
Succession & Strategic Workforce Planning: 
5 Steps to Ensuring Leadership Continuity



Speaker 

Stacy Sufka, MPA, MBA, MAC 

• Founder and CEO of Gladegy Consulting 

• Senior Human Resource Professional (SPHR, SHRM-SCP) 

• Board Certified Executive and Business Coach (BCC)

• Administrative Surveyor for CARF International 



Agenda

• Understanding the importance of succession planning

• Becoming Strategic about workforce planning 

• Developing a succession plan

• Implementing and monitoring the plan



JFK once said: 

“The time to 
repair the roof 

is when the 
sun is shining”



The number of people who left their job 
due to quitting, layoffs, discharges, or any 
other separation increased to 5.9 million 

people in December 2021.



A report by Deloitte found that 86% of 
business leaders believe that leadership 

succession planning is an urgent or 
important priority, but only 14% are 

confident in their organization's ability to 
develop future leaders.



According to a study by the Society for 
Human Resource Management (SHRM), 

50% of organizations have a formal 
succession planning process in place.



A survey by the National Association of 
Corporate Directors found that only 20% of 
directors felt that their organization's CEO 

succession plan was adequate.



Another study by Challenger, Gray & 
Christmas found that CEO turnover in the 
US hit a record high in 2019, with 1,640 

CEO departures announced throughout the 
year.



Succession Planning: What is It?  

• Form of resource development to fuel the future 

• Assessment of competencies, skills, and potential  

• Readiness roadmap for mission-critical roles to ensure sustainability 

• Opportunity to coach toward optimal performance 



6 Attributes of cultures that value succession
1. Operating with a collective understanding that it’s about 

ongoing efforts to ensure good leadership is in place  
2. Completing a contingency operations plan 
3. Implementing board-approved succession policies to 

prioritize these activities 
4. Demonstrated competencies in basic human resources 
5. Completing and managing from a strategic plan that 

pays attention to developing your bench strength 
6. Assigning succession planning as part of a job 

responsibility 



Succession Planning: Why is it important?   

• Ensures continuity of leadership

• Helps us identify and strategically develop high-potential talent

• Reduces risk

• Improves employee engagement and retention

Like fundraising, succession planning is an integral piece to future success 





Step 1: 
x

Have a Set, Clear View of the Business Strategy

• Understand the overall business goals

• Analyze the market and competition

• Identify the key success factors

• Define actionable goals and metrics

Who do we want to be in the community? 



How do we create value? 

Do we have the right:

• Mindset 

• Skillset 

• Toolset  



Strategic Workforce Planning 

Having the right people in the right job-fit across an 
organization at any given time.

Job Fit Matters 

32% Job Fit 

Directors
Managers 

Executives 

CEO  

Employees who are well 
matched to their jobs are 

2.5 times more productive.

 -Harvard Business Review



Step 2: 
x

Establish a Succession Planning Process 

• Clearly define the business strategy 

• Create a job analysis for mission-critical positions
• Include all senior-level positions  

• Conduct skills assessments

• Conduct a gap analysis  

• Use data analytics and forecasting



This process could be data-informed 

Start

STEP #1
Identify mission 
critical roles and 

their success 
factors

End

STEP #2
Identify high-

potential talent 

STEP #3
Assess high-

potential talent 

STEP #4
Develop high-

potential talent 

STEP #5
Challenge and 

reevaluate high-
potential talent 

Sample Process 



Keep a Database on Hand

• Spreadsheet

• Human Capital Management System (HCM)

• Cloning 

Start Small 



Succession Planning is an Intentional Process 



Step 3: 
x

Develop Leadership Competencies 

• Define the ideal:  
• Thinking styles  
• Behavior traits  
• Interests 
• Leadership skills 
• Industry knowledge 

• Job analysis 

• Job fit 



Link between skills and leadership capabilities 



Breakdown of Scoring 



Step 4: 
Foster a Culture of Leadership 

• Define your leadership characteristics 

• Encourage leadership at all levels - Not a club but a culture 

• Recognize and reward the display of leadership characteristics 



Defining Leadership Characteristics - Example



Assess Develop Position 



Step 5: 
x

Monitor and Evaluate Leadership Performance 

• Develop goals based on gap analysis 

• Coach for performance 
• Behavioral coaching 

• Perceptual coaching 

• Skills coaching - Hard/Soft

• Reassess over time for comparative analysis 



Leader As Coach 

Behavioral coaching focuses on helping individuals modify their 
behaviors to achieve specific goals or improve performance. 

Perceptual coaching is centered around helping individuals shift 
their perspectives, beliefs, and interpretations of situations. 

Unlocking people’s potential to maximize their own performance



Review: 

1. Have a Set, Clear View of the Business Strategy

2. Establish a Succession Planning Process 

3. Develop Leadership Competencies 

4. Foster a Culture of Leadership 

5. Monitor and Evaluate Leadership Performance 

Reminder: “The time to repair the roof is when the sun is shining”  



www.gladegy.com 
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