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Anne M. Mulcahy

One of the things we often miss in succession planning is that it should be gradual 
and thoughtful, with lots of sharing of information and knowledge and perspective, 

so that it’s almost a non-event when it happens.
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Why is succession planning important?
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opportunity 
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critical 
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to bring 
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a smooth 
and 
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skill and 
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Accelerate 
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growth to 
build bench 

strength
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US labor supply faces long-term pressure
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SUPPLY & DEMAND OF US WORKERS
Net annual change in the US working age population (18-64) Average annual net US job growth since World War II

Source: US Census Bureau, International Database; US Bureau of Economic Analysis, Current Employment Statistics; TIP Strategies.

Notes: Updated as of March 5, 2021. Population estimates and projections are for the resident population. The US population components shown in the IDB may not match 
the official population components for the United States, in part, due to differences in how they are displayed (calendar year versus midyear-to-midyear estimates). 
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The current landscape – where we are today
 87% of active and passive candidates open to new opportunities

 73% of candidates are passive job seekers 

 49% of American employees are very satisfied with their current job

 December 2022 BLS News Release:

 5.9 million total separations

 4.1 million quits

 1.5 million layoffs and dischargers

 On the last business day of December, preliminary job openings 
in finance and insurance is 424,000. 

Sources: LinkedIn, Pew Research, Bureau of Labor Statistics
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Workforce demographic distribution2020 to 2030
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Talent assessment and succession management

 An integrated set of processes within the overall talent 
management system that identifies and prepares 
mission-critical employees for the mission-critical key 
roles needed to deliver the organization’s strategy.

 Processes include:

 Talent assessment

 Succession planning

 Development planning

 Career pathing
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Talent assessment

 Is a proactive, intentional process

 Identifies high-potential employees

 Evaluates high-potential employee skills and 
competencies

 Prepares individuals for advancement into positions 
that are key to business strategy success
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Succession planning

 Is a systematic and defined process

 Ensures continuity of all key positions (not just 
executive or management)

 Identifies and develops necessary roles

 Assists in the development of individuals to assume 
higher level positions

 Both short term and long term
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Development 
planning

Is a proactive, 
intentional process

Is a systematic and 
defined process

Enhances an 
employee’s 

knowledge, skills 
and abilities 

(KSA’s)

Considers targeted 
areas of interests

Creates a 
sustainable, high-

performing 
organization
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Career pathing
 Is a proactive, intentional 

process
 Enables employees to 

understand and identify 
opportunities available 
within the organization

 Provides opportunities for 
managers and employees to 
engage in future-based 
conversations

 Promotes co-ownership of 
career growth
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Wipfli’s succession planning model

Identify key 
positions

Determine high-
po/high-perf 

group

Incorporate 
“least afford to 

lose” group

Determine 
readiness level

Crease 
succession plan

Individual career 
blueprints
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paths
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leadership 
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gaps



16

Replacement 
planning vs. 
succession 
planning

Reactive Pro-active

Risk management Talent management

Replacing/substituting Renewing/energizing

Unstructured approach Organized alignment

Exclusive Inclusive

Rigid Flexible

Source: Grow Your Own Leaders, Byham, Smith, and Paese
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The role of the 
Chief Executive 
Officer

 Top-down process 

 Must be owned and led by the Chief Executive Officer

 Partner closely with senior leadership

 Ensure the bank is taking a long-term view regarding the 
people needed today and into the future

 Champion on ongoing renewal process

 Charge HR (or other designee) for support

 Processes

 Tools

 Accountabilities
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Preparation: Document gathering

Gather and review pertinent management reports 
and documents

 Organization charts
 Strategic plan and any other pertinent reports 

outlining plans for retention or future growth
 Employee census with job titles, department, 

years of service
 Relevant job descriptions
 Identify mission critical positions and emerging 

positions
 Any relevant documents relating to succession
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Chosen facilitator discusses:Preparation:  
Stakeholder 
meeting Succession planning process – cycles/phases of 

activities/outcomes

Phase I (succession) and Phase II (development)

Worksheets used in the process

Job levels to be included in the succession plan (e.g., CEO, CFO, 
CHRO, SVPs, VPs)

Materials already gathered and other information needed

Timeline and expectations
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Phase 1 - step 1: Succession plan launch

 Meet with stakeholders to discuss next steps

 Introduce “least afford to lose” worksheet

 Introduce the talent assessment matrix

 Respond to questions

 Provide timeline for completion and any additional 
instructions

 Assign competency selection homework
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Examples:Competency 
selection

Sources:

 Strategic

 Communication

 Innovative

 Integrity

 Promotes teamwork

 Collaborator

 Polaris

 Career Architect

 Other
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Phase 1 - step 2: Complete talent matrix

 Identify emerging jobs to be included in the plan (1-3 
years)

 Identify high potential employees

 Knowledge, skills, and abilities (KSAs)

 Performance track record

 Personal interest in career development with the 
bank
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Talent assessment matrix

Invest

Divest/ 
Redeploy
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Phase 1 - step 3: Focus on position and people
SAMPLE ORGANIZATION

Key players the organization can least afford to lose

Evaluator:

Key player name Position/title Department Why can’t afford to lose Comments

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15
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Phase 1 - step 4: Succession readiness

Succession planning readiness chart
Position title CFO

Position key competencies: Integrity Strategic Problem solving Communication Confidence Coaching

Current incumbent: Bill financier

Evaluator name: Leadership team

Candidate 
name

Current 
position 

title

Current 
department

Readiness level Compentency strengths

Interim Ready 
now

2-3 
years

3-5 
years

Long 
shot

Strength Strength Strength

Mary 
Controller

Controller Accounting X Strategic Problem 
solving

Integrity

Adam 
Accountant

Accountant I Accounting X Communication Problem 
solving

Integrity

Nick 
Numbers

Actuary Actuary X Problem solving Confidence Integrity

Beth 
Assistant 
Controller

Asst 
Controller

Actuary
X

Strategic Confidence Coaching



26

Keeping the plan 
relevant Continuous process or 

review and renewal: 
Engage in this process 
on an annual basis to 
ensure a continuous 
and deep supply of 

talent to drive business 
goals and objectives
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Phase 1 - step 1: Succession plan launch

 Meet with stakeholders to discuss next steps

 Introduce “least afford to lose” worksheet

 Introduce the talent assessment matrix

 Respond to questions

 Provide timeline for completion and any additional 
instructions

 Assign competency selection homework
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Phase 2 – step 1:  
Development 
launch

Meet individually 
with high 
potential 

employees 
identified during 

the succession 
planning

Discuss growth 
opportunities 

initially identified 

Invite feedback 
and questions

Introduce the 
development 

process and set 
expectations
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Phase 2 – step 2:  
Career 
blueprints

Outline career blueprint process for each employee

 Complete leadership assessment

 Review and define job competencies (in conjunction with 
leader)

 Conduct one-on-one interviews to discuss and identify focus  for 
growth and development 

 Create draft career blueprint for employee review and feedback

 Finalize career blueprint provide to employee, leader, and HR 
(for file)

 Engage in regular discussions on progress 
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Career blueprint example
BACKGROUND:

Jim is a Banking Center Manager with over 12 years of experience, including working as a teller, a teller supervisor, and a 
banking center manager. His career began with the Bank as a part-time teller when he was in college. He then was hired 
fulltime after college as a teller. After 5 years in that role, he was promoted to Teller Supervisor and, after another 4 years,
Jim was promoted to Banking Center Manager. He currently has four direct reports.

Jim earned a business and finance degree from the University of Wisconsin-Madison.

CORE COMPETENCIES:

Jim identified three critical competencies for success in his future desired role as follows:
 Action oriented: Taking on new opportunities and tough challenges with a sense of urgency, high energy, and 

enthusiasm
 Business insight: Applying knowledge of business and the marketplace to advance the organization’s goals
 Financial acumen: Interpreting and applying understanding of key financial indicators to make better business 

decisions

In addition, he identified seven additional competencies that are important for the position:
 Builds networks: effectively building formal and informal relationship networks inside and outside the organization
 Collaborates with others: Building partnerships and working collaboratively with others to meet shared objectives
 Communicates effectively: Developing and delivering multimode communication that convey a clear understanding 

of the unique needs of different audiences
 Decision quality: Making good and timely decisions that keep the organization moving forward
 Manages ambiguity: Operating effectively, even when things aren’t certain or the way forward isn’t clear
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Career blueprint example
LEADERSHIP PROFILE:

Jim’s leadership profile was derived from a validated assessment of leadership behaviors.

Jim actively seeks feedback and capitalizes on opportunities to improve. He is goal-driven and pushes to exceed goals 
and deadlines. He prefers to focus on his own area of responsibility rather than get involved in broader issues. This allows 
him to keep focused on his work.

He’s highly responsible and follows through on his commitments. He has also developed excellent time management 
strategies and achieves required outcomes. He’s quite comfortable with change and has the ability to shift focus when 
needed and is willing to take action if something needs to be done.

Jim is calm and unaffected by the everyday pressures and tensions. He is highly credible and is viewed as a trustworthy 
person. He builds relationships and is easy to get along with. He will modify his style to adapt to different styles. He pays
attention to others in order to learn about their thoughts and feelings and shows an interest in others when they are 
having problems. He puts his personal interests aside to go along with others. While this is a positive trait, at times it’s 
also important to say “no” or to offer alternatives rather than taking on more himself.

He shows enthusiasm and positive emotions, which motivate those around him. He is highly convincing, persuading 
others with facts and conviction. He tends to go along with people in an effort to be accommodating, but at times, he 
should take a stand where he believes he can offer relevant input. Jim Is inward focused, maintaining direction in his job 
and is less focused on communicating with others perhaps as often as they would like. He may not always hear what 
people are saying and might have to circle back to get information. At times it’s difficult to be a good listener when 
attempting to multitask or when distracted for any number of reasons.
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Career blueprint example
CAREER GOALS AND OPPORTUNITIES:

Jim may be interested in promotion at some point in the future. However, for now, he prefers 
to remain in his current area with a small team. He is also interested in further developing his 
leadership skills. At some point, he would like to be promoted to a regional position or 
perhaps a position at the corporate headquarters.

CAREER BLUEPRINT WITH RESOURCE RECOMMENDATIONS:

Short-term opportunities (1-2 years)
 Enroll in a business and financial acumen course to develop knowledge and new skillsets
 Establish a mentor relationship with a regional director

Long-term opportunities (2-5 years)
 Continue participating in skill building programs
 Consider obtaining a graduate degree or, at a minimum, participate in the Graduate School 

of Banking
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Career blueprint example
Recommendations for Jim:

Leadership development
 Leadership program

 CCL – Leadership programs | Leadership training programs | CCL
 Financial literacy for everyone through KMSI Pty Ltd.

 Apples and oranges – Financial literacy for everyone – KMSI Pty Ltd
 Conflict management

 Online conflict resolution training certificate | eCornell
 Listening skills

 Active listening skills to improve communication | Pryor Learning Solutions
 Critical Conversations skills training | Online courses & seminars | AMA (amanet.org)

 Communication
 Communicate to improve sales results SM – Speakeasy Inc.
 Talk so people listen SM – Speakeasy Inc.
 How to become a better communicator | Virtual seminar | SkillPath
 How to become a great communicator, abridged | Pryor Learning Solutions
 Crucial conversations for mastering dialogue | Crucial learning – this program is one of the best 

when it comes to developing superior communication skills in difference scenarios
 Delegation skills

 Delegation | Dale Carnegie
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Questions?

Julia Johnson

Director, Organizational Performance

jajohnson@wipfli.com

920 662 2876


	Slide Number 1
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	Slide Number 17
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21
	Slide Number 22
	Slide Number 23
	Slide Number 24
	Slide Number 25
	Slide Number 26
	Slide Number 27
	Slide Number 28
	Slide Number 29
	Slide Number 30
	Slide Number 31
	Slide Number 32
	Slide Number 33
	Slide Number 34

