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SURVEY RESULTS | SUCCESSION MANAGEMENT FOR A FUTURE-READY ORGANIZATION

Survey Responses

1. Please rate your organization’s current state of readiness in each of these areas:

Al readiness: The workforce is

equipped and supported to adopt, 28.5%

experiment with, and safely
operationalize Al.

35.0%

B Not at all ready

Skills readiness: A workforce with m Slightly ready

the skills and capabilities necessary 343% m Moderately ready
to execute strategy for the next one 27.0%
to three years. B Mostly ready
Fully ready
m Don’t know
Culture readiness: Leaders and
31.1%

employees view change positively
and adapt quickly.

10.1%

1.0%

0% 10% 20% 30% 40%

n = 685
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2. For which of the following role groups does your organization have a formalized
succession process? (Select all that apply)

e

Roles that tdirectly to the CEQ’s direct
o RO oorts T . a0.0%
reports
co I 75
We do not have a formalized succession
I 33.0%
process for any role groups
Non C-suite roles that report to the CEO _ 31.3%
Roles 2-3 layers below the C-suite _ 30.1%
Mid-level managers _ 23.4%

Critical non-managerial roles (e.g., project /
technical expert roles)

Entry-level managers, including frontline
! § ¢ _ 14.3%
managers

0% 10% 20% 30% 40% 50%

n=672
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3. Which of the following best describes how succession is approached in your
organization?

Our succession planning approaches vary
significantly by business unit, function, and / or

geography.

29.0%

|

We have one consistent succession planning

process applied uniformly to all leadership and _ 24.9%
critical roles enterprise-wide.
We have a distinct succession management
process for the CEO role, and another process _ 24.0%

for positions below the CEO.

We have distinct succession planning processes
. o 17.1%
for different organizational levels.

Don’t know - 5.1%

0% 5% 10% 15% 20% 25% 30% 35%

n =434
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4. Which of the following best describes how often your organization formally reviews

succession plans for key leadership or critical roles?

Annually, on a defined schedule 42.6%

|

On an irregular basis, without a defined
schedule

15.9%

Multiple times per year, on a defined schedule - 12.4%

Only when a leadership vacancy or transition is

anticipated

We do not formally review succession plans - 7.8%

Every two years, on a defined schedule 6.0%

Don’t know 4.8%

LB

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%

n=434
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5. Over the past five years, how successful has your organization been in ensuring
strong performance through transitions for roles included in your succession
management process/processes?

Very unsuccessful h 2.7%

Unsuccessful 11.1%

Neither unsuccessful nor successful 28.9%

Successful 43.5%

Very successful 9.1%

Don’t know 4.7%

B

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

n =405
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6. How effective is your organization at each of the following aspects of succession
management today?

Identifying roles that require

formal succession planning 50.9%

Filling key leadership roles

internally 47.4% H Very ineffective

B Ineffective

 Neither ineffective nor

Building sufficient bench strength effective

for critical roles
M Effective

Very effective

Preparing for sudden and
unexpected leadership
departures or vacancies

m Don't know

Adjusting succession criteria as

business needs evolve 39.5%
8.4%
3.7%

0% 10% 20% 30% 40% 50% 60%

n =405
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7. How effective is your organization at each of the following aspects of succession
management today?

Identifying high-potential talent

with future leadership potential 52.1%

Assessing successor readiness

M Very ineffective

Developing high-potential
employees into ready-now

H |Ineffective

successors
® Neither ineffective nor
effective
Preparing leaders for enterprise- M Effective

wide responsibilities beyond

their current role Very effective

Positioning newly promoted m Don't know

leaders for success in their new

47.9%
roles

Helping successor candidates
who are not selected prepare for
other opportunities

0% 20% 40% 60%

n =405
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8. Which of the following pose the greatest risk to your organization’s future
succession pipeline? (Select up to three)

Insufficient bench depth in succession pipelines 60.8%

|

History of promoting leaders based on past

0,
success rather than future leadership... 44.8%

Limited enterprise leadership experience

. 44.0%
among potential successors

Leadership roles becoming less attractive due
to workload, stress, or lifestyle expectations

28.0%

22.7%

Unexpected executive departures

Emerging or next-generation talent showing

0,
less interest in pursuing leadership roles 19.1%

Insufficient diversity in succession pipelines 17.6%

Limited Al competence among potential
successors

15.8%

Other (please specify) 5.9%

| N

0% 10% 20% 30% 40% 50% 60% 70%

n =393
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9. To what extent is your organization’s succession management process integrated
with the following?

Strategic workforce planning
processes

41.6%

M Not at all integrated

Enterprise business planning W Low integration

processes ® Moderate integration

M High integration

Don't know
Formal talent review processes
38.6%

Internal mobility practices (e.g.,

using mobility to build successor 36.2%

readiness)
Performance management
& 41.1%
processes
Leadership development
P P 43.8%
processes
0% 20% 40% 60%

n = 365
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10. Which of the following are true about succession management at your organization?
(Select all that apply)

Our CEO and / or other senior leaders
consistently participate in talent review
discussions below the enterprise level.

45.5%

|

Our succession process focuses on talent pools, _ 38.9%

. . (]
not just one named successor per role.

Decision-makers use consistent criteria when _ 38.1%

discussing successor readiness. R
Leaders are held accountable for developing
34.5%
successors.

We track succession outcomes and use that

0,
information to improve the process. 28.5%

None of the above 19.5%

|

0% 10% 20% 30% 40% 50%

n = 365
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11. To what extent are the following factors considered when evaluating succession
candidates for key leadership or critical roles?

Their track record of delivering key
business outcomes
M Not at all

M Low extent

Confidence of senior leadership and /
or the board in the candidate

B Moderate extent
M High extent
Very high extent

How their demonstrated behaviors m Don't know

align with the organization’s values

How their experiences and skills align
to the future needs of the role and /
or organization

Traditional performance and potential
assessment tools (e.g., 9-box grids)

Demonstrated ability to lead through
change, disruption, or uncertainty

Their track record of developing talent

Their willingness to experiment with
and use Al

6.6%

0% 10% 20% 30% 40% 50%

n = 365
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12. Which of the following correctly describe successor-candidate assessment
processes in your organization? (Select all that apply)

We differentiate candidate readiness (e.g.,
ready now, near-term readiness, longer-term
potential).

We incorporate input from multiple leaders or
stakeholders when assessing successor
candidates.

We use formal talent reviews to compare
successor candidates.

We assess successor candidates based on
future-role requirements, not only success in
their current or past roles.

We evaluate successor candidates through
stretch assignments.

We regularly revisit successor assessments as
business needs and candidate readiness evolve.

We use a structured, consistent process to
assess successor candidates' readiness.

We use data and / or analytics to inform
decisions.

We evaluate successor candidates through the
use of simulations.

None of the above

67.6%

|

61.6%

53.5%

46.2%

36.1%

35.6%

34.1%

28.9%

Y o.0%

4.9%

Il

0% 10% 20% 30% 40% 50% 60% 70% 80%

n = 346
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13. Which of the following does your organization utilize for successor development?
(Select all that apply)

Coaching, mentoring, and / or other targeted

. 79.8%
support to accelerate successor readiness

|

Individualized development plans 67.9%

Stretch assignments to prepare successors for

0,
broader roles 58.7%

Internal mobility across units, teams, divisions,

) 48.6%
and regions

Intentional efforts to help successors build
critical stakeholder relationships and networks

42.2%

Exposure to the board of directors or
equivalent governing body

37.9%

Alternative development opportunities for

0,
strong candidates not selected for a role 17.9%

We develop successor candidates through the
P r candi & W 7%
use of simulations.

Other (please briefly describe) I 2.9%

None of the above 2.3%

T

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

n = 346
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14. Which of the following does your organization utilize to help newly-appointed
successors accelerate their effectiveness in new roles? (Select all that apply)

Provide coaching and / or mentoring during the

transition period 66.5%

|

Facilitate introductions with key stakeholders 48.7%

Help successors build effective relationships
across functions, geographies, and / or teams

45.7%

Structured onboarding to help successors
quickly understand organizational context,
stakeholders, and team dynamics.

39.2%

Help successors address experience or
capability gaps quickly during the transition
period

35.0%

We do not formally support successor

0,
transitions 12.2%

Other (please briefly describe) 3.3%

0% 10% 20% 30% 40% 50% 60% 70%

n =337
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15. Please indicate your level of agreement with the following statements about how
potential C-suite/senior executive successors are developed in your organization.

Likely C-suite successors are intentionally
given exposure to the board or
equivalent governing body.

Likely C-suite successors are intentionally

exposed to enterprise-level decision- 41.8%
making and executive team dynamics.
We use stretch assignments, interim
roles, and / or expanded responsibilities
to assess successor readiness in real- 42.4%
world situations. .
M Strongly disagree
Likely C-suite successors are given cross- B Disagree
functional, cross-business, or cross-
) 41.5% ® Neutral
market experiences.
B Agree
Likely C-suite successors are developed Strongly agree
with future business model shifts and
40.4% m Don't know

strategic priorities in mind.

We prioritize developing leaders who can
succeed in multiple potential executive
roles—not just one predefined position.

Our C-suite succession process is
designed to develop multiple future CEO
candidates.

Our succession process prepares leaders
for executive roles that may evolve
significantly—or may not yet exist—as 5.0%

business needs change. 7.7%

0% 10% 20% 30% 40% 50%

n =337
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16. Which of the following best reflects your organization's level of preparedness for an

unexpected departure of a CEO or other key executive?

We have identified interim successors but have

|

0,
limited transition planning. 37.7%
We could respond effectively, but no formal
. 23.2%

plans exist.

We have identified immediate successors and

defined a transition plan for unexpected _ 16.0%

departures.

We are not prepared for unexpected executive

13.1%
departures.
Don’t know - 10.1%
0% 10% 20% 30% 40%

n =337
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17. Which of the following practices does your organization use to support fairness and
equal opportunity in succession management? (Select all that apply)

Provide training for leaders / managers to

|

. . . 44.3%
reduce bias in succession decisions
Use structured criteria to reduce subjectivity in
successor evaluations

Broaden the sourcing of succession talent

. ; 36.2%
across functions, geographies, or talent pools

Monitor the diversity of succession candidate

pools and selected successors, where legally _ 28.7%
permitted
Regularly review or audit our succession _ 27 5%
process for fairness or adverse patterns =7

Ensure underrepresented talent have equitable

access to enterprise-critical development _ 19.8%
experiences
None of the above _ 17.1%
Set diversity goals, aspirational targets, or
diverse slate expectations, where legally _ 14.7%
permitted
Intentionally invest in development of
underrepresented talent, where legally _ 14.7%

permitted

Other (Please briefly describe) 2.7%

I

0% 10% 20% 30% 40% 50%

n=2334

Institute for Corporate Productivity | Page 17



SURVEY RESULTS | SUCCESSION MANAGEMENT FOR A FUTURE-READY ORGANIZATION

18. Which of the following practices are used to promote transparency in your
organization's succession management process? (Select all that apply)

Succession decisions are intentionally kept

|

confidential and limited to a small group of 46.7%
leaders
Communicate development expectations
clearly to identified successors

Make the skills / capabilities / experiences
required for roles clear to employees

39.8%

Inform employees when they are identified as

0,
high-potential talent or succession candidates 35.8%

Provide visibility into potential career paths

0,
beyond traditional upward promotions 34.7%

Share sufficient information so employees
understand how the succession process works

None of the above - 7.5%

27.8%

Other (Please briefly describe) 2.1%

I

0% 10% 20% 30% 40% 50%

n=2334
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19. Which of the following measures does your organization use to assess the
effectiveness of succession management? (Select all that apply)

Percentage of key / critical roles with at least one — 42.2%
ready-now successor e
Percentage of key/ critical roles filled by internal _ 38.9%
candidates from the succession pipeline s
Retention / attrition rates of succession candidates _ 38.3%
and high-potential talent =
Percentage of key/ critical roles with at least one _ 38.0%
near-term successor e
Leadership and / or board confidence in succession _ 31.9%
bench strength I
Business continuity or disruption following leadership
i DN 31.6%
transitions
Percentage of key roles filled externally because no
: I 30.4%
internal successor was ready
Performance / Success of promoted successors within _ 28.0%
the first 12 months of starting new role e
Performance / Success of promoted successors within _ 23.5%
the first 13-24 months after starting new role =7
Speed-to-effectiveness of newly promoted successors _ 19.9%
We do not measure succession effectiveness _ 16.6%

Diversity of selected successors _ 14.8%

Diversity of succession candidate pools _ 12.7%

Other (Please briefly describe) F 2.4%

0% 10% 20% 30% 40% 50%

n =332
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20. Please indicate your agreement with the following statements on technology and
data capabilities. (Select all that apply)

We use talent data to identify gaps in succession

- 47.0%
pipelines.

|

We maintain an up-to-date view of skills and

0,
capabilities across the organization. $8.0%

We use a dedicated technology platform, not just

spreadsheets or static files, to support succession 28.0%
management.
We use technology and workforce data to
improve the quality of succession decisions.
None of the above _ 23.5%
We use data to anticipate future leadership
capability needs, not just role gaps.

We have data that indicates where internal

mobility is helping or hurting successor _ 16.3%
readiness.
We have safeguards in place to address privacy,
bias, and transparency when using Al in _ 15.4%

succession-related decisions.

Other (Please briefly describe) 1.8%

10% 20% 30% 40% 50%

X T

0

n =332
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21. How is your organization currently using Al to support succession management?
(Select all that apply)

Not currently using Al for succession management 57.5%
Exploring or piloting Al use for succession management, but 20.5%
itis not yetin regular use =%
To personalize development plans, coaching, or learning for 14.8%
potential successors i
To infer or update employees’ skills, experiences, or !
capabilitiesrelevant to succession decisions - 1189
To generate talent review summaries, succession slates, or )|
decision-support materials for leaders or boards - 11.5%
To analyze bench strength, succession coverage, or o
succession risk - 9.3%
To identify possible successors for critical roles 8.4%
To help identify how leadership roles may evolve due to Al,
) . . 7.8%
automation, or changing business models
Matching employees to stretch assignments, projects, roles,
. . 7.2%
or mobility opportunities
To assess successor readiness or likely time-to-readiness 6.9%
To forecast future leadership or critical-role gaps 6.9%
Identifying high-potential or hidden talent not visible
. 6.3%
through traditional processes
Use technology or Al to identify patterns of inequity in
) e . 5.4%
succession decisions or outcomes, where legally permitted
To simulate succession scenarios related to leadership
o . ) . 3.6%
transitions or future business disruption
Other (Please briefly describe) 1.8%
T T T T 1
0% 20% 40% 60% 80%

n =332
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22. Which of the following are the most significant barriers to succession effectiveness
in your organization? (Select up to five)

Lack of a formal succession planning process

Lack of strong ready-now candidates

Succession planning is not given enough priority by senior
leaders

Limited cross-functional development opportunities

Failure to treat succession management as an ongoing
process

Successor development efforts are insufficient

Lack of workforce skills data or analytics to support
succession decisions
The same few individuals are identified as successors for
multiple roles

Lack of transparency in the succession process

Leaders are reluctant to let top talent move internally

Succession planning is not reviewed frequently enough to
keep pace with changing business needs

Difficulty assessing future leadership potential

Lack of agreement on successor readiness or candidate
quality

Concerns about fairness or bias in succession decisions

Difficulty retaining high-potential talent and successor

candidates

Difficulty preparing leaders for an Al-enabled workforce /
workplace

Succession planning is not given enough priority by the
board

Successor criteria are outdated and do not reflect future
business needs

Insufficient Al development opportunities
Other (Please briefly describe)

None of the above

36%
33%
31%
29%
28%
26%
22%
21%
18%
17%
16%
14%
14%
13%
12%
12%
12%
9%
8%
7%
3%
O:% 5:%) 10I% 15I% 20I% 25I% 3OI% 35I% 4OI%
n =533
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23. Which of the following are likely to be among your organization’s highest priorities
for succession management over the next 2 years? (Select up to five)

Improving bench strength for critical roles

Building a more formal succession process

Strengthening internal mobility and cross-functional
development opportunities

Better aligning succession planning with business
strategy

Preparing future leaders for increasingly complex, Al-
enabled, and rapidly changing business environments

Improving methods for assessing successor readiness
and potential

Improving C-suite succession readiness

Improving succession metrics and analytics

Improving communication and clarity around
succession decisions

Using technology / Al to improve succession planning
decisions

Better supporting successor transitions into new
roles

Improving emergency succession readiness

Improving CEO succession readiness

Improving diversity in succession pipelines

None of the above

Other (Please briefly describe)

44.5%
39.2%
36.0%
32.7%
30.8%
29.8%
23.3%
22.1%
21.8%
20.8%
19.1%
17.1%
16.1%
9.0%
5.3%
2.8%
0% 2% 3% A% so%
n =533
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