
 

SUCCESSION PLANNING TRAINING IN THE PHILIPPINES 

READY TO SUCCEED 

Practical Succession Planning for Identifying Critical Roles, Assessing Leadership Talent, 

Building Successor Readiness, Developing Leadership Pipelines, Transferring Knowledge, 

and Ensuring Business Continuity 
This program is strategically developed for organizations searching for Succession Planning Training in the 

Philippines, Training on Succession Planning in the Philippines, Planning for Succession Training in the 

Philippines, Training on Planning for Succession in the Philippines, Leadership Succession Planning 

Training in the Philippines, Training on Leadership Succession Planning in the Philippines, Planning for 

Leadership Succession Training in the Philippines, and Training on Planning for Leadership Succession in 

the Philippines. 

 

The program approaches succession planning as a business continuity, leadership pipeline, talent 

development, and organizational sustainability discipline—not merely as the preparation of a list of possible 

replacements. 

 

A well-designed succession-planning process enables an organization to answer: 

Which positions are critical to our continuing success? 

What would happen if the person occupying one of those positions suddenly left? 

Who could potentially assume the role? 

How ready are they? 

What must they learn or demonstrate before they can take over? 

What knowledge, relationships, authority, and institutional experience must be transferred? 

What do we do when no internal successor is currently ready? 

 

 
TRAINING OVERVIEW 

 

Organizations frequently invest considerable time and resources in developing leaders. 

Yet succession problems often become visible only when someone: 

• Resigns unexpectedly; 

• retires; 

• is promoted; 

• transfers; 

• becomes unavailable; 

• takes an extended leave; 

• is reassigned; 

• leaves the organization for another opportunity; 

• or occupies a role the organization suddenly realizes nobody else knows how to perform. 

 

Then management begins asking: 



 

“Who can replace this person?” 

That question is important. 

 

But if it is being asked only after the vacancy occurs, succession planning has already started too late. 

 

Organizations may discover that: 

• A critical position has no qualified backup; 

• only one employee understands a key process; 

• potential successors were never developed; 

• managers nominate their favorite employees rather than the most suitable ones; 

• high performers are assumed to be automatically ready for leadership; 

• successor names exist but readiness has never been assessed; 

• every department head says their proposed successor is “ready now”; 

• no common definition of readiness exists; 

• critical knowledge remains in the incumbent's head; 

• developmental actions are generic; 

• employees attend training but receive no stretch experience; 

• high-potential employees do not know what competencies they need to build; 

• promising employees leave before succession opportunities arise; 

• leadership vacancies trigger urgent external recruitment; 

• successor decisions become political; 

• senior management debates names without evidence; 

• the succession plan is reviewed only once a year; 

• the organization prepares successors for today's roles but not tomorrow's leadership requirements; 

• or the organization has a succession-planning template but no real succession pipeline. 

 

Effective succession planning should not be reduced to: 

 

Position → Name of Replacement 

 

A stronger process connects: 

Business Direction 

↓ 

Critical Positions 

↓ 

Future Role Requirements 

↓ 

Success Profiles 

↓ 

Talent Identification 

↓ 

Readiness Assessment 

↓ 



 

Succession Options 

↓ 

Development Actions 

↓ 

Experience and Exposure 

↓ 

Knowledge Transfer 

↓ 

Transition Readiness 

↓ 

Periodic Review 

 

Ready to Succeed: Succession Planning Training in the Philippines equips HR professionals, executives, 

department heads, managers, and talent-management leaders with a practical approach to identifying succession 

risks, determining critical roles, defining successor requirements, assessing internal talent, categorizing readiness, 

creating individualized development actions, strengthening leadership pipelines, preparing knowledge transfer, 

and establishing sustainable succession governance. 

 

The program introduces the proprietary MSS S.U.C.C.E.E.D. Succession Planning Framework: 

• S — Spot Critical Roles and Succession Risks 

• U — Understand Future Leadership and Business Requirements 

• C — Clarify Success Profiles, Competencies, and Selection Criteria 

• C — Calibrate Talent, Potential, Performance, and Readiness 

• E — Equip Successors Through Focused Development and Experience 

• E — Establish Knowledge Transfer, Transition, and Contingency Options 

• D — Drive Succession Governance, Review, and Leadership Pipeline Sustainability 

 

Following MSS Corporation's EnterTRAINment methodology, this Training on Succession Planning in the 

Philippines minimizes lecture-heavy instruction. Participants identify critical roles, assess succession risks, build 

success profiles, evaluate talent using evidence, distinguish performance from potential, determine successor 

readiness, create successor-development plans, analyze succession scenarios, and develop organizational 

succession-planning roadmaps. 

 

 
TRAINING GOAL 

 

To equip HR professionals and organizational leaders with the knowledge, frameworks, tools, assessment 

disciplines, development strategies, and governance practices required to build sustainable succession pipelines 

for critical leadership, managerial, technical, and organizationally important positions. 

 

 

 

 



 

 

 
TRAINING OBJECTIVES 

 

By the end of the program, participants should be able to: 

1. Explain the strategic importance of succession planning; 

2. Differentiate succession planning from replacement planning; 

3. Differentiate succession planning from workforce planning, talent management, career planning, and 

recruitment; 

4. Apply the MSS S.U.C.C.E.E.D. Succession Planning Framework; 

5. Identify positions that are genuinely critical to organizational continuity and future success; 

6. Assess succession risk using position criticality and incumbent vulnerability; 

7. Recognize the danger of single-incumbent dependency; 

8. Identify roles requiring emergency backups versus long-term successors; 

9. Connect succession planning with organizational strategy and future capability requirements; 

10. Determine how future changes may affect successor requirements; 

11. Create practical success profiles for critical positions; 

12. Identify the knowledge, skills, competencies, experience, behaviors, and business exposure required for 

successor readiness; 

13. Differentiate employee performance, potential, promotability, aspiration, and readiness; 

14. Avoid assuming that every high performer is automatically a high-potential successor; 

15. Use evidence-based criteria for identifying succession candidates; 

16. Assess successor readiness against clearly defined role requirements; 

17. Classify possible successors using meaningful readiness categories; 

18. Identify critical development gaps; 

19. Create individualized successor-development plans; 

20. Differentiate training from broader succession development; 

21. Use stretch assignments, job rotations, projects, coaching, mentoring, shadowing, and exposure 

appropriately; 

22. Create development experiences that address actual successor gaps; 

23. Identify critical institutional knowledge requiring transfer; 

24. Develop practical knowledge-transfer strategies; 

25. Prepare contingency options when no successor is currently ready; 

26. Determine when internal development versus external recruitment may be appropriate; 

27. Conduct structured talent and succession calibration discussions; 

28. Reduce favoritism, visibility bias, similarity bias, and political influence in succession decisions; 

29. Establish appropriate succession-plan confidentiality and communication practices; 

30. Define responsibilities of HR, senior management, department heads, incumbents, and possible 

successors; 

31. Establish periodic succession-plan reviews; 

32. Measure succession-pipeline health using appropriate indicators; and 

33. Develop a 30-, 60-, or 90-day organizational succession-planning action roadmap. 

 



 

 

 
LEARNING DOMAINS ADDRESSED 

 

Cognitive Domain 

 

Participants strengthen their understanding of succession risk, critical-position identification, future leadership 

requirements, success profiling, talent assessment, readiness, development planning, knowledge transfer, 

succession governance, and pipeline measurement. 

 

Affective Domain 

 

Participants strengthen objectivity, stewardship, organizational responsibility, fairness, long-term thinking, talent-

development orientation, leadership accountability, confidentiality, and willingness to develop others. 

 

Psychomotor and Behavioral Domain 

 

Participants practice critical-role analysis, talent assessment, readiness classification, development planning, 

succession calibration, knowledge-transfer planning, and succession-roadmap development. 

 

 
FROM POINT A TO POINT B 

 

Point A: Before the Training 

 

Organizations and managers may: 

• Think about succession only when someone resigns; 

• assume every managerial position requires a named successor; 

• fail to identify genuinely critical roles; 

• identify replacements based on familiarity; 

• nominate employees because they have been with the company longest; 

• automatically choose the incumbent's second-in-command; 

• confuse strong current performance with future potential; 

• promote the best technical performer into management without evaluating leadership capability; 

• identify high-potential employees without defined criteria; 

• list successors without assessing readiness; 

• call everyone “ready now”; 

• provide generic training programs to possible successors; 

• fail to give successors meaningful developmental experience; 

• leave critical knowledge undocumented; 

• depend excessively on one employee; 

• allow incumbents to avoid developing replacements; 

• keep succession plans disconnected from strategy; 



 

• rely entirely on external recruitment for leadership vacancies; 

• conduct succession discussions politically; 

• keep succession plans outdated; 

• fail to prepare emergency backups; 

• lose possible successors because development is too slow; or 

• have no visibility into organization-wide leadership pipeline strength. 

 

Point B: After the Training 

 

Participants should be better able to: 

• Identify positions requiring succession attention; 

• distinguish critical roles from ordinary vacancies; 

• determine succession risk; 

• connect future strategy with leadership requirements; 

• define success profiles; 

• evaluate potential successors using evidence; 

• differentiate performance, potential, aspiration, and readiness; 

• classify successor readiness; 

• identify development gaps; 

• create individualized successor-development actions; 

• use multiple development methods; 

• plan knowledge transfer; 

• create emergency and long-term succession options; 

• conduct structured succession calibration; 

• make more defensible succession decisions; 

• reduce overdependence on external hiring; 

• clarify HR and leadership responsibilities; 

• establish review cycles; 

• measure succession-pipeline health; and 

• strengthen organizational continuity. 

 

 
ORGANIZATIONAL CHALLENGES ADDRESSED 

 

This Planning for Succession Training in the Philippines may help organizations address: 

• No identified successors for critical roles; 

• sudden leadership vacancies; 

• retirement risk; 

• resignation of key personnel; 

• excessive dependence on one individual; 

• lack of leadership bench strength; 

• weak management pipeline; 

• unclear successor criteria; 



 

• succession choices based on favoritism; 

• promotions based mainly on tenure; 

• high performers being promoted without leadership readiness; 

• high-potential talent being overlooked; 

• inconsistent definitions of potential; 

• inconsistent definitions of readiness; 

• successor lists without development plans; 

• leadership-development programs disconnected from actual succession needs; 

• critical technical knowledge being lost; 

• succession plans becoming obsolete; 

• successor candidates leaving; 

• departments protecting talent instead of developing enterprise-wide successors; 

• external recruitment being used reactively for every leadership opening; 

• internal candidates repeatedly failing after promotion; 

• succession decisions becoming political; 

• organizations expanding without enough future leaders; 

• family-owned businesses preparing next-generation leaders; 

• founders planning leadership transition; 

• rapidly growing organizations requiring stronger management depth; 

• or organizations seeking to institutionalize leadership continuity. 

 

 
WHAT SUCCESSION PLANNING MEANS 

 

Succession Planning is the structured process of ensuring that an organization has sufficient talent prepared, or 

being prepared, to assume critical roles when vacancies, transitions, expansion, or future organizational needs 

arise. 

 

It involves more than identifying: 

“Who replaces whom?” 

 

It should answer: 

• Which positions are critical? 

• What could happen if they become vacant? 

• What will those roles require in the future? 

• Who could potentially fill them? 

• How ready are those people? 

• What gaps must be closed? 

• How will development occur? 

• What happens if the vacancy occurs before anyone is ready? 

• How will knowledge transfer occur? 

• How will the plan remain current? 

 



 

 

 
SUCCESSION PLANNING VERSUS REPLACEMENT PLANNING 

 

These concepts are related but different. 

 

Replacement Planning 

Typically answers: 

“Who could temporarily or immediately replace this incumbent?” 

 

It may focus mainly on maintaining operational continuity. 

 

Succession Planning 

Answers broader questions: 

“What talent pipeline do we need to ensure that critical positions can continue to be filled effectively over 

time?” 

 

Succession planning therefore considers: 

• Future requirements; 

• multiple candidates; 

• readiness; 

• development; 

• leadership pipeline; 

• knowledge transfer; 

• long-term sustainability. 

 

Replacement planning can be one component of succession planning. 

 

 
SUCCESSION PLANNING VERSUS CAREER PLANNING 

 

Career Planning 

Primarily considers: 

Where can this employee potentially grow? 

 

Succession Planning 

Primarily considers: 

How will the organization maintain sufficient talent for critical roles? 

 

The two can reinforce one another. 

 

A development opportunity may simultaneously: 

• Support an employee's career growth; and 



 

• strengthen organizational succession readiness. 

 
SUCCESSION PLANNING VERSUS TALENT MANAGEMENT 

 

Talent Management is broader. 

 

It may include: 

• Talent acquisition; 

• performance management; 

• learning; 

• career development; 

• leadership development; 

• engagement; 

• retention; 

• succession planning. 

 

Succession planning is one component of an integrated talent-management system. 

 

 
SUCCESSION PLANNING VERSUS WORKFORCE PLANNING 

 

Workforce Planning 

Typically examines broader workforce demand and supply: 

• How many people? 

• What skills? 

• Where? 

• When? 

• At what cost? 

 

Succession Planning 

Focuses more specifically on maintaining talent pipelines for positions whose vacancy or capability shortage could 

significantly affect the organization. 

 

 
THE MSS S.U.C.C.E.E.D. SUCCESSION PLANNING FRAMEWORK 

 

S — SPOT CRITICAL ROLES AND SUCCESSION RISKS 

 

Succession planning should not begin by asking managers: 

“Who do you want to succeed you?” 

 

It should begin with: 

“Which positions would create significant organizational risk if they became vacant or ineffective?” 



 

 

 
IDENTIFYING CRITICAL POSITIONS 

 

A position may be critical because it: 

• Directly influences strategic results; 

• carries unique technical knowledge; 

• holds important customer relationships; 

• controls significant decisions; 

• manages critical systems; 

• has regulatory responsibilities; 

• leads a major business unit; 

• controls scarce organizational expertise; 

• requires long replacement lead time; 

• is difficult to recruit externally; 

• has high operational impact. 

 

Not every management position is automatically critical. 

 

Some non-management technical positions may be more difficult to replace than managerial roles. 

 

 
CRITICAL POSITION VERSUS CRITICAL PERSON 

 

A useful distinction: 

 

Critical Position 

The role itself is important to organizational continuity or future success. 

 

Critical Person 

The individual currently holds unusually important knowledge, relationships, capability, or influence. 

 

The objective is to reduce unhealthy organizational dependency on a single person. 

 

 
SUCCESSION RISK 

 

A practical succession-risk assessment may consider: 

 

Position Criticality 

How serious would the organizational impact be if this role became vacant? 

 

Vacancy Vulnerability 



 

How likely is the position to become vacant or unavailable? 

Possible signals: 

• Retirement proximity; 

• known mobility; 

• promotion eligibility; 

• highly competitive external market; 

• planned reassignment; 

• organizational restructuring; 

• extended absence risk. 

 

Replacement Difficulty 

How difficult and time-consuming would it be to find or develop a suitable successor? 

 

 
SAMPLE SUCCESSION RISK LOGIC 

 

High Criticality + High Vacancy Risk + Low Successor Readiness 

= 

High Succession Priority 

 

This helps HR avoid treating every position equally. 

 

 
EMERGENCY BACKUP VERSUS LONG-TERM SUCCESSOR 

 

An organization may need both. 

 

Emergency Backup 

Someone able to maintain essential responsibilities temporarily if the incumbent suddenly becomes unavailable. 

 

Long-Term Successor 

Someone being prepared to assume the role with full responsibilities on a sustained basis. 

 

One employee may serve both functions, but not always. 

 

 
U — UNDERSTAND FUTURE LEADERSHIP AND BUSINESS REQUIREMENTS 

 

Succession planning should prepare people not only for the role as it exists today. 

 

It should consider: 

What will this role require when succession actually happens? 

 



 

 

 
FUTURE-FOCUSED SUCCESSION PLANNING 

 

Possible changes may include: 

• Business growth; 

• new markets; 

• technology; 

• automation; 

• digital transformation; 

• organizational restructuring; 

• new customer expectations; 

• regulatory change; 

• expansion; 

• mergers or acquisitions; 

• new products or services; 

• greater leadership complexity; 

• globalization. 

 

A successor ready for yesterday's role may not be ready for tomorrow's one. 

 

 
STRATEGY TO SUCCESSION ALIGNMENT 

 

A useful sequence is: 

 

Business Strategy 

↓ 

Future Organization Requirements 

↓ 

Critical Roles 

↓ 

Future Role Requirements 

↓ 

Successor Profiles 

↓ 

Talent Development 

 

Succession planning should therefore support strategy rather than operate as an isolated HR exercise. 

 

 

 

 



 

 

 
FUTURE LEADERSHIP REQUIREMENTS 

 

Depending on the role, future successors may require stronger capability in: 

• Strategic thinking; 

• financial management; 

• digital leadership; 

• people leadership; 

• stakeholder influence; 

• customer orientation; 

• innovation; 

• change management; 

• business development; 

• operational excellence; 

• governance; 

• decision-making; 

• cross-functional leadership. 

 

 
C — CLARIFY SUCCESS PROFILES, COMPETENCIES, AND SELECTION CRITERIA 

 

Succession decisions are difficult to make objectively when no one has clearly defined what readiness means. 

 

 
WHAT IS A SUCCESS PROFILE? 

 

A Success Profile identifies the requirements an individual should demonstrate to perform effectively in a critical 

role. 

 

It may include: 

 

Knowledge 

What must the person understand? 

 

Skills 

What must the person be able to do? 

 

Competencies 

What capabilities and behaviors must the person consistently demonstrate? 

 

Experience 

What types of situations should the person have handled? 



 

 

Leadership Scope 

What scale of people, budget, complexity, or responsibility should the person have managed? 

 

Business Exposure 

What functions, markets, customers, or operations should the person understand? 

 

Relationships 

Which stakeholders must the person be capable of managing? 

 

Qualifications 

What legitimate technical, professional, regulatory, or educational requirements apply? 

 

 
SUCCESS PROFILE VERSUS JOB DESCRIPTION 

 

A Job Description primarily explains the responsibilities of the position. 

 

A Success Profile goes further by asking: 

What does someone need to demonstrate to succeed in this role? 

 

Both may support succession planning. 

 

 
CURRENT PERFORMANCE VERSUS FUTURE POTENTIAL 

 

One of the most important succession distinctions is: 

High performance today does not automatically mean high potential for a substantially larger role 

tomorrow. 

 

A strong salesperson may not automatically become a strong Sales Manager. 

 

A highly capable engineer may not automatically become an effective Engineering Head. 

 

A high-performing individual contributor may prefer technical specialization rather than leadership. 

 

Succession decisions should therefore evaluate more than current results. 

 

 

 

 

 

 



 

PERFORMANCE 

 

Performance generally asks: 

How effectively is the person succeeding in the current role? 

 

Possible evidence may include: 

• KPI results; 

• performance ratings; 

• quality; 

• reliability; 

• achievement; 

• competencies demonstrated in current responsibilities. 

 

 
POTENTIAL 

 

Potential generally asks: 

Does this person demonstrate the capacity to grow into significantly broader, more complex, or more 

demanding responsibilities? 

 

Potential should be assessed using defined organizational criteria rather than intuition alone. 

 

 
ASPIRATION 

 

A capable employee may not want the role. 

 

Succession planning should consider: 

Does the individual actually aspire to this type of career direction? 

 

Do not assume that promotion is everyone's preferred reward. 

 

 
READINESS 

 

Readiness asks: 

How prepared is this person to perform the requirements of the target role? 

 

Readiness is role-specific. 

 

Someone may be ready for one role but not another. 

 



 

 
C — CALIBRATE TALENT, POTENTIAL, PERFORMANCE, AND READINESS 

 

Succession planning becomes unreliable when every manager uses a different standard. 

 

Calibration strengthens consistency. 

 

 
SUCCESSION CANDIDATE ASSESSMENT 

 

Possible evidence may include: 

• Performance history; 

• competency assessment; 

• leadership behavior; 

• experience; 

• project results; 

• stretch assignments; 

• assessment results where appropriate; 

• manager observations; 

• stakeholder feedback; 

• demonstrated learning agility; 

• role-specific requirements; 

• career aspiration; 

• development progress. 

 

The goal is to make succession decisions more evidence-based. 

 

 
READINESS CATEGORIES 

 

Organizations may use categories such as: 

 

Ready Now 

Capable of assuming the target role with limited transition support. 

 

Ready in 1–2 Years 

Has strong potential but requires specific development before assuming full responsibility. 

 

Ready in 3–5 Years 

Has longer-term potential requiring substantial experience and development. 

 

Emerging Talent 

Shows promising capability but is too early in development for reliable role-specific readiness classification. 



 

 

The organization should define its own categories and criteria. 

 

 
READINESS DOES NOT MEAN GUARANTEED PROMOTION 

 

Being identified as a possible successor does not automatically create entitlement to a future position. 

 

Organizational circumstances may change. 

 

Other candidates may emerge. 

 

Role requirements may evolve. 

 

A succession plan should therefore be treated as a dynamic talent-planning process, not an unconditional 

employment promise. 

 

 
THE SUCCESSION BENCH 

 

For important roles, relying on only one possible successor creates another dependency. 

 

Where possible, organizations should build: 

A pipeline rather than a single name. 

 

This may involve: 

• Primary successor; 

• secondary successor; 

• longer-term emerging candidates; 

• external talent-market option. 

 

 
TALENT CALIBRATION 

 

A structured succession-calibration conversation may ask: 

• What evidence supports this candidate? 

• How has the individual performed? 

• What indicates potential? 

• What experiences has the person successfully handled? 

• What requirements remain unmet? 

• Is the candidate genuinely ready? 

• Are we overvaluing visibility? 

• Would we make the same assessment if this employee worked for another manager? 



 

• What specific development is required? 

 

 

 
COMMON SUCCESSION-PLANNING BIASES 

 

Similarity Bias 

Leaders favor people who think, communicate, or behave like themselves. 

 

Visibility Bias 

Highly visible employees receive more attention than equally capable employees working in less visible roles. 

 

Tenure Bias 

Longest-serving employees are assumed to deserve succession priority. 

 

Performance Bias 

Excellent current performance is treated as proof of readiness for a substantially larger role. 

 

Sponsorship Bias 

Influential leaders disproportionately promote favored employees. 

 

Recency Bias 

Recent achievements outweigh longer-term evidence. 

 

Familiarity Bias 

Managers choose the employees they know best rather than the strongest candidates. 

 

Structured criteria and calibration can reduce these risks. 

 

 
SUCCESSION CALIBRATION SHOULD NOT BECOME POLITICS 

 

A calibration meeting should not be: 

“I want my person promoted.” 

 

It should be: 

“What does the evidence tell us about this person's readiness against the requirements of the role?” 

 

 

 

 

 

 



 

E — EQUIP SUCCESSORS THROUGH FOCUSED DEVELOPMENT AND EXPERIENCE 

 

Identifying successors without developing them is not succession planning. 

 

It is list-making. 

 

 
DEVELOPMENT GAP ANALYSIS 

 

For every target successor: 

Target Role Requirement 

 

Minus 

 

Current Demonstrated Capability 

 

= 

 

Development Gap 

 

Examples: 

 

Requirement 

Manage a ₱100 million business unit. 

 

Current Experience 

Manages a small team with no P&L accountability. 

 

Gap 

Financial and enterprise-level management experience. 

 

 
TRAINING IS ONLY ONE DEVELOPMENT METHOD 

 

Possible successor-development methods include: 

• Formal training; 

• coaching; 

• mentoring; 

• action learning; 

• cross-functional projects; 

• job rotation; 

• temporary assignment; 

• acting role; 



 

• job shadowing; 

• committee leadership; 

• strategic projects; 

• customer exposure; 

• executive presentation opportunities; 

• budgeting responsibility; 

• crisis-management exposure; 

• leadership of change initiatives. 

 

A successor becomes ready through demonstrated capability, not simply by collecting training certificates. 

 

 
THE 70-20-10 IDEA IN PRACTICAL SUCCESSION DEVELOPMENT 

 

An organization may choose to emphasize: 

• Experience-based development; 

• developmental relationships; 

• formal learning. 

 

The precise combination should respond to the employee's actual gaps. 

 

What matters is that development goes beyond classroom attendance. 

 

 
STRETCH ASSIGNMENTS 

 

A stretch assignment deliberately exposes the employee to greater responsibility. 

 

Examples: 

• Lead a cross-functional project; 

• present to senior management; 

• manage a difficult customer account; 

• lead a process-improvement initiative; 

• temporarily supervise a larger team; 

• manage a budget; 

• serve as acting department head; 

• represent the organization externally. 

 

Stretch assignments should be challenging but appropriately supported. 

 

 

 

 



 

 
COACHING AND MENTORING 

 

Coaching 

May focus on: 

• Specific leadership behaviors; 

• decision-making; 

• performance gaps; 

• application of new responsibilities. 

Mentoring 

May provide: 

• Experience sharing; 

• career perspective; 

• organizational context; 

• leadership wisdom; 

• network exposure. 

 

Both can support successor readiness. 

 

 
SUCCESSOR DEVELOPMENT PLAN 

 

A practical plan may include: 

 

Target 

Requirement 
Current Gap Development Action Support Deadline Evidence of Readiness 

Financial 

Acumen 

Limited 

budgeting 

experience 

Lead annual 

departmental budget 

preparation 

CFO/Manager 

coaching 
6 months 

Approved budget and 

successful quarterly 

variance reviews 

Strategic 

Leadership 

Primarily 

operational 

Lead a strategic cross-

functional initiative 

Executive 

sponsor 
9 months 

Project achieves agreed 

strategic outcomes 

People 

Leadership 

Manages 4 staff 

only 

Act as temporary head 

of larger unit 

Current 

incumbent 
3 months 

Demonstrates agreed 

leadership competencies 

 

 
SUCCESSION DEVELOPMENT SHOULD HAVE EVIDENCE 

 

Weak: 

“Attend leadership training.” 

 

Stronger: 



 

“Complete leadership training, apply the learning while leading a cross-functional project, and demonstrate agreed 

competencies through documented project outcomes and stakeholder feedback.” 

 

The difference is readiness evidence. 

 

 
E — ESTABLISH KNOWLEDGE TRANSFER, TRANSITION, AND CONTINGENCY OPTIONS 

 

Even a capable successor may struggle if critical institutional knowledge disappears when the incumbent leaves. 

 
WHAT CRITICAL KNOWLEDGE MAY NEED TO BE TRANSFERRED? 

 

Examples: 

• Key customer relationships; 

• supplier relationships; 

• undocumented processes; 

• business history; 

• regulatory knowledge; 

• technical expertise; 

• decision logic; 

• stakeholder dynamics; 

• recurring risks; 

• system knowledge; 

• contractual obligations; 

• critical contacts; 

• lessons learned. 

 

 
KNOWLEDGE TRANSFER METHODS 

 

Possible approaches include: 

• Structured handover; 

• documented procedures; 

• process maps; 

• decision logs; 

• role shadowing; 

• mentoring; 

• joint customer visits; 

• co-management period; 

• recorded demonstrations; 

• checklists; 

• lessons-learned sessions; 

• transition meetings. 



 

 
THE SUCCESSION TRANSITION PLAN 

 

A transition may identify: 

• Responsibilities to transfer; 

• stakeholders to introduce; 

• decisions to hand over; 

• critical files; 

• upcoming deadlines; 

• unresolved risks; 

• customer relationships; 

• authority changes; 

• transition timetable. 

 

 
WHAT IF NO SUCCESSOR IS READY? 

 

Succession planning should reveal this before the vacancy occurs. 

 

Possible actions include: 

• Accelerate development; 

• identify additional candidates; 

• redesign responsibilities; 

• establish temporary acting leadership; 

• cross-train another employee; 

• begin external talent mapping; 

• recruit externally; 

• engage interim leadership; 

• retain specialized advisory support. 

 

A succession gap is not a failure if it is identified early enough to manage. 

 

 
INTERNAL VERSUS EXTERNAL SUCCESSION 

 

Strong succession planning does not require every vacancy to be filled internally. 

 

External recruitment may be appropriate when: 

• No internal candidate is ready; 

• the organization requires capabilities it does not currently possess; 

• strategic transformation requires new experience; 

• internal development cannot meet the required timeline; 

• broader market talent provides stronger options. 



 

 

The objective is not: 

“Promote internally at all costs.” 

 

The objective is: 

“Ensure the organization has the best viable talent strategy for critical roles.” 

 

 
D — DRIVE SUCCESSION GOVERNANCE, REVIEW, AND LEADERSHIP PIPELINE SUSTAINABILITY 

 

Succession planning should not be a once-a-year spreadsheet exercise. 

 

It is a continuing leadership responsibility. 

 

 
ROLES IN SUCCESSION PLANNING 

 

Senior Management 

Should: 

• Establish succession as a strategic priority; 

• review critical-role risks; 

• challenge successor assumptions; 

• sponsor development; 

• make enterprise-level talent decisions. 

 

Human Resources 

Should: 

• Design and govern the process; 

• establish criteria; 

• facilitate assessments; 

• maintain succession information; 

• facilitate calibration; 

• track development; 

• provide talent analytics; 

• ensure regular review. 

 

Department Heads and Managers 

Should: 

• Identify role requirements; 

• evaluate talent objectively; 

• develop possible successors; 

• create developmental opportunities; 

• support knowledge transfer. 



 

 

Incumbents 

Should: 

• Develop others; 

• transfer knowledge; 

• provide exposure; 

• reduce single-person dependency. 

Succession planning should not reward leaders for making themselves irreplaceable. 

 

Strong leaders develop organizational capability beyond themselves. 

 

 
SUCCESSION REVIEW CYCLE 

 

Succession information should be updated when significant changes occur, such as: 

• Promotion; 

• resignation; 

• retirement announcement; 

• restructuring; 

• major performance change; 

• completion of important development; 

• new strategic direction; 

• candidate withdrawal; 

• role redesign; 

• external recruitment. 

 

A formal review may also occur periodically according to organizational policy. 

 

 
SUCCESSION DASHBOARD 

 

HR may track: 

• Critical positions; 

• positions with no successor; 

• positions with Ready-Now successors; 

• average number of viable successors per critical role; 

• readiness distribution; 

• succession risk; 

• development-plan completion; 

• internal promotion rate; 

• emergency-backup coverage; 

• successor retention; 

• time to readiness. 



 

 
SAMPLE SUCCESSION-PLANNING METRICS 

 

Critical Role Coverage Rate 

Critical roles with at least one identified viable successor ÷ Total critical roles × 100 

 

Ready-Now Coverage 

Critical roles with at least one Ready-Now successor ÷ Total critical roles × 100 

 

Succession Depth 

Average number of viable successors per critical position. 

 

Internal Fill Rate for Critical Roles 

Critical vacancies filled internally ÷ Total critical vacancies filled × 100 

 

Successor Development Completion Rate 

Completed planned development actions ÷ Total scheduled development actions × 100 

 

Successor Retention Rate 

Percentage of identified succession candidates retained over the defined period. 

 

 
SUCCESSION PLANNING CONFIDENTIALITY 

 

Succession information can be sensitive. 

 

Organizations should define: 

• Who may access succession data; 

• who participates in talent discussions; 

• how possible successors are communicated with; 

• what should and should not be promised; 

• how privacy and confidentiality are maintained. 

 

A possible successor should not automatically be told: 

“You will be the next department head.” 

 

A better development conversation may focus on: 

“We see potential for broader responsibility and would like to prepare you for future opportunities.” 

 

 

 

 

 



 

 
ONE-DAY SUCCESSION PLANNING TRAINING OUTLINE 

 

Time Modules and Essential Topics Major Activity and Participant Output 

8:00 AM–10:00 AM 

MODULE 1: SPOT THE RISK—

IDENTIFYING CRITICAL ROLES AND 

FUTURE SUCCESSION REQUIREMENTS 

 

1. Succession Planning Fundamentals  

• Succession versus replacement planning  

• Succession versus career, talent, and 

workforce planning  

 

2. Introducing the MSS S.U.C.C.E.E.D. 

Framework  

• Spot, Understand, Clarify, Calibrate, Equip, 

Establish, Drive  

 

3. Identifying Critical Positions  

• Strategic impact  

• operational impact  

• scarce expertise  

• customer and stakeholder dependency  

• replacement difficulty  

 

4. Assessing Succession Risk  

• Criticality 

• vacancy vulnerability  

• replacement difficulty  

• single-person dependency  

 

5. Understanding Future Role 

Requirements  

• Strategy → future organizational 

requirements → future leadership 

capabilities 

Major Activity: Critical Role and 

Succession Risk Mapping Laboratory — 

Participants evaluate sample or actual 

organizational positions using role criticality, 

vacancy vulnerability, replacement difficulty, 

and successor coverage.  

 

Major Output: Critical Position and 

Succession Risk Heat Map 

10:00 AM–10:15 AM MORNING BREAK 

10:15 AM–12:00 NN 

MODULE 2: KNOW WHO COULD 

SUCCEED—SUCCESS PROFILES, TALENT 

ASSESSMENT, POTENTIAL, AND 

READINESS  

Major Activity: Succession Talent 

Calibration Challenge — Participants 

assess several fictional or anonymized 

employees for the same critical role, 



 

 

1. Building a Success Profile  

• Knowledge  

• competencies  

• experience  

• leadership scope  

• stakeholder requirements  

 

2. Performance versus Potential  

• Why today's strongest performer may not 

automatically be tomorrow's best leader  

 

3. Aspiration and Readiness  

• Career interest  

• readiness for a specific role  

• Ready Now / Ready Later classifications  

 

4. Evidence-Based Successor Assessment  

• Performance history  

• competency evidence  

• experience  

• development progress  

• role requirements  

 

5. Talent and Succession Calibration  

• Comparing candidates consistently  

• identifying bias  

• building succession depth 

compare evidence, distinguish performance 

from potential, classify readiness, and 

defend their succession recommendations 

during a simulated talent-calibration 

meeting.  

 

Major Output: Critical Role Success Profile, 

Successor Assessment Matrix, and 

Readiness Classification 

12:00 NN–1:00 PM LUNCH BREAK 

1:00 PM–3:00 PM 

MODULE 3: BUILD READINESS—

SUCCESSOR DEVELOPMENT, 

EXPERIENCE, EXPOSURE, COACHING, 

AND LEADERSHIP PIPELINE 

DEVELOPMENT  

 

1. Development Gap Analysis  

• Target role versus demonstrated capability  

 

2. Beyond Training  

• Stretch assignments  

• job rotation  

• action learning  

Major Activity: Successor Development 

Architecture Workshop — Participants 

choose a succession candidate, identify 

role-specific development gaps, and create 

a combination of learning, experience, 

exposure, coaching, mentoring, and project 

assignments that can produce measurable 

evidence of increased readiness. Major 

Output: Individual Successor Development 

and Readiness Acceleration Plan 



 

• acting assignments  

• cross-functional projects  

 

3. Coaching and Mentoring for Successors  

• Manager development responsibilities  

• leadership exposure  

 

4. Building Evidence of Readiness  

• Development outcomes  

• demonstrated competencies  

• practical experience  

 

5. Developing Multiple Successors  

• Succession depth  

• pipeline building  

• emerging talent 

3:00 PM–3:15 PM AFTERNOON BREAK 

3:15 PM–5:00 PM 

MODULE 4: MAKE SUCCESSION 

SUSTAINABLE—KNOWLEDGE 

TRANSFER, CONTINGENCY PLANNING, 

GOVERNANCE, AND SUCCESSION 

REVIEWS  

 

1. Critical Knowledge Transfer  

• Institutional knowledge  

• relationships  

• decisions  

• processes  

• customer and stakeholder information  

 

2. Succession Transition Planning  

• Handover  

• shadowing  

• transition timetable  

• authority transfer  

 

3. What If No Successor Is Ready?  

• Accelerated development  

• acting roles  

• external recruitment  

• interim options  

• contingency coverage  

Major Activity: S.U.C.C.E.E.D. Succession 

Board Simulation — Participants act as an 

executive succession committee responding 

to critical-role vacancies, retirements, 

resignation risks, readiness gaps, and 

leadership-development issues while 

determining succession, contingency, 

development, and knowledge-transfer 

actions. Major Output: Organizational 

Succession Scorecard and 30-, 60-, or 90-

Day Succession Planning Implementation 

Roadmap 



 

 

4. Succession Governance  

• Senior management  

• HR • managers  

• incumbents  

• confidentiality  

• communication  

 

5. Succession Metrics and Review  

• Ready-Now coverage  

• succession depth  

• internal fill 

• development progress • periodic reviews 

5:00 PM PROGRAM CLOSING 
Learning synthesis, individual commitments, 

evaluation, and recommended next steps 

 

 
MAJOR PARTICIPANT OUTPUTS 

 

Participants are expected to complete: 

1. Critical Position and Succession Risk Heat Map 

2. Critical Role Success Profile, Successor Assessment Matrix, and Readiness Classification 

3. Individual Successor Development and Readiness Acceleration Plan 

4. Organizational Succession Scorecard and 30-, 60-, or 90-Day Succession Planning Implementation 

Roadmap 

 

 
SAMPLE SUCCESSION PLANNING SITUATIONS 

 

Activities may be customized around situations such as: 

• CEO preparing for eventual retirement; 

• founder planning transition to professional management; 

• department head retiring within two years; 

• key technical expert with no backup; 

• high-performing employee being considered for management; 

• strong technical specialist with weak people-leadership skills; 

• high-potential employee with limited business exposure; 

• possible successor who does not want the role; 

• two equally promising successor candidates; 

• manager nominating a favorite employee despite limited evidence; 

• Ready-Now candidate receiving an external job offer; 

• critical vacancy arising earlier than expected; 



 

• no internal successor available; 

• department refusing to release talent for development; 

• successor needing cross-functional exposure; 

• incumbent reluctant to transfer knowledge; 

• possible successor lacking financial experience; 

• possible successor lacking people-management experience; 

• possible successor requiring executive presence; 

• succession plan based only on tenure; 

• multiple senior leaders approaching retirement; 

• rapid organizational expansion creating leadership shortages; 

• high turnover in middle management; 

• successor development plan consisting only of seminars; 

• internal candidate failing after promotion; 

• executive team disagreeing on readiness classifications; 

• business unit requiring a different future leadership profile; 

• organization deciding between internal promotion and external recruitment; 

• family business preparing next-generation leadership. 

 

 
TRAINING METHODS 

 

This Training on Leadership Succession Planning in the Philippines follows MSS Corporation's 

EnterTRAINment methodology: 

• Approximately 30% concise trainer input, demonstrations, facilitated discussions, and synthesis 

• Approximately 70% critical-role analysis, succession-risk mapping, talent assessment, calibration, 

development planning, succession simulations, knowledge-transfer planning, and workplace 

application 

 

Methods may include: 

• Succession readiness self-assessment; 

• critical-position identification; 

• succession risk mapping; 

• future-role analysis; 

• success-profile development; 

• performance-versus-potential exercises; 

• successor assessment cases; 

• readiness classification; 

• talent-calibration simulation; 

• bias-identification cases; 

• development-gap analysis; 

• successor-development planning; 

• stretch-assignment design; 

• knowledge-transfer planning; 



 

• emergency succession scenario; 

• internal-versus-external succession analysis; 

• succession-dashboard exercise; 

• executive succession board simulation; and 

• implementation roadmapping. 

 

 
TARGET PARTICIPANTS 

 

This Leadership Succession Planning Training in the Philippines is recommended for: 

• HR Directors; 

• HR Managers; 

• Talent Management Managers; 

• Talent Management Specialists; 

• Organization Development Managers; 

• HR Business Partners; 

• Learning and Development Managers; 

• Leadership Development professionals; 

• Workforce Planning personnel; 

• Senior Executives; 

• Business Unit Heads; 

• Department Heads; 

• Division Heads; 

• General Managers; 

• Branch Heads; 

• Functional Managers; 

• business owners; 

• founders; 

• family-business leaders; 

• executives preparing next-generation leaders; 

• members of talent review committees; 

• members of succession-planning committees; and 

• leaders accountable for developing future organizational leadership. 

 

 
RECOMMENDED NUMBER OF PARTICIPANTS 

 

Approximately 12 to 20 participants is recommended for meaningful talent-calibration exercises, succession-

case discussions, and individualized planning. 

 

For an organization-specific session, strong representation may include a combination of: 

• Senior Management; 

• HR; 



 

• Talent Management; 

• Department Heads. 

 

This encourages succession planning to become an enterprise leadership responsibility rather than an HR-

only exercise. 

 

 
DELIVERY OPTIONS 

 

The program may be delivered through: 

• Face-to-face in-house training; 

• live virtual instructor-led training; 

• hybrid training; 

• executive workshop; 

• leadership retreat; 

• talent-management capability program; 

• strategic HR program; 

• leadership-development initiative; 

• family-business succession workshop; 

• management-development initiative; 

• succession-planning implementation project; or 

• customized training-and-consultancy engagement. 

 

 
AVAILABLE PROGRAM FORMATS 

 

Half-Day Succession Planning Fundamentals 

Recommended for: 

• Succession fundamentals; 

• critical positions; 

• succession risk; 

• success profiles; 

• performance versus potential; 

• readiness; 

• development principles. 

 

The half-day version contains exactly two modules. 

 

One-Day Succession Planning Training 

Recommended for the complete MSS S.U.C.C.E.E.D. Succession Planning Framework, covering critical-role 

identification, future requirements, successor assessment, readiness, development planning, knowledge transfer, 

contingency planning, governance, and review. 

 



 

Two-Day Advanced Succession Planning Workshop 

Recommended when the organization requires deeper application involving: 

• Actual critical-position identification; 

• organization-specific success profiles; 

• talent mapping; 

• multiple successor assessments; 

• readiness calibration; 

• development architecture; 

• knowledge transfer; 

• succession dashboards; 

• executive review mechanisms. 

 

Leadership Succession Planning Program 

May include: 

1. Succession Planning Fundamentals 

2. Critical Role and Succession Risk Analysis 

3. Leadership Success Profiles 

4. Talent and Potential Assessment 

5. Succession Calibration 

6. Successor Development Planning 

7. Coaching and Mentoring Successors 

8. Knowledge Transfer 

9. Succession Governance 

10. Leadership Pipeline Review 

 

Succession Planning System Development and Consultancy 

MSS Corporation may support organizations requiring: 

• Succession-planning diagnostic; 

• critical-position methodology; 

• succession-risk assessment; 

• success-profile development; 

• talent-review criteria; 

• readiness definitions; 

• succession matrices; 

• development-plan templates; 

• talent-calibration processes; 

• succession-dashboard development; 

• governance design; 

• executive succession reviews; 

• implementation support. 

 

 

 



 

 
CUSTOMIZATION OPTIONS 

 

This Training on Planning for Succession in the Philippines may be customized using the client's: 

• Strategic plan; 

• organizational structure; 

• leadership competency framework; 

• Job Descriptions; 

• performance scorecards; 

• critical-position list; 

• talent-management system; 

• performance-management results; 

• leadership-development framework; 

• retirement information; 

• workforce demographics; 

• career architecture; 

• talent profiles; 

• existing succession templates; 

• organization-specific readiness definitions; 

• succession policies; 

• anonymized talent cases; 

• leadership-pipeline challenges. 

 

 
POSSIBLE SUCCESSION PLANNING PERFORMANCE INDICATORS 

 

Organizations may evaluate succession effectiveness through measures such as: 

• Critical Position Coverage Rate; 

• Ready-Now Successor Coverage; 

• succession depth; 

• number of critical roles with no viable successor; 

• percentage of successors with active development plans; 

• development-plan completion rate; 

• successor retention rate; 

• internal fill rate for critical positions; 

• average time required to develop successor readiness; 

• percentage of successors completing stretch assignments; 

• successful transition rate; 

• post-promotion performance; 

• critical knowledge-transfer completion; 

• emergency backup coverage; 

• percentage of succession plans reviewed on schedule; 

• talent-calibration completion rate. 



 

The goal is not merely: 

“Do we have names in the succession-plan spreadsheet?” 

 

A stronger question is: 

“Do we have credible, sufficiently ready talent who can sustain critical organizational responsibilities when 

needed?” 

 

 
PROFESSIONAL AND HR GOVERNANCE BOUNDARIES 

 

Succession planning should not automatically create an employment guarantee. 

 

Identification as a potential successor should not necessarily mean: 

• Guaranteed promotion; 

• guaranteed salary increase; 

• guaranteed appointment; 

• guaranteed timetable; 

• entitlement to another employee's position. 

 

Organizations should maintain appropriate processes concerning: 

• Promotion; 

• selection; 

• equal opportunity; 

• compensation; 

• employment decisions; 

• confidentiality; 

• employee communication. 

 

Succession planning should support better decisions—not bypass appropriate HR governance. 

 
FREQUENTLY ASKED QUESTIONS 

 

What is Succession Planning Training in the Philippines? 

Succession Planning Training in the Philippines equips HR professionals and organizational leaders to identify 

critical roles, assess succession risk, evaluate potential successors, determine readiness, develop talent, transfer 

knowledge, and maintain leadership continuity. 

 

What is Training on Succession Planning in the Philippines? 

Training on Succession Planning in the Philippines teaches organizations how to build a sustainable 

succession process rather than waiting until important employees resign, retire, or become unavailable. 

 

 

 



 

What is Planning for Succession Training in the Philippines? 

Planning for Succession Training in the Philippines develops practical capability to determine which roles 

require successors, who may potentially assume them, how ready candidates are, and what development is 

required. 

 

What is Training on Planning for Succession in the Philippines? 

Training on Planning for Succession in the Philippines helps participants establish critical-role criteria, identify 

succession risks, develop success profiles, assess candidates, and create succession-development actions. 

 

What is Leadership Succession Planning Training in the Philippines? 

Leadership Succession Planning Training in the Philippines focuses specifically on maintaining a pipeline of 

capable future supervisors, managers, department heads, executives, and other organizational leaders. 

 

What is Training on Leadership Succession Planning in the Philippines? 

Training on Leadership Succession Planning in the Philippines equips HR and business leaders to identify 

future leadership requirements, assess leadership potential and readiness, and develop possible successors 

deliberately. 

 

What is Planning for Leadership Succession Training in the Philippines? 

Planning for Leadership Succession Training in the Philippines develops the organization's ability to anticipate 

future leadership vacancies and prepare qualified internal talent before vacancies become urgent. 

 

What is Training on Planning for Leadership Succession in the Philippines? 

Training on Planning for Leadership Succession in the Philippines helps participants build leadership pipelines 

through success profiling, talent assessment, development planning, experience, coaching, mentoring, and 

succession reviews. 

 

Is succession planning only for senior executives? 

No. 

 

Succession planning may apply to any role whose vacancy creates significant organizational risk. 

 

This may include: 

• Executives; 

• managers; 

• supervisors; 

• technical specialists; 

• critical individual contributors; 

• relationship holders; 

• key operational personnel. 

 

Is succession planning the same as replacement planning? 

No. 



 

Replacement planning primarily identifies who could replace an incumbent. 

 

Succession planning builds a longer-term pipeline of talent capable of assuming important organizational roles. 

 

Should every position have a successor? 

Not necessarily. 

 

The organization should prioritize roles according to criticality, vacancy risk, replacement difficulty, and business 

impact. 

 

Is the incumbent's immediate subordinate automatically the successor? 

No. 

 

The employee should be evaluated against the target role's requirements. 

 

Should the best performer automatically be promoted? 

No. 

 

Current performance is important, but succession planning should also consider potential, readiness, aspiration, 

required experience, competencies, and future role requirements. 

 

Does the program cover high-potential employees? 

Yes. 

 

Participants learn to distinguish performance from potential and avoid labeling employees high-potential without 

meaningful criteria. 

 

Does it include readiness categories? 

Yes. 

 

Organizations may customize categories such as: 

• Ready Now; 

• Ready in 1–2 Years; 

• Ready in 3–5 Years; 

• Emerging Talent. 

 

Does succession planning guarantee promotion? 

No. 

 

Being identified as a possible successor should not automatically guarantee a future appointment. 

 

Should possible successors know they are on the succession plan? 

This depends on organizational policy. 



 

Development conversations can occur without creating inappropriate guarantees. 

 

What if no internal successor is ready? 

The organization may consider: 

• Accelerated development; 

• additional internal candidates; 

• temporary acting arrangements; 

• external talent mapping; 

• external recruitment; 

• interim leadership; 

• restructuring responsibilities. 

 

The important objective is to identify the gap early. 

 

Does the program include development planning? 

Yes. 

 

Successor-development planning is a major component of Module 3. 

 

Is leadership training enough to prepare successors? 

Usually not by itself. 

 

Succession readiness may require: 

• Practical experience; 

• stretch assignments; 

• cross-functional exposure; 

• coaching; 

• mentoring; 

• strategic projects; 

• acting responsibilities. 

 

Does the program cover knowledge transfer? 

Yes. 

 

Module 4 includes knowledge-transfer and transition planning. 

 

Does it cover family-business succession? 

Yes. 

 

The concepts can be customized for family-owned organizations, including transition from founders or current 

family leaders to next-generation or professional management. 

 

 



 

Can the program use our actual organizational structure? 

Yes. 

 

For in-house delivery, MSS Corporation may incorporate the organization's structure, critical roles, Job 

Descriptions, competencies, and anonymized talent information. 

 

Can MSS help us build our actual succession plan? 

Yes. 

 

The training may be expanded into a succession-planning consultancy covering critical-position identification, 

success profiles, readiness criteria, assessment matrices, talent calibration, development plans, dashboards, and 

governance. 

 

Can this be delivered virtually? 

Yes. 

 

Virtual delivery may use digital talent matrices, breakout-room calibration, critical-role assessments, succession 

cases, and collaborative development planning. 

 

Is one day enough? 

One day is appropriate for developing a strong practical foundation using the complete MSS S.U.C.C.E.E.D. 

Succession Planning Framework. 

 

Organizations creating or redesigning an enterprise-wide succession system may require additional workshops or 

consultancy support. 

 

 
RELATED MSS CORPORATION TRAINING PROGRAMS 

 

Organizations considering this program may also explore: 

• Talent Management Training; 

• Leadership Development Training; 

• Management Development Program; 

• Supervisory Development Training; 

• Strategic Workforce Planning Training; 

• Competency-Based Human Resource Management Training; 

• Performance Management Training; 

• Performance Appraisal Training; 

• Career Development Planning Training; 

• Coaching and Mentoring Training; 

• Employee Development Planning Training; 

• High-Potential Employee Development Training; 

• Leadership Pipeline Development Training; 



 

• Strategic Human Resource Management Training; 

• Employee Retention Training; 

• Talent Review and Calibration Training; and 

• Succession Planning System Development Consultancy. 

 

 
WHY CHOOSE MSS CORPORATION FOR SUCCESSION PLANNING TRAINING IN THE 

PHILIPPINES? 

 

Beyond Naming Replacements 

The program develops an actual succession system: 

Critical Roles → Future Requirements → Success Profiles → Talent Assessment → Readiness → 

Development → Knowledge Transfer → Governance 

 

Practical MSS S.U.C.C.E.E.D. Framework 

Participants receive an easy-to-follow methodology: 

Spot → Understand → Clarify → Calibrate → Equip → Establish → Drive 

Strong Business Continuity Perspective 

 

Succession planning is positioned as protection against critical leadership and capability gaps. 

 

Strategy-Aligned Succession 

Participants consider what future roles will require—not merely what incumbents do today. 

 

Performance Is Not Confused With Potential 

Participants learn to distinguish: 

• Performance; 

• potential; 

• aspiration; 

• promotability; 

• readiness. 

 

Evidence-Based Successor Selection 

Talent decisions are supported by role requirements, documented evidence, and structured calibration. 

 

Focus on Actual Readiness 

Successors are not merely nominated. 

 

They are deliberately developed toward demonstrable readiness. 

 

Development Beyond Classroom Training 

The program incorporates: 

• Stretch assignments; 



 

• projects; 

• coaching; 

• mentoring; 

• job rotation; 

• acting assignments; 

• exposure. 

 

Knowledge Transfer 

Succession planning addresses not only who takes the position but also what organizational knowledge must 

survive the transition. 

 

Succession Governance 

HR and leaders learn how to maintain, review, measure, and update the succession pipeline. 

 

Tangible Participant Outputs 

Every module produces practical succession-planning tools that can be used after training. 

 

EnterTRAINment Methodology 

Participants identify, evaluate, calibrate, develop, decide, and plan rather than merely listen to succession 

concepts. 

 

Highly Customizable 

MSS Corporation may incorporate the client's: 

• Organizational structure; 

• strategic plan; 

• competencies; 

• critical roles; 

• leadership pipeline; 

• existing succession methodology; 

• actual anonymized succession issues. 

 

 
CALL TO ACTION 

 

Don't Wait for a Critical Leader to Leave Before Asking Who Comes Next. 

 

Build an organization that is prepared for: 

• Leadership transitions; 

• promotions; 

• retirements; 

• unexpected resignations; 

• business expansion; 

• future capability requirements. 



 

Equip your HR professionals, executives, managers, and department heads to identify critical roles, assess 

succession risk, build success profiles, evaluate talent objectively, determine successor readiness, accelerate 

development, transfer knowledge, and maintain a sustainable leadership pipeline. 

 

Partner with MSS Corporation for a customized: 

• Succession Planning Training in the Philippines 

• Training on Succession Planning in the Philippines 

• Planning for Succession Training in the Philippines 

• Training on Planning for Succession in the Philippines 

• Leadership Succession Planning Training in the Philippines 

• Training on Leadership Succession Planning in the Philippines 

• Planning for Leadership Succession Training in the Philippines 

• Training on Planning for Leadership Succession in the Philippines 

 

designed around your organization's strategy, structure, leadership requirements, critical positions, talent pipeline, 

succession risks, and future business direction. 

 

Prepare the next generation before you need them. 

 

With MSS, We Make Strong Success. 

 


