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Success Stories 
Case Study: Manufacturing Facility Succession Plan 

Local manufacturing company hired CPIBN to assist them with developing a 

customized Succession Planning process that would provide a solid foundation 

for assessing and developing talent for key positions within their organization.  

The focus of this project was to: 

 Assess the competencies and skill level of key individuals 

within the organization 

 Identify the key competencies and skills needed for critical 

positions throughout the organization  

 Identify the talent gaps 

 Create a plan to address the gaps 

Senior management identified approximately 20 individuals to participate in the 

talent assessment process, whose areas of expertise crossed all lines of business.  

Participant selection was based on key contributions to the organization and 

high levels of performance.  The participants were responsible for large teams as 

well as independent contributors, and held positions critical to the operation of 

the plant or positions that provided strategic direction or support to the various 

business lines. 

All participants were assessed against key competencies that were identified as 

critical for their roles, and a development plan was put in place for each 

participant.  Additionally, a template was created for each position to assist the 

organization with the talent acquisition process, knowing that they would need 

to hire external talent to fill some of their critical roles at a future point in time. 

Organization Profile: 

WNY manufacturing facility 

wanted to position itself for 

growth within its specialty 

product lines.  In 2015, the 

company’s leadership team 

realized that they needed to 

gain a better understanding of 

their talent risks and put a plan 

in place to help mitigate those 

risks.   

Challenges: 

The executive management 

team was concerned that key 

contributors within the 

organization were nearing 

retirement age and the 

company had no one on the 

bench to replace them .  The 

company was also worried that 

it did not currently have the 

right staff in place to support its 

anticipated growth in business.    

Participants initially showed a  

lack of trust in the process, and 

shared concerns with how the 

information would be used 

going forward.  This lack of 

trust resulted from the company 

having changed ownership a 

number of times throughout the 

years, and the need to run a 

lean organization due to 

fluctuations in the marketplace.   

Outcomes 

1. Identified key competencies and skills required for critical positions within 

the organization to enhance the overall talent acquisition process. 

2. Provided development plans for individuals in key positions with realistic 

goals and time frames to complete recommended action items that 

participants helped create. 

3. Created common language for senior management and key individuals to 

use when talking about talent management, talent risk, and the skills and 

competencies required for continued business growth. 

4. Instilled better understanding of tools utilized during the talent 

management process, and demonstrated effective leveraging of those tools. 

5. Implemented idea that discussions about talent risk should occur as 

frequently as discussions on business risk; ensuring consideration during 

future strategic business planning processes. 


