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AGENDA

 Define succession plan.

 State the benefits of having a succession plan.

 Discuss four factors to consider in assessing your 

succession plan. 



ONE WORD

 Give one word that generally describes your 

succession plan.



POSSIBLE SCENARIOS

 Senior Economist resigned

 HR Manager retiring

 Department size to decrease in 10 years



WHAT DO YOU DO?

 Are there qualified staff to fill those key 

positions?

 Retool staff

 Reengineer the organizational structure



YOUR SUCCESSION PLAN

 Central Banks are the foundational structure of 

the economy

 Succession Planning is necessary for workforce 

planning



WHAT IS SUCCESSION PLANNING?

 According to Dr. William Rothwell

Succession planning is a “a deliberate and 

systematic effort by an organization to ensure 

leadership continuity in key positions and 

encourage individual advancement”.  



DIFFERENCE BETWEEN SUCCESSION

PLANNING AND REPLACEMENT PLANNING



STAFFING CHALLENGES IN CENTRAL

BANKING

 Duplicated efforts

 High operating cost

 Low staff productivity



ADVANTAGES OF HAVING A SUCCESSION

PLAN

 Reduced time to fill critical position

 Trained and experienced staff

 High return on the training investment

 Enhanced competitive advantage   



STRATEGIC ASSESSMENT OF

SUCCESSION PLAN

 It’s important. Why?

Ensures the effectiveness of a 

succession plan



KNOW THE BUSINESS THAT YOU ARE IN

 Understand the core functions of the organization

 Why are we here?

 Remain focused on the mission  



BE AWARE OF MANPOWER NEEDS

 Current needs and future needs of the 

organization

 CBOB staff complement in 2006: 234

 CBOB staff complement in 2016: 238

 Bank Supervision in 2006: 50

 Bank Supervision in 2016: 70

 Exchange Control in 2006: 46

 Exchange Control in 2016: 23



DEVELOPMENT OF SKILLS SETS

 What skill sets are needed now and in the future?

 Succession planning is grounded in human 

resource development

 Reduce the skill gaps

 External factors affect internal operations



 Create a succession plan program to promote a 

change in behavior 



FACE DIFFERENCES IN GENERATIONAL GROUPS



CHANGING WORKFORCE



VARIOUS GENERATIONS

 Prepares another generation for leadership roles

 Look for opportunities to advance

 Make them more engaged

 Increase commitment to the organization



CONCLUSION

 Know the business that you are in and focus on 

the mission

 Assess the manpower needs of the organization

 Develop skills sets: current and future to reduce 

the gaps

 Engage all levels and generations of the 

organization in your succession plan



Thank you!

Q&A


