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Assessment: 
Candidates’ Potential & 
Readiness
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4 Box Talent Assessment 



Key Outputs:

• Calibrated list of high-potential team 
members mapped for critical roles & 
assigned readiness rating.
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Assessment: 
Candidates’ Potential & 
Readiness – Cont’d



Active development through stretch 
assignments, rotations, mentorship, 
coaching, and progressively higher 
decision authority

D E V E L O P  
S U C C E S S O R SDevelopment: 

Grow Your Talent



D E V E L O P M E N T:  
G R O W  Y O U R  T A L E N T  – C O N T ’ D
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• Most programs fail at Stage 3 (Development), not Stage 1 (Identification).

• Without active development, succession candidates do not actually become more 
prepared – they just sit on a list.

• The development stage is where talent investment turns into succession readiness.

• This stage requires the discipline, longest time horizon, and most senior management 
support.

• Intentional goal-setting, mentorship, and coaching are key success drivers. 



Key Outputs:

• Individual Development Plans

• Stretch Assignments

• Executive Coaching
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Development: 
Grow Your Talent –
Cont’d



Successor steps in with structured 
onboarding. Review the outcomes, 
capture WCOs, and feed insights back 
into the next cycle.

I M P L E M E N T A T I O NTransition & 
Review: 
Implement the Plan



T R A N S I T I O N  &  R E V I E W :  
I M P L E M E N T  T H E  P L A N  – C O N T ’ D
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• Intentional onboarding with continued support

• Post transition, the organization reviews what worked: 

• Was the successor truly ready, what gaps emerged, was the developmental plan 
accurate, and what should be improved for the next cycle.

• This stage closes the loop and feeds learning back into Stage 1 of the next planning 
cycle. 

• Create: a transition review document and updated process for the next succession 
cycle.



Key Outputs:

• Structured Handover

• Documented Review & Reflection

• Process Improvement
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Transition & 
Review: 
Implement Your Plan –
Cont’d



Continuity Plan – a written action plan 
combines all stages to maintain stability and 
navigate change. 

Process is not static! It requires a dynamic 
rinse and repeat. 
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Continuity: 
Reduce Operational 
Disruptions



E M E R G E N C Y  B C P  F O R  
L E A D E R S H I P  &  K E Y  P O S I T I O N S
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• Like IT-ISP plans for business continuity – but make it for the PEOPLE element!

• How resilient is your institution to unplanned leave of absences & 
resignations/terminations?

• Build an emergency BCP for leadership and key positions 

• Communicate agreed-upon plan for the short-term solutions



B C P  B U I L D O U T

• Executive Team – owns this buildout but 
engage team members for input

• Identify communication channels:

• Notifications – type and 
responsibility (internal and 
customer-facing)

• Inventory of process, procedures, 
backups, system access requirements, 
and cross training expectations.

• Ongoing review and updates will be 
necessary
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T A K E A W A Y S

• Succession planning is not the 
same as filling an open position. 

• Four-stage model is most widely 
used

• Develop pools, not single named
heirs

• Communicate transparently with 
successors

• Run the cycle annually with senior 
leadership accountability.



C O N N E C T  W I T H  U S !
W E  O F F E R  C O A C H I N G  A N D  L E A D E R S H I P  
D E V E L O P M E N T  S O L U T I O N S
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