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243 unique organizations participated

Succession planning is the process organizations use to identify key positions, candidates,
and employees needed to meet the short- and long-term challenges inherent in conducting
operations. The process also encompasses companies’ efforts to develop and advance

selected employees in the succession pipeline.




What are High Performers?

Defining High Performers
This report identifies practices associated with being a high performer. In this report,
high-performing organizations are those that met two criteria:

* They reported themselves as performing as well as or better than their competitors in
financial performance, customer and client satisfaction, employee engagement, and
growth potential for the next five years.

» They strongly agreed that their talent development functions helped them achieve

their business goals.




What Do Organizations Do?

-50 percent of respondents had a succession
planning process
-compare to 35 percent from 2018

-60 percent of those that did not have a
succession planning process planned to create
one

-compare to 47 percent from 2018




What are the Biggest Barriers?

What are some of the reasons your organization does not currently have a succession planning
process? (Choose all that apply.)

Lack of resources, such as funding, staff, and time _ 57%
Lack of succession planning knowledge or skills _ %
among our talent development and HR staff
Lack of support from senior leadership _ 44%

Lack of qualified internal candidates - 15%

Lack of qualified external candidates or . -
difficulties identifying external candidates

Other - 12%




What are the Biggest Benefits?

For what reasons did your organization adopt a succession planning process? (Choose all that apply.)

Identify and prepare future leaders 87%

Ensure business continuity 81%

Create opportunities for future advancement 68%

Retention of current employees 65%

Ensure retention of institutional knowledge 55%

Fill future vacancies created through retirement 55%

Increase employee engagement 46%

17%

Better able to recruit outside talent

Save money - 1%

Other I 3%




What are the Biggest Challenges?

In your experience, what are the top challenges in succession planning? (Select up to three.)

59%

Lack of a robust development plan for succession candidates

Lack of resources, such as funding, staff, and time 46%

Lack of metrics to track the program's success 45%

No standard criteria for identifying potential candidates 0%

Lack of succession planning knowledge and skills
among our talent development or HR staff

2%

Lack of qualified internal candidates 18%

Lack of support from senior leadership 16%

Lack of qualified external candidates or difficulties
identifying external candidates

4%




Changes in Succession Planning

Have your organization’s efforts at succession planning
changed in the last two years?

No, they have Yes, they have

stayed the increased
same 69%
27%

w

Yes, they have
decreased
4%




Knowledge Management

What strategies do you employ to capture knowledge from retiring employees? (Choose all that apply.)

Written documentation
Having retiring employees train their replacements

Interviews

Having retiring employees continue as part-time staff,
contract staff, or volunteers

Phased retirement
Specialized knowledge management software

A wiki or another internal website

External consultants to help with knowledge capture
and transfer

Videos

Other

63%

58%

58%

46%

38%

8%

I4%

0%

o

17%



Positions Addressed

Which position(s) does your organization’s succession plan address? (Choose all that apply)

70%
69%

VP level

_ 67%
Director level
7%

%

Other C-level positions besides CEO
68%

Managerial level
65%

50%
51%

CEO

23%
23%

Individual contributor level

5%
4%

Other

2022 M08




Identifying Candidates

Which of the following methods does your organization use to identify internal candidates for
succession planning? (Choose all that apply.)

Performance reviews _ 73%
Senior leader's nomination _ 69%
Manager's nomination _ 50%
Participation in leadership development or learning programs _ 38%
[n-person assessments (including interviews) _ 33%

27%

CEOQ's nomination

Candidates self-identify - 25%

HR nomination 19%

19%

Talent development department nomination

Nomination of panel responsible for candidate identification . 6%

Exam scores l 5%

Other . 7%




External Candidates

To what extent do you seek talent outside your
organization for your succession planning pipeline?

Not at all
1%
Small extent .
19% Very high
extent
7%
High
O EE— extent
Moderate 220
extent

41%




Developing Candidates

When developing internal candidates for succession, which of the following practices does your
organization use? (Choose all that apply.)

Mentoring and coaching 81%

Challenging or stretch assignments 72%

Formal learning 58%

Regular performance and development feedback 58%
360-degree feedback from peers, superiors, and 1%
subordinates

Identification of desired competencies 46%

Involvement of current leaders as teachers and mentors 46%

Custom training programs or individual development plans
(IDPs)

4%

Informal, peer-to-peer learning 34%

Job shadowing 30%

Rotational training 24%

Partnerships with outside organizations - 12%

Other I 3%




Evaluating Succession Plan

How do you measure the success of your succession planning efforts with internal candidates?
(Choose all that apply.)

Positions filled by succession candidates 76%

Number of candidates in the pipeline 58%

Retention rates for succession candidates 58%

33%

Completion of written succession plan

27%

Diversity of candidates
Performance appraisals for succession candidates 24%
Satisfaction of managers with succession candidates 24%

24%

Satisfaction of succession candidates with development opportunities

Satisfaction of succession candidates with selection process - 12%

Cost of succession planning 9%

Other

15%




Best Practices

v' Measure Your Progress

v Develop an Internal and External Strategy




Best Practices

v Even Small Changes Matter

v'Knowledge Management is Key




Audience Questions
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Resources Mentioned In the
Webcast

ATD Capability Model: https://capability.td.org/

Christee Gabour Atwood, Succession Planning Basics:
https://www.td.org/books/succession-planning-basics-2nd-
edition

ATD Research, Bridging the Skills Gap,
https://www.td.org/research-report/bridging-the-skills-gap-
workforce-development-in-changing-times-pdf-download
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