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GUIDE TO SUCCESSION PLANNING
Succession Planning can be defined as the process of ensuring that there are available skilled employees to meet the strategic objectives of the organization, identifying high potential or key employees and developing them for expanded or more senior roles in the future. 

It is becoming more difficult for companies to have the skilled employees they require to achieve company goals and objectives.  Companies are losing substantial numbers of upper-level management and employees in key positions due to retirements.  The existing Canadian workforce is quite mobile, with many employees leaving to seek employment with other companies or even in other countries.  Canadian families are having fewer children, which means that in future there will be even fewer people to employ.  All of these scenarios point to a shrinking workforce, and make it more challenging for employers to find and keep the ‘right person for the job’.  
The Canadian government has recognized this challenge that many employers are facing.  In response, immigration is at an all time high, with more and more highly qualified, highly skilled immigrants being available to help employers fill the skills gap.  Many organizations already have a skilled and diversified labour force.  The next step is to ensure the company continues to keep these skills despite a shrinking labour market.

Succession planning enables organizations to grow talent by aligning employees with potential future vacancies.  Typically, a succession plan will specify whether a potential successor is ready now or will identify specific skills, abilities, or experience that the employee should gain before they can be considered to move into the new role.  Engaging in succession planning creates a win-win situation for employers and employees.  Employers gain a road map of what their current workforce looks like, and what needs to be done to ensure they have needed talent in place.  Employees benefit as they receive development, and are more likely to stay with their current employer if they feel they are growing and developing.  
Generally, the following steps are found in a succession planning process:
Step 1 - Align Succession Plans with Organizational Strategy

· Succession Plans must be linked to business plans and strategies in order for them to positively affect the organization's long-term goals and objectives.  Plans must clearly reinforce corporate goals and objectives.

Step 2 - Identify the Skills and Abilities Needed to Meet Strategic Objectives

· Focus on required job- and industry-based skills, abilities, and experiences.  

Step 3 - Identify Key Positions

· In addition to senior management and leadership positions, many middle management or more technical positions may also be viewed as critical to the success of the organization.   Each of these positions should be included in the succession plan.  The more comprehensive the plan, the higher the potential value and the clearer the road map to fulfilling key human resources needs in the future.

Step 4 - Identify Key Performers

· Key performers within the organization can be trained and given the skills needed in order to fill essential positions in the future.  Keep in mind that more than one replacement could be recognized for each position.  

Step 5 - Provide Development Opportunities and Experiences

· Promotions, job rotations, special assignments, formal training, mentoring and coaching are used to develop employees.  This will prepare the employees for future positions.  
· Ensure that development opportunities contain a mix of opportunities to develop job specific skills (technical know-how) and professional skills, such as cross cultural communications, or leadership skills.
· Employees identified as potential successors should be engaged in a discussion about their development and the potential the company feels that they have.  If there is an alignment in the company’s view of the employee’s potential and the employee’s career interests, a Personal Development Plan should be created in conjunction with the areas for development identified in the succession plan.  
Step 6 - Monitor and Update the Succession Plan

· The succession plan should be a living document, updated regularly as succession candidates attain developmental milestones or fail to meet their expected potential.
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