








A human resources manager
in retail spent some time
outlining some of the

issues he was having with
his company’s succession
planning program. They

were doing much of the

upfront work perfectly.
They looked at the
company’s long-term growth
objectives to determine

the number of leaders they
would need; they developed
fast-tracking programs that
combined classroom and
on-the-job assignments;
they had a thorough
objective assessment to
measure high potentials;
they even had a recruitment
program tweaked to

ensure they were getting
enough potential leaders

in the pipeline. They were
confident they had the best
training and development
program in their industry,
but the manager felt they
were still losing high-
potentials because, when
things got busy at the store
level, the managers did little
to reinforce the classroom
learning and provide
developmental feedback to
high-potentials.

3. Leaders who are held accountable for developing and tracking
the progress of successors.

4. Development codified as an organizational priority.

Once developmental areas are established, the high-potential receives a number
of developmental suggestions which can be extracurricular, like books to read or
an online course to attend, on-the-job assignments such as heading a meeting or
task-force committee, or more complex like stretch assignments and job rotation.

The McQuaig Self-Development Survey®, used in combination with the Job Fit Report
can support the implementation process by providing simple actionable feedback
which high potentials can use either to build upon an existing strength or to address
an area which may be a road block to their success. For example, a customer

service manager who is naturally strong on building relationships with staff may
need to develop a better understanding of financials to advance to a role with P & L
responsibility. A relevant action item generated by The Self-Development Survey is
provided below:

Make numbers your friend. Get to know percentages, dollar figures and bottom line
financial details - any information that is important to success in your role and the
success of your organization.

The next step in the process is to make the action item something that can be
measured. We have all heard of SMART goals - specific, measurable, attainable,
realistic and timely. The Self-Development Survey Action Plan provides the
format for high-potentials to sit with their manager or mentor and turn the above
recommendation into a SMART goal.

The Self-Development Survey is generated with multiple electronic Action Plans
so that the successor can tackle one or two Action Items and then return to the
Self-Development Survey at a later date.

Conclusion

The combination of retirement age leaders and a heightened competition for good
talent is a succession crisis in the making for many businesses. Organizations that
do not invest in the development and preparation of their employees for more senior
roles risk lost organizational knowledge, experience and increased turnover of their
most promising people.

It's the role of every manager to help their top talent develop their fullest potential
by challenging them and building their leadership competencies.

The McQuaig System is one tool that can add structure and objective to the process
of selecting and building future leaders.



