
 

 

The Power of Inclusion: How Skills-
Based Succession Planning Benefits All 
Employees 

 

Succession planning has long been a critical component of organizational strategy. 
Traditionally, it has focused on identifying and grooming high-level executives to take 
over key leadership positions. While this approach may have worked in the past, the 
rapidly changing business landscape demands a more comprehensive and inclusive 
strategy. Enter skills-based succession planning. 

Skills-based succession planning takes a different approach. Instead of solely focusing 
on high-level executives, it aims to identify and develop employees at all levels who 
possess the necessary skills and competencies to fill key roles in the future. This 
inclusive strategy ensures that talent is nurtured throughout the organization, reducing 
the risk of talent gaps and ensuring a smooth transition of knowledge and expertise. 



By shifting the focus from position-based succession planning to skill-based succession 
planning, organizations can create a more agile and resilient workforce. Rather than 
relying on a select few individuals, the entire organization becomes a talent pool, ready 
to adapt and take on new challenges. 

This shift in focus also recognizes the value of each employee and their potential 
contributions to the organization. It promotes a culture of continuous learning and 
growth, where employees are encouraged to develop their skills and take on new 
responsibilities. This not only benefits the organization but also boosts employee well-
being and engagement, leading to increased productivity and retention. 

The Importance of a Skills-Based Succession 
Planning Strategy 

In today's rapidly changing business landscape, organizations cannot afford to neglect 
succession planning. With the retirement of baby boomers and the rise of new 
technologies like GenAI and quantum computing, the need for a seamless transition of 
talent has never been more critical. This is where a skills-based succession planning 
strategy comes into play. 

A skills-based succession planning strategy ensures that the right people are in the right 
positions at the right time. By identifying and developing employees with the necessary 
skills and competencies, organizations can proactively address talent gaps and 
minimize disruptions to business operations. 

Moreover, a skills-based approach to succession planning aligns with the principles of 
diversity and inclusion. By creating pathways for growth and development for 
employees at all levels, organizations can foster a more diverse and inclusive 
workforce. This not only enhances innovation and creativity but also helps attract and 
retain top talent. 

Additionally, a skills-based succession planning strategy allows organizations to future-
proof their workforce. By anticipating future skill requirements, organizations can ensure 
that they have the talent pipeline in place to meet evolving business needs. This 
proactive approach to talent management is essential in today's dynamic and 
competitive business environment. 

Benefits of Implementing a Skills-Based Succession 
Planning Strategy 

Implementing a skills-based succession planning strategy offers numerous benefits for 
organizations and employees alike. Let's explore some of the key advantages: 



1. Reduced talent gaps: By identifying and developing employees with the 
necessary skills and competencies, organizations can minimize talent gaps and 
ensure a seamless transition of talent. This reduces the risk of disruptions to 
business operations and ensures continuity in leadership and expertise. 

2. Enhanced employee engagement and motivation: A skills-based succession 
planning strategy provides employees with clear pathways for growth and 
development. When employees see that their organization is invested in their 
long-term success, they are more motivated and engaged. This leads to 
increased productivity, higher job satisfaction, and lower turnover rates. 

3. Improved organizational agility: By developing a talent pipeline throughout the 
organization, organizations become more agile and adaptable. When employees 
at all levels are equipped with the skills and competencies needed to take on 
new roles, the organization can quickly respond to changing market dynamics 
and seize new opportunities. 

4. Enhanced diversity and inclusion: A skills-based approach to succession 
planning promotes diversity and inclusion by providing equal opportunities for 
employees to develop their skills and advance in their careers. This creates a 
more inclusive and equitable workplace, fostering innovation and creativity. 

5. Better talent retention: Employees are more likely to stay with an organization 
that invests in their development and provides clear career progression 
opportunities. A skills-based succession planning strategy helps organizations 
retain top talent and reduce the costs associated with turnover. 

Overall, implementing a skills-based succession planning strategy is a win-win for both 
organizations and employees. It ensures a smooth transition of talent, enhances 
employee engagement and motivation, improves organizational agility, promotes 
diversity and inclusion, and boosts talent retention. 

Identifying Key Skills and Competencies for 
Succession Planning 

To effectively implement a skills-based succession planning strategy, organizations 
need to identify the key skills and competencies required for future success. This 
involves a careful analysis of the organization's strategic objectives, as well as an 
understanding of the skills and competencies needed to achieve those objectives. 

One way to identify key skills and competencies is through a competency framework. A 
competency framework defines the knowledge, skills, and behaviors required for 
success in different roles within the organization. It provides a clear roadmap for talent 
development and succession planning. 

When identifying key skills and competencies, it is important to consider both technical 
and human skills. Technical skills are sets of abilities required to perform specific tasks, 
such as programming or financial analysis. Human skills, on the other hand, are 



transferable skills that are valuable across different roles and industries, such as 
coordinating with others and negotiation. 

In addition to technical and human skills, organizations should also consider future-
oriented skills, such as cognitive flexibility, complex problem solving and data literacy. 
These skills are becoming increasingly important in a rapidly changing business 
landscape and should be incorporated into succession planning efforts. 

To identify key skills and competencies, organizations can conduct a skills gap analysis. 
This involves assessing the current skills and competencies of employees and 
comparing them to the skills and competencies needed for future success. This analysis 
helps identify areas where additional development and training are required. A skills 
copilot like Skills Copilot for Microsoft 365 will help you build an accurate, holistic and 
real-time view of the skills and proficiency levels held by your organization. 

Ultimately, the identification of key skills and competencies is a crucial step in 
implementing a skills-based succession planning strategy. It ensures that the 
organization is nurturing the right talent and equipping employees with the skills they 
need to succeed in the future. 

Developing a Skills-Based Succession Planning 
Program 

Once the key skills and competencies have been identified, organizations can start 
developing a skills-based succession planning program. This program should provide 
employees with clear pathways for growth and development, ensuring that they have 
the necessary skills to take on key roles in the future. 

Here are some steps to consider when developing a skills-based succession planning 
program: 

1. Establish clear goals and objectives: Define the purpose and objectives of the 
succession planning program. What are the organization's long-term talent 
needs? What skills and competencies are most critical for future success? By 
setting clear goals and objectives, organizations can align their succession 
planning efforts with their strategic priorities. 

2. Create a talent pipeline: Identify employees who show potential for key roles in 
the future. This can be done through performance evaluations, competency 
assessments, and feedback from managers. By creating a talent pipeline, 
organizations can nurture and develop high-potential employees, ensuring a 
steady supply of talent for critical positions. 

3. Provide targeted development opportunities: Offer training and development 
programs that align with the identified key skills and competencies. This can 
include internal training programs, external workshops and courses, mentoring 
programs, job rotations and job sharing. By providing targeted development 



opportunities, organizations can help employees acquire the skills they need to 
succeed in the future. 

4. Promote continuous learning: Foster a culture of continuous learning and 
growth within the organization. Encourage employees to take ownership of their 
own development and provide resources and support to facilitate learning. This 
can include access to online learning platforms, coaching and mentoring 
programs, and opportunities for cross-functional collaboration. 

5. Monitor and evaluate progress: Regularly assess and evaluate employee skills 
and performance to ensure that the succession planning program is effective. 
This can be done through performance reviews, 360-degree feedback, and skills 
assessments. By monitoring progress, organizations can make adjustments and 
provide additional support where needed. 

6. Communicate and involve employees: Keep employees informed about the 
succession planning program and involve them in the process. Clearly 
communicate the purpose and benefits of the program, and provide opportunities 
for employees to provide input and feedback. This helps build buy-in and 
engagement among employees. 

By following these steps, organizations can develop a comprehensive skills-based 
succession planning program that empowers employees and ensures a steady supply 
of talent for critical positions. 

Training and Development Opportunities for 
Employees 

A key component of a skills-based succession planning strategy is providing employees 
with training and development opportunities. These opportunities help employees 
acquire the necessary skills and competencies to succeed in their current roles and 
prepare them for future career advancement. 

Here are some training and development opportunities that organizations can offer to 
their employees: 

1. Internal training programs: Develop internal training programs that focus on 
building specific skills and competencies. These programs can be tailored to the 
organization's needs and delivered through workshops, seminars, or online 
platforms. Internal training programs offer the advantage of being customized to 
the organization's unique requirements and can be more cost-effective than 
external training options. 

2. External workshops and courses: Encourage employees to attend external 
workshops and courses to enhance their skills and knowledge. External training 
programs provide exposure to different perspectives and best practices, allowing 
employees to learn from industry experts. Organizations can offer financial 
support or time off for employees to attend these programs. 



3. Mentoring programs: Implement mentoring programs where experienced 
employees can guide and support less experienced employees. Mentoring 
programs provide a valuable learning opportunity for employees, allowing them 
to gain insights and advice from those who have already achieved success in 
their careers. Mentoring programs can be formal or informal, depending on the 
organization's preferences. 

4. Job rotations and cross-functional projects: Offer employees the opportunity 
to take on different roles or work on cross-functional projects. Job rotations, job 
sharing and cross-functional projects help employees develop a broader skill set 
and gain exposure to different areas of the organization. This not only enhances 
their capabilities but also promotes a better understanding of the organization as 
a whole. 

5. Online learning platforms: Provide access to online learning platforms where 
employees can access a wide range of courses and resources. Online learning 
platforms offer flexibility and convenience, allowing employees to learn at their 
own pace and on their own schedule. Organizations can subscribe to these 
platforms or develop their own internal learning portals. 

6. Coaching and feedback: Offer coaching and feedback to employees to support 
their development. Coaching provides personalized guidance and support, 
helping employees overcome challenges and reach their full potential. Regular 
feedback sessions allow employees to receive constructive feedback on their 
performance and identify areas for improvement. 

By offering a variety of training and development opportunities, organizations can 
empower employees to take ownership of their own development and acquire the skills 
they need to succeed. This not only benefits the employees but also contributes to the 
overall success and health of the organization. 

Assessing and Evaluating Employee Skills and 
Performance 

Assessing and evaluating employee skills and performance is a critical component of a 
skills-based succession planning strategy. It allows organizations to identify areas for 
improvement, track progress, and make informed decisions about talent development 
and succession planning. 

Here are some methods and tools that organizations can use to assess and evaluate 
employee skills and performance: 

1. Performance evaluations: Conduct regular performance evaluations to assess 
employee performance against established goals and objectives. Performance 
evaluations provide an opportunity to provide feedback on strengths and areas 
for improvement, as well as identify development needs. They can be conducted 
through self-assessments, manager assessments, or a combination of both. 



2. Competency assessments: Use competency assessments to evaluate 
employees' skills and competencies against defined criteria. Competency 
assessments can be conducted through self-assessments, manager 
assessments, or a combination of both. They help identify gaps in skills and 
competencies and inform talent development and succession planning efforts. 

3. 360-degree feedback: Implement a 360-degree feedback process where 
employees receive feedback from multiple sources, including managers, peers, 
and subordinates. 360-degree feedback provides a more comprehensive and 
balanced view of an employee's performance and helps identify areas for 
improvement. It can be conducted through surveys or structured interviews. 

4. Skills assessments: Conduct skills assessments to evaluate employees' 
proficiency in specific skills and competencies. Skills assessments can be 
conducted through performance testing, simulations, or practical exercises. They 
provide objective data on employees' skills and help identify areas where 
additional training or development is required. 

5. Performance metrics and key performance indicators (KPIs): Establish 
performance metrics and KPIs to track employee performance and progress. 
Performance metrics and KPIs provide quantitative data on employee 
performance and can be used to measure progress towards goals and 
objectives. They help identify high-performing employees and highlight areas 
where additional support is needed. 

6. Career development discussions: Engage in regular career development 
discussions with employees to understand their career aspirations and 
development needs. These discussions provide an opportunity to align employee 
goals with organizational objectives and identify development opportunities. They 
also help build trust and engagement among employees. 

By using these methods and tools, organizations can assess and evaluate employee 
skills and performance in a structured and objective manner. This data provides 
valuable insights for talent development and succession planning efforts, ensuring that 
the right employees are in the right roles at the right time. 

In conclusion, skills-based succession planning offers numerous benefits for 
organizations and employees alike. By shifting the focus from position-based to skill-
based succession planning, organizations can create a more agile and resilient 
workforce, ensuring a smooth transition of talent and reducing the risk of disruptions to 
business operations. This approach also promotes a culture of continuous learning and 
growth, enhancing employee engagement and motivation. Additionally, skills-based 
succession planning aligns with the principles of diversity and inclusion, fostering a 
more diverse and inclusive workforce while future-proofing the organization's talent 
pipeline. Overall, implementing a skills-based succession planning strategy is a win-win, 
resulting in reduced talent gaps, improved organizational agility, enhanced diversity and 
inclusion, and better talent retention. 


