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Introduction
Succession Planning
Succession Planning Is a Process in an Organization Where It Ensures That Employees Are Recruited and Developed to Fill Each Key Role Within the Company.
Succession Planning Made Your Organization to Identify Talented Employees and Provide Proper Education to Develop Them for Future Higher Level and Broader.
Succession Planning Model
1. Succession Planning Is to Understand Development Needs
2. Succession Planning Is to Identifying the Possible Successor with in Organisation
3. Succession Planning Develop and Train Successor for Future
4. It Promote and Compensate
Employees
5. Successors Are Ready for Dynamic Situations
Major Cons of Succession Planning:
· A Regular Supply of Well Trained, Experienced and Motivated People Who Are Ready and Able to Handle the Key Positions As Needed.
· A Basic Unit of Desirable Candidates Who Are Integrated Into the Company with Positive Goals Established for Them Individually.
· This Is a Regular Flow of Capable People Through Various Departments with the Goals of Educating Them Into the Culture of the Company.
· Appropriation of the Future Needs of a Company with the Availability of Appropriate Human Resources with in the Company.
· Positive Goals for Key Persons, Which Will Help Them in the Company and Will Help Assure the Regular Supply of Capable Persons for Each and Every Important Positions Included in the Succession Plan.
· Defined Goals, Which Will Help the Company Recruitment and Retaining Better People.
How to Develop a Succession Plan
Planning Is Required to Continue a Business Beyond One Generation Leaders. Succession Planning Smoothes the Path for Continuing Business Success Which May Be Done Through Whether Transferring of Private Shares to Senior Manager or Leadership to Family Members.
Succession Planning Looks Too Far in To the Future. Once You Are Not in the Day-To-Day Role, Who Will Own and Operate the Company, Is a Critical Path Decision That has a Direct Impact On Long-Term Business Profitability. For This Purpose in Succession Planning Formal Plan for This Decision Is Devised.
Succession Planning Is Not an Exact Science. There Is Not Any Fixed Single Approach for Every Situation. But the Subsequent Five Steps Are Followed by Many Business Owners.
· Selection of Successor
To Choose a Successor for Your Own Job Is a Difficult Task.You Doesn’t Worry Knowing That a Particular Manager or Family Member Will Be Appropriate to Picking Up Where You Leave Off. To a Certain Extent, This Is the Time When All the Employees Are Examined About Who Potentially Have Skill and Ability to Steer the Company. If You Have Difficulty While Selecting a Successor You May Seek the Advice of Board of Directors. It Is Estimated by the Experts That Succession Planning Should Begin at 15 Years Before You Intend to Retire. By This Approach You Can Look at the Successor How He or She Is Handling the Job and Showing His or Her Skills.
· Development Of  Formal Training Plan
For the Development of Formal Training Plan for Your Successor First You Should Analyze the Critical Functions of the Company and Then Let the Successor to Work in Each of These Areas of Business. Plunge Your Successor in the Business of Your Company so He or She Sees Both the Deepness and Wideness of the Operation. But This Process May Take Some Time Because This Needs to Teach Your Successor to Learn, Grow and Making Mistakes.
· Create a Schedule
A Training Schedule As Well As Schedule for Shifting of Control of Company Should Be Established. As Fayol Propounded in His Principles That There Must Be Unity of Command and Unity of Directions, Thus to Make Succession Successful You, Your Management Need to Know That Who Is in Charge of What and When. If You Change Your Decisions Routinely Your Successor Can’t Be Succeeded. Schedule Is a Source of Motivation to Move Through His or Her Training Program Quickly and Successfully, With a Clear Understanding of What the Coming Roles and Responsibilities Are Going to Be When You Move Out of Day-To-Day Operations.
· Get Started for Retirement
Now It’s a Time to Outline a Plan for Your Transition From Officer and Manager for the Company. This Retirement Plan May Take in Amusement, Journey, Community Service or Another Business Venture—whatever Is Right for You. Now Your Successor Is Responsible and You Should Plan for the Task You Will Do After Retirement to Energize You
· Install Your Successor
It Is Beneficial for You and Your Company to Install Your Successor in Your Lifetime. Once That's Installed, You Need to Be Worry and Let Your Successor Carry Out the Role for Which He or She has Been Trained. Eventually, Your Successor's Success or Failure Is Up to Him or Her. You Can Set the Base, Provide the Training and Prepare a Background for Your Company. After You, The Senior Management and Board of Directors Are Both the Support System and Checks and Balances for the Company.
As Succession Planning Is Challenging Task but It Will Prove As Reward When You Watch Your Company Growing Profitabily Due to the Efforts You Have Done in Providing the Company a Proficient Successor. While Preparing Succession Plan You Should Take Advice From Accountant, Insurance Agent Etc Because External Environment has Vast Impact On Succession Planning.
Succession Planning: What Is It and Why We Need It?
As We All Know That Succession Planning Is Very Much Imp in an Organization Where People in Leadership Positions Eventually Capable Enough to Fulfill That Key Role. Succession Planning Can Be Done for a Variety of Reasons Such As:
1. To Gain Promotion Within or Outside the Organization
2. To Move Part-Time Arrangements for Better Work-Life Balance in the Organization
3. To Voluntary Departure From the Organization to Pursue a Career Elsewhere
4. To Involuntary Departure From the Organization
5. For Retirement in Organization
6. For Serious Illness of Any Employee of the Organization
7. Sudden Death of Any Employee
Organizations That Failed to Plan for the Timely and Effective Filling of Such a Leadership Roles That Can Be Back Off with the Continuous Disruption by a Normal Business Activities and the Loss of Market Share. Succession Planning Is the Perceptive Process of Identifying Significant Leadership Positions That Could Put the Organization at Risk If Left Vacant Targeting Current Employees of Organization That Could Move Into Such Roles and Grooming Them for Succession. Managing Leadership Succession Is Effectively Requires a Structured Approach That Is Agreed and Understood and Followed by Everyone Involved in the Planning Process.
The Succession Planning Process

Succession Planning Requires Steps to Obtain Leadership Guidance Collect Relevant Information Make Key Decisions Execute Succession and Development Actions. If Undertaking This Activity for the First Time, You Should Consider Creating a Process That Is "Separate" From Other, Related Activities Such As Performance Management and Development Planning. Later After When You Have Executed Your Process a Couple Times You May Take Down the Special Elements and Start to Integrate It with These Other Activities. the Steps Below Outline Such a Stand-Alone Process.
Define Purpose, Goals, And Scope
The Top Leader of the Organization Outlines the Purpose, Goals and Scope of the Succession Planning Activity.
Assemble an Oversight Committee
The Committee Role Is to Establish a Succession Planning Process That Can Fulfill the Purpose, Goals and Scope Outlined by the Top Leader and to Govern Over the Process Until Most of the Major Questions and Issues Have Been Resolved.
Set Policy
The Oversight Committee Creates Policy Around Such Issues As Data Security, Assessment, Succession Nominations, Communication and Development.
Define Operational Parameters
Again This Is the Preview of the Oversight Committee. Operational Parameters Include: Positions for Which Successors Will Be Nominated the Scope of the Pool of Succession Nominees and the Rating Scales Used for Assessing Contribution and the Potential.
Develop and Conduct the Assessment
The Assessment Is Essential for Comparing Succession Candidates and Slotting Them Against Specific Succession Positions. The Assessment Data Generally Provided by Direct Managers of the Succession Pool Should Be Reviewed for Equity in the Ratings and for Consensus in the Nominations.
Compile and Organize the Data
The Voluminous Data That Is Collected Must Be Compiled Into the Kind of Information Needed by Leaders to Make Key Decisions. Some of the Compilations Include: Coded Organization Charts, A “contribution-Potential Matrix,” Reports of Any “at Risk” Positions or Individuals, And Profiles for All Individuals and Positions. A Spreadsheet or Dedicated Tool for Organizing and Displaying Such Information Is Recommended.
Conduct Organizational Reviews
Starting with Business Unit/functional Heads, The Succession Plan and Reports Compiled Are Reviewed and Key Decisions Made. These Decisions Could Range From Developmental Opportunities for Future Leaders to Actual Leadership Appointments. The Business Unit/functional Level Reviews Are Followed by Reviews at the Highest Level – With Correspondingly Higher Level Decisions.
Implement Development Plans
While Succession Decisions May Be Executed Immediately After the Reviews, The Developmental Opportunities Must Be Pursued Over the Following Weeks and Months. For Future Leaders to Realize Their Potential and Be Better Positioned to “step Up” When the Time Comes, These Development Opportunities Must Not Be Allowed to Languish Once the Spotlight Is Off the Succession Planning Process.
Assess Process Effectiveness
Like Any Other Business Process, Your Succession Planning Process Will Need to Be Improved, Streamlined, Integrated with Other Human Resources Processes and Possibly Expanded to Accommodate Additional Participants. While the Experience Is Fresh, Take a Moment to Gather Feedback and Assess Process Effectiveness – Then Set and Achieve the Most Critical Improvement Objectives
Succession Planner Can Help You When You Are:
· Experiencing Difficulty Meeting in the Career Expectations of Your Future Leaders
· Seeing Consistently Low Scores for Career Development and Advancement On Your Employee Surveys
· Losing Key Talent Due to a Continuous Lack of Opportunities
· Suffering From Lack of Internal Candidates Who Are Ready to Move Into Leadership Roles As They Become Available
· Sensing That Your Leadership Development Efforts Are Not Truly Satisfied with the Needs of Your Organization
Who Uses Succession Planning?
· Is Used by Human Resource Managers
· It Is Also Used by Human Resource Consultants
· It Is Used by Small Business Owners
· It Is Used by Sme Business Owners
· Directors of the Company
By Using Succession Planner You Will:
· By Using Succession Planning Save On Purchasing and Installing Valuable System
· By Utilize an Application You Are Already Familiar with the Current System – Microsoft Excel
· It Avoid Many Hours of Work Doing in Developing Purpose-Built Spreadsheets
· It Demonstrate to Your Future Leaders That You Are Serious About Their Careers
· It Retain Key Talent of the Personnel Through Establishing Clear Paths to the Development and Advancement
Uses of Succession Planner:
· Rate Future Leaders and Assign Them Against Specific Future Roles
· Rate Current and Future Leaders for Contribution, Leadership and Potential Work
· View Succession Snapshot of Your Entire Leadership Team
· Analyze the Overall Strength of Future Leaders
· Identify Key Risks Among the Leadership Positions and Individuals
Elements of a Succession Plan Policy
· Statement of Commitment to Prepare for the Inadequate Leadership Change.
· Statement of Commitment to Assess the Leadership Needs Before Beginning a Search.
· Plan to Appoint Interior Leadership to Ensure Smooth Operations and to Compliance with Contractual Obligations.
· Outline of the Succession Procedures Including:
· Internal Management Succession to the Internal Position
· Time Frame for Making the Internal Appointment
· Time Frame for Appointing a Board Transition Committee
· Roles of the Transition Committee and Communication with Stakeholders and Identifying a Transition Management or Consultant Conducting an Organizational Assessment and Designing the Search Plan.
Sample of Executive Succession Plan Policy
A Change in the Executive Leadership Is Inevitable for All Organizations and Can Be a Very Challenging Time.  Therefore It Is the Policy of the Organization to Be Prepared for an Eventual Permanent Change in the Leadership Either Planned or Unplanned and to Insure the Stability and Accountability of the Organization Until Such Time As New Permanent Leadership Is Identified.  The Board of Directors Shall Be Responsible for Implementing This Policy and It's Related Procedures.
It Is Also the Policy of Board to Assess the Permanent Leadership Needs of the Organization to Help Insure the Selection of Qualified and Capable Leader Who Is Representative of the Community a Good Fit for the Organization Mission Vision Values Goals and Objectives and Who has the Necessary Skills for the Organization.  To Insure the Organization’s Operations Are Not Interrupted While the Board of Directors Assesses the Leadership Needs and Recruit a Permanent Executive Officer, The Board Will Appoint Internal Executive Leadership As Described Below.  The Internal Chief Executive Officer Shall Ensure That the Organization Continues to Operate Without Disruption and That All Organizational Commitments Previously Made Are Adequately Executed Including but Not Limited to Loans Approved Reports Due Contracts Licenses Certifications Memberships, Obligations to Lenders or Investors of the Organization and Others.  
It Is Also the Policy of the Organization to Develop a Diverse Pool of Candidates and Consider at Least Three Finalist Candidates for It's Permanent Ceo Position.  The Organization Shall Implement an External Recruitment and Selection Process While at the Same Time Encouraging the Professional Development and Advancement of Current Employees.  The Internal Ceo and Any Other Interested Internal Candidates Are Encouraged to Submit Their Qualifications for Review and Consideration by the Transition Committee According to the Guidelines Established for the Search and Recruitment Process of the Organization.
How Succession Planning Is Implemented
For a Temporary Change in Executive Leadership for Example Illness or Leave of Absence Refers to the Organization’s Personnel Guidebook.  In the Event the Chief Executive Officer of the Organization Is No Longer Able to Serve in This Position Such As They Leaves the Position Permanently or the Executive Committee of the Board of Directors Shall Do the Following:
1. Within 5 Business Days Appoint an Internal Ceo According to the Following Line of Succession:
a. Chief Operating Officer (Coo) Of Organization
b. Senior Vice President of the Parent Affiliate of the Organization
c. External Consultant (With Experience As an Internal Executive Director)
2. Within 15 Business Days Appoint an Executive Transition Committee in the Event That a Permanent Change in the Leadership Is Required. This Committee Shall Be Comprised of at Least One Member of the Executive Committee and Two Members of the Board of Directors.  It Shall Be the Responsibility of This Committee to Implement the Following Preliminary Transition Plan:
a. Communicate with Key Stakeholders Regarding Actions Taken by the Board in Naming an Internal Successor Appointing a Transition Committee, And Implementing the Succession Policy.  the Organization Shall Maintain a Current List of Key Stakeholders Who Must Be Contacted, Such As Lenders and Investors of the Organization Foundations, Government Agencies, And Other.
b. Consider the Need for Consulting Assistance (I.E., Transition Management or Executive Search Consultant) Based On the Circumstances of the Transition.
c. Review the Organization’s Business Plan and Conduct a Brief Assessment of Organizational Strengths, Weaknesses, Opportunities and Threats to Identify Priority Issues That May Need to Be Addressed During the Transition Process and to Identify Attributes and Characteristics That Are Important to Consider in the Selection of the Next Permanent Leader.
d. Establish a Time Frame and Plan for the Recruitment and Selection Process.
e. Refer to the Ceo Hiring Policy and Procedures in the Personnel Guidebook for Additional Procedures.
The Board Should Use Similar Procedures in Case of an Executive Transition That Simultaneously Involves the Chief Executive Officer and Other Key Management.  In Such Instance, The Board May Also Consider Temporarily Subcontracting Some of the Organizational Functions From Trained Consultant or Other Organizations.
Conclusion:
All Together We Came to Know That Succession Planning Very Much Needed in the Organization so As to Tackle the Dynamic Situations of the Business. This Will Also Improve the Key Prospective of the Employees and Turned Them to Be Ready for the Situations That Are Difficult for Them in Future.
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