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Succession 
Management 

Def in i t ion:  
 
“Succession management is 
a strategic process that mini-
mises leadership gaps for 
critical positions and provides 
opportunities for top talent to 
develop the skills necessary 
for future roles. With other 
companies, succession man-
agement is a constant strug-
gle, viewed as an administra-
tive exercise rather than as a 
competitive advantage.” 
 

How to Imple-
ment Succession 
Management 
Strategy Effec-
tively (Step-by-
step approach) 
 

1. Review and refine with 
executive leadership the stra-
tegic business imperatives 
required for success. 

 

2. Determine critical roles 
required to achieve the busi-
ness imperatives. 

 

3. Conduct systematic talent 
reviews integrated with the 
business planning process. 

 

4. Reinforce the execution of 
development plans. 

 

5.Monitor  progress against 
success measures and 
adapting when necessary. 

Source: Right Management, A Man-
power Company, (2010). Succession 
Management. 

Succession Management 
Succession management secures future 
leadership capability, which is critical for driv-
ing organisational performance. It is an active 
and vital ongoing business process, embrac-
ing dynamic market imperatives to integrate 
the identification, assessment and develop-
ment of talent with long-range strategic plan-
ning. 
 
According to a research conducted by Par-
rant (2010) on Managing Talent at the Work-
place, having a proper succession pipeline: 
 

• Increases retention of high performers 

• Eliminates the need to seek opportunities 
elsewhere 

• Results in having more than one good 
person available for a key job 

• Establishes who is ready now and what it 
will take to make others ready when you 
need them 

 
To avoid mistakes that have been repeated 
over the years, organisations should: 
 

• Assume succession management as a 
core senior management imperative 

• Link succession to other HR systems 

• Clearly define what constitutes high quali-
ty leadership 

• Ensure continuity in succession planning 
as a part of the business planning cycle 

 
In essence, failing to plan is planning to fail. 
Failure to plan for your organisation’s future 
can be costly. Identify your talent pool early 
and build a system to grow them. A partner-
ship with Align HR will ensure your PRE-
SENT and FUTURE success is guaranteed. 

 Succession Management Textbooks: 

 

 

 

 

 

 

Align HR Quote 
 

 
 

“Failure to plan for succession 
is planning to fail.” 
 

Williams Buggy,  

President and CEO of Whip Company, 

Inc. 1902 

~ Strategy 

~ People 

~ Action 

Rothwell, W.J. (2010), Effec-

�ve Succession Planning: 

Ensuring Leadership Con�nui-

ty and Building Talent from 

Within, Amacom. 

Succession management is an important talent management initiative across organisations big and 
small and is a strategic process that minimises leadership gaps for critical positions and provides op-
portunities for top talent to develop the skills necessary for future roles. Effective succession manage-
ment allows organisations to seamlessly merge its employees’ capabilities and career aspirations with 
the company’s business strategy and talent needs. 
 
At Align HR, our approach in building a succession pipeline involves: 
 

Step 1: Review  
♦ Review current practices and interview key stakeholders and management staff to determine Suc-

cession Management Strategy developed. 

♦ Work with HR to design a Succession Planning Framework that incorporates leadership and key 

technical positions. 

♦ Map competencies and skillsets for each role. 

 

Step 2: Design  
♦ Design assessment methodology to determine potential successors. 

♦ Build an administrative process to review and record talent pipeline with process owners identified 

and trained (HR personnel & line managers). 
 

Step 3: Administrative Infrastructure 
♦ Identify and map linkage of succession plan to Individual Development Plans (IDPs) for agreed 

talent pipeline so client can record and monitor individual program. 

♦ Link succession plan to performance management and training frameworks to ensure effective 

integration by mapping out an action plan for effective integration.  

♦ Align to reward management to retain and motivate talent. 

 

Step 4: Training 
♦ HR and line management training provided to ensure process and talent identification is adopted 

and implemented annually based on framework design and implementation structure and process-

Align HR’s Succession Management Model 

Giber, D., Sobol, M. & Hark-

ing, P. (2007). Best Prac�ces 

in Succession Planning, 

Pfeiffer. 
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