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SUCCESSION PROGRAM




To learn more about our solutions, call us at 866.751.1644



Remember Rocky IV (the one where the iron man

Drago kills Apollo Creed in an exhibition match, so Rocky

flies to Russia for revenge in the boxing ring)? If you

recall, Rocky didn't use fancy machinery or performance
enhancing drugs to prepare for his fight; he used his
surroundings. The same should go for your succession
model. Use the resources you already have to advance
the next generation of leadership in your company, and
use assessments to gauge who in your company should
be moved up in succession. Using in-house resources in
succession planning will result in:

+  Anongoing supply of well trained, broadly
experienced, well-motivated people who are
ready and able to step into key positions as needed.

+ A cadre of desirable candidates who are being
integrated into the company with positive goals
established for them individually.

+ Aflow of these capable people through
various departments with the goals of
educating them into the culture and processes
of the company.

« Availability of appropriate resources within
the company to conform with the future needs of
the company.

+ Positive goals for key personnel, which will
help keep them with the company and help
assure the continuing supply of capable
successors for each of the important
positions included in the succession plan.

+ Defined career paths, which will help
the company recruit and retain better people.

+ The continuous input of ideas to improve the
internal processes and procedures of the company,
as well as opportunities to improve the offerings
and services of the company in the marketplace.
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Finally, be realistic. The Harvard Business Review gave
an example of an unrealistic succession plan:

“The head of engineering is a high-performing
leader who has the potential to be C00. She has
always been in an engineering role. If she had
sales experience, she would be even more ready
to be the (00, so her development plan is written
to include a job move to be head of sales. However,
this company would never take the risk of putting
someone without sales experience in the top sales
Jjob—so her development plan perpetually says,
‘move to a sales job’ even though that will never
happen.”

Setting unrealistic goals will only lead to frustration.
You're probably not going to bulk up to a 350-pound
mountain of muscle, and your mediocre sales person is
probably not going to be the next sales manager.
While development plans and succession charts
aren't promises, they are often perceived as such

by high-performing individuals in the organization
that want to advance. Setting realistic goals helps
everyone involved understand what is necessary

for advancement, and how it can be achieved.

For some people, it’s just not going to happen.

The most important thing to remember is to define
what success means to you, and which goals you wish
to accomplish. Maintaining a strong line of succession
is just as important as keeping your body healthy and
fit. By considering the aforementioned suggestions,
you can achieve both.

Productivity is never an accident. It is always the result of a

commitment to excellence, intelligent planning, and focused effort.

—Paul J. Meyer
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