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Narrative：
XYZ Corporation is a medium-sized technology company, has achieved rapid development through innovative products. 
With increasing industry competition, the company faces many challenges in leadership development and succession planning. These issues have  impacted overall company performance . 
To achieve the company's strategic objectives, it is essential to establish an effective implementation strategy.

Analyse the challenges:
The challenges facing leadership development:
1. The lack of structured programs
Structured leadership development is a systematic framework for cultivating employees' leadership capabilities, including training courses, mentoring mechanisms and evaluation feedback.
However, XYZ corporation currently lacks a clear leadership development framework, resulting in employees being unable to receive leadership training, guidance, practice and feedback, thereby hindering overall leadership improvement.
Like Boeing. Due to the lack of safety culture and team collaboration training for promoted managers and employees, leading to an aircraft accident, Boeing not only lost 20 billion dollars but also severely damaged its brand image.

2. The training strategy is inconsistent with corporate strategic objectives
The training content does not match the company's strategic capabilities or becomes disconnected from strategic objectives, it will result in gaps in employees' leadership skills, thereby affecting the company's competitiveness.
For instance Kodak, Although Kodak recognised the trend of digital technology, its management training still focused on traditional techniques and failed to adopt innovative courses. As a result, the company went bankrupt due to conservative decision-making.

3. Limited Opportunities for Growth
According to research findings, 40% of employees leave their jobs primarily due to a lack of promotion opportunities.In our company, employees feel constrained in their career development. This not only reduces the motivation of potential leaders,leads to the loss of high-potential talent, but also results in a decline in the company's competitiveness.

The challenges faced in succession planning:
1. Missing Succession Process
The company has not established a comprehensive succession planning process, making it difficult to promptly select suitable successors in vacancies , thereby affecting the stability of work. 
For example, General Electric suddenly dismissed its original CEO without properly selecting a suitable new CEO due to the lack of a sound succession process, resulting in a significant decline in the company's stock price.
Therefore, establishing a comprehensive succession system is important. This ensures the smooth progress of all tasks.

2. The company lacks an effective knowledge transfer mechanism
In the process of enterprise development, knowledge transfer is crucial for the identification, exchange and mastery of knowledge, it facilitates the effective transmission of technology within the organisation. 
Currently, our corporation is deficient in this aspect.The experience and expertise of senior leaders are difficult to effectively pass on to successors, resulting in the loss of knowledge and skills, which will impacted on the company's long-term development.

3. Internal resistance
Some leaders lack understanding of the new plan, refuse to support it or even resist change. They are unwilling to relinquish their existing power, which makes the implementation of the plan extremely difficult.

Strategies:
In terms of leadership development programs:
1. Establish a structured training system
It is necessary to establish a hierarchical leadership development system to meet the needs of employees at different levels and positions.
We can learn from GE's training approach. For example, junior managers study basic management courses, they focus on team collaboration and budget management, middle managers primarily learn advanced management courses.This approach has trained many outstanding managers.

2. The Feedback System
The company can implement a 360-degree feedback mechanism, allowing employees to receive feedback from supervisors, colleagues, subordinates, and customers.
Through regular feedback, Employees can not only promptly identify aspects between training and objectives, making adjustments and improvements, but also clearly understand their own strengths and weaknesses, thereby formulating development plans that align with their career objectives.

3.  Enhance the effectiveness of training
First, the company can implement a mentorship system. This provides employees with one-on-one guidance and offers more precise suggestions for their career development. 
Secondly, the company needs to establish clear promotion criteria and processes to enhance employee motivation, such as work performance, leadership and teamwork.
At the same time, our company establishes a leadership development bonus to encourage employees to participate in training and strengthen their work enthusiasm and initiative.

Strategies for succession planning:
1. Scientific Evaluation System
XYZ corporation should establish a scientific evaluation system by adopting various assessment methods to identify outstanding talents, such as 360-degree feedback and potential evaluation. This ensures that the evaluation criteria are regularly updated to align with the company's strategic objectives.
2. Knowledge Management
For successors, the company should encourage experienced employees to document their knowledge and experience，and provide opportunities to learn from leaders, promoting personal growth and preventing knowledge loss. 
3. Overcoming Resistance
The company plans to conduct training for executives on leadership and succession planning, aiming to make them understand the importance of cultivating a new generation of leaders.
Additionally, our company should establish an executive incentive mechanism to encourage their active participation in plans. Through these measures, executives will be more motivated to promote the project and select new leaders.

Strategy Arrangement:
It is divided into four phases：
The first is the startup phase, it need 2 months, the company needs to establish a dedicated team and plan a detailed program.
The second is the pilot phase,it need 4 months,the company need select a few departments to implement, gathering feedback and suggestions for optimization.
Followed by the full roll out phase,it need 6 months, Leadership development and succession planning should be carried out across the company; 
Finally, there is the optimization phase, company should evaluate and summarize the plan every month and flexibly adjust it based on feedback to better align with the company's actual situation and finally conduct an evaluation summary.

Conclusion：
Leadership development and succession planning are crucial. Through systematic leadership development, the company can cultivate outstanding leaders and succession planning ensures stability during leadership transitions. 
In the future, the company should strengthen the training efforts to nurture more outstanding talents to adapt to changes in market demand, thereby achieving sustainable development.
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Structured leadership development can systematically cultivate employees' leadership skills (Day et al, 2021; McCauley & Palus, 2021)，including training courses  and evaluation feedback. The company lacks a clear structural framework, obstructing the overall enhancement of leadership. For instance, Boeing (737 MAX crisis) experienced a disaster due to insufficient leadership training following talent promotion (Hansen, 2021; Imad, Elbuzidi & Chan, 2021).
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The company's training strategy is inconsistent with its strategic goals, leading to a gap in the skills and capabilities required for effective leadership. This affects the company's competitiveness.(Shen, 2023). For instance, the bankruptcy of Kodak caused by management not receiving innovation training (Vinokurova & Kapoor, 2023; Sağlamtimur, 2025).
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According to research findings, 40% of employees leaving is the lack of promotion opportunities (LinkedIn, 2020). Employees feel that their career development opportunities are limited. This not only reduces the motivation of potential leaders, but also leads to the loss of high-potential talent. 
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Missing Succession Process

It is difficult to promptly select suitable successors in vacancies, affecting the continuity and stability of work (Anto & Lim-Urubio,2024).For instance, General Electric (GE)  due to the lack of a robust succession process, resulting in a stock price decline(Bogus,2025).

Lack of Knowledge Transfer Mechanisms

Knowledge transfer mechanism can help the effective transmission of technology and expertise within the organisation (Bolatan et al, 2022). The company lacks a knowledge transfer mechanism, making it difficult to transfer senior-level experience and professional knowledge.

Reform Implementation Encounters Resistance

Some leaders do not understand, support or even resist the new plan, they are unwilling to relinquish their existing power, making it difficult to implement the plan smoothly (Fernández-Aráoz，Nagel & Green,2021）.
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Leadership Development Programs
















It can meet the requirements of employees at different levels and positions (Kulawiecka, 2023).For instance, GE's training approach，junior managers study basic management courses, focusing on team collaboration and budget management, middle managers primarily learn advanced management courses(HILL,2024).

Hierarchical Training System









































Structured Training System



















360-degree feedback mechanism









































The Feedback System

It enables employees to receive feedback from supervisors, colleagues, subordinates and customers(Tambunan, Ginting & Absah, 2024).

Employees can not only identify aspects between training and objectives, but also clearly understand their own strengths and weaknesses.























The company can assign one-on-one mentors to employees and  provide guidance and advice (Junn et al, 2023). 



Mentorship System

































Incentive Mechanism



The company needs to establish clear promotion criteria and processes, including assessment indicators . 

At the same time, the company establishes a leadership development bonus to encourage employees to participate in training (Ma &Wang，2024.
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Succession Planning Strategy





















The company needs to establish a comprehensive evaluation system and adopt multiple assessment methods to evaluate employees (Wallace, Torres & Zaccaro, 2021), this ensures that the evaluation criteria are regularly updated to align with the company's strategic objectives.





































The company can allow them to learn from leaders to accelerate growth. 

Encourage senior employees to document their knowledge and experience to facilitate learning for new employees and prevent knowledge loss（Kmieciak,2021).

      Knowledge Management



Scientific Evaluation System



























The company can provide leadership and succession planning training for executives to help them recognize the importance of cultivating new leaders.

Additionally, our company should establish an executive incentive mechanism to encourage their active participation in plans(Jackson & Allen,2022). 

Executives Awareness Training

































Overcoming Resistance

















Part 5

Implementation Strategy Arrangement















		                            Phase		              Time (a period of 1 year))		                         Critical task

		                Startup phase
		                          2 months		Establish a specialised team and formulate a detailed plan.

		                 Pilot phase		                           4 months		Select pilot departments,collect feedback and optimize the plan.

		             Full rollout phase
		 
                           6 months		The company comprehensively implements leadership development and succession planning.

		            Optimization phase		 
                           monthly		Monthly evaluate the effectiveness of the plan, summarize the results and make flexible adjustments based on feedback.

























Systematic leadership development cultivates outstanding leaders,  succession planning ensures organizational stability during leadership transitions.



In the future, the company must enhance training to nurture more talent to adapt to market changes and achieve sustainable development.
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Missing Succession Process


It is difficult to promptly select 
suitable successors in vacancies, 
affecting the continuity and 
stability of work (Anto & Lim-
Urubio,2024).For instance, 
General Electric (GE)  due to the 
lack of a robust succession 
process, resulting in a stock price 
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