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ABSTRACT 
 

Technology, globalization, worker diversity, demographic changes and organizational complexity are 
some of the characteristics of the present-day business environment. Therefore, succession planning is 
more important than ever and the “qualities” of a good leader have changed altogether. Succession 
planning and leadership development are now regarded as an overlapping corporate agenda, and part of 
the future plans, that helps to give innovation and ensures good competitiveness and sustainability. 
However, there is an increasing need for businesses to recruit managers that are able to thrive in 
changes, embrace new technologies, inspire their staff and ensure the business runs efficiently and 
effectively. Thus, in an era where strong succession management programs are more important than 
ever, senior knowledge figures are more commonly reaching retirement age—as well as employees' 
expectations changing, so is the competition surrounding knowledge. Continuous, competency-based, 
technology-driven approaches to leadership development have superseded more traditional types of 
leadership development recently. To accelerate leadership development, companies are using leadership 
development plans, mentoring, leadership coaching, predictive analytics and artificial intelligence. 
Replacement planning has come a long way if we consider the changes that have taken place in 
succession planning. This article highlights the topical trends on leadership development and succession 
management, reviews the theory underpinning these trends, discusses new techniques used in 
succession management and reflects on its implications in the productivity of organizations. This 
research makes its contribution in the existing knowledge by giving extensive research on latest 
occurrence of leadership and talent management practices in which it has found direction and 
recommendations for future.  
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Introduction 

 Leadership plays an important role in the future success of any organisation, today's business 
world requires it. In the era of hyper-dynamic technological change, globalization, labour unrest and 
economic uncertainty, companies must have leaders who know how to keep it simple, advance 
innovation and manage to keep it all together.  

 The concept of leadership used to be believed only a chosen few had it. However, other studies 
point to a hybrid approach of classroom learning, mentoring and experience as the most effective means 
of learning leadership. Leadership development has now evolved beyond the search of top level 
leadership to a wider programme of leadership development to enhance leadership in the business in 
general.  The orientation of the leadership development program is high, and a significant part of this is 
allocated to the alternations in the nature of work.  

_____________________________________________________________________ 
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 Leadership development has been increasingly taken to a spiritual next level in many 
organizations by increasing succession planning. Many companies face high turnover rates, lack of 
managerial skills and ageing experienced managers as some of their problems. The loss of key 
leadership could lead to disruption in an organization's operations, institutional knowledge loss, and the 
creation of strategic ambiguity. Due to the critical nature of these roles, the need for succession planning 
has become an important way to ensure continuity of leadership through a systematic way to identify, 
develop and build future leaders. Over the past number of years, there has been significant change in the 
field of succession planning. The succession management is now a more intentional and active 
succession process with 4 main pillars: leadership pipeline, high potentials identification, competency 
evaluation, and career progression planning. 

 An increasing connection is established between succession planning and leadership 
development. While leadership development enables organizations to prepare their current and future 
leaders for all new situations, succession management enables leadership to address the needs of 
current and future successors. It is a comprehensive model that drives resilience, talent retention and 
sustainability of an organization. The need of leadership development and succession planning has been 
magnified due to changes in workforce demographics. There is great diversity among the generations in 
today's work force—a diversity of experiences, perspectives, and objectives. Employer and employee 
thoughts on value of meaningful work, opportunities for ongoing learning, and avenues for ongoing 
professional improvement are becoming more important to employees. 

 Technological advancements are not only affecting leadership development, but succession 
management as well. Organizations may improve their leadership talent pipeline, tailor employee 
education to individual needs, and foresee staffing needs with the use of AI, predictive analytics, and 
online learning platforms. These advancements have proved to strengthen data-backed leadership 
selection, and to enhance leadership development programs. Such innovations have proved crucial in 
helping to utilise information to enhance leadership and development to become more effective and 
scalable. Despite these enhancements, leaders are still struggling with inadequate leadership pipelines 
and skill gaps, development dollars, and a definition of future leadership needs. This study explores the 
implications of such effects on the future of the business's successfulness, emerging trends and how 
practices have evolved over time. 

Literature Review 

 In the past couple of decades, a considerable amount of academic research has been dedicated 
to leadership development or succession planning and impact on effectiveness, productivity and 
sustainability of organisations. A study revealed that companies that had extra programs aiming for the 
development of future leaders were more effective than those that did not in terms of employee 
engagement, in creativity and strategic execution as well as in financial outcomes.  

 Some of the researchers have made significant contributions to the science of leadership 
attributes (e.g., Stogdill, 1948 and Mann, 1959) showed that along with personal factors, environmental 
factors also influenced leadership. In the middle of last century, the behavioural theories were issued, 
focussing the emphasis from traits to behaviour. Contingency theories emerged to spur leadership 
research's development by relating leadership's acts to the organizational context. This belief is given 
effect by the Contingency Theory, the Situational Leadership Theory, and the Path-Goal Theory 
presented by Fiedler, Hersey and Blanchard, and House, respectively, which have shown that leadership 
styles have to match with the requirements for the situation to be successful. 

 Burns (1978) and Bass (1985) greatly added to the literature of the field of leadership with the 
introduction and development of transformational leadership. Many researchers have contributed to the 
finding that there is a strong relationship among transformational leadership and great human resource 
outcomes like employee satisfaction, loyalty, creativity and production.  

 Goleman (1998) believes that emotional intelligence is an essential factor in the effective 
leadership. Studies show that emotionally intelligent leaders are very good at handling interpersonal 
relationships, the significance of which is to solve interpersonal conflicts and build a good corporate 
culture. 

 Rothwell (2010) highlighted succession more as a process, not one time look at individuals to 
assume critical positions and more as a continuous search to find individuals who are ‘right' for 
development and hiring into the organisation. 
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 Literature suggests there are signs that programmes for leadership development and 
succession planning are becoming more strategic, inclusive, technified and dynamic. These 
developments might be better appreciated in the context of contemporary theories and methods of 
organizational leadership and personnel management. 

Theoretical Foundations of Leadership Development 

 Leadership development is rooted in several theories which seek to explain how, why and when 
leadership skills develop into an organization and what their effect is on the organization's outcomes. To 
have effective succession management systems and interventions for leadership succession, one needs 
to have a solid understanding of these theoretical foundations. But over the past century, the notion of 
leadership has shifted away from the limited conception of traits, to more complex theories. This is the 
basis of what is now known as modern leadership development.  

 The 'Great Man Theory' is an eighteenth century theory. This was done under the assumption 
that a leader is born and has some qualities that make him/her better than other people. They did not feel 
you could make a leader through training, or by learning through experience, it was something you were 
born to. Nevertheless it was challenged later that the things which affect a person's leadership potential 
are innate attributes, events and instruction. The Great Man Theory, however one of the theories that 
influenced very early in organizational leadership is the one that focuses on the identification of potential 
leaders.  

 The focus in the study of leadership changed significantly when behavioral theories were 
introduced, thus moving it from the attributes of leaders to the actions they take. Two main aspects of 
leadership behavior were found in studies done at Ohio State University: starting structure and 
consideration.  Theories of situational and contingency were brought up, which increased the level of 
understanding of what constitutes effective leadership and the importance of the situational context. 
According to Fiedler's Contingency Theory, Leadership style and situation are dependent to each other in 
leisure and leadership. Hersey and Blanchard's Situational Leadership Theory tells leaders to adjust their 
approach, depending on the level of experience and skill of those who are being managed. 

 Effective leadership learning and development has been instrumentalised by few theories like 
Transformational Leadership Theory in the present time. Burns (1978) distinguished transformational 
leader from one such as a transactional who can (1) motivate subordinates, (2) establish a mutual goal, 
and (3) encourage development. Bass 1985 identified at 4 components of transformational leadership: 
customized consideration, mental stimulation, inspiring motivation and idealized influence. This in turn 
further helped to explain the concept.  

 Another one of the important theoretical models is Emotional Intelligence Theory. Emotional 
Intelligence is a keen sense of other people's feelings, their emotional control and how to harness their 
feelings for social benefit. Goleman's theory of emotional intelligence has identified 5 components of a 
holistic worldview: Selfawareness; social skills; Motivation; selfregulation; and Empathy.  

 Social Learning Theory is helpful in terms of the contribution of observation learning and the 
growth of experience toward leadership. Another significant way in which humans develop new 
behaviours or thinking, Bandura states, is by observing others and the way in which they behave in 
certain situations. There has been a considerable impact on leadership development approaches from 
Adult Learning Theory as well. According to Knowles' ANDRAGOGY theory, people want to learn in a 
place where they can be in control over the content they are learning, where the problems exist in real 
world, and where they can apply the learning right away.  

 The sum of these theoretical perspectives is able to create a solid foundation for understanding 
leadership development. They demonstrate how you can shape your leadership by a balance of nature, 
nurturing, EQ, knowing the outside world and education. What are called modern approaches in the field 
of Leadership Development are focused on building up leaders who will be able to address the 
challenging problems in the organization in the presence of theories. 

Evolution of Leadership Development 

 The nature of organisations, economy, technological advancements and employee expectations 
have drastically changed in 100 years and so has leadership development. The difference between 
modern and old style leadership development is that the classical and traditional leaderships were about 
management or technical skills, while the modern leadership development is about life-long learning, 
emotional intelligence and flexibility. 
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Table 1: Evolution of Leadership Development Approaches 

Traditional Approach Contemporary Approach 

Classroom Training Continuous Learning 

Technical Skills Leadership Competencies 

Annual Reviews Real-Time Feedback 

One-size-fits-all Personalized Learning 

Face-to-Face Training Digital Learning Platforms 
 

 A look at Table 1 shows how much of a change leadership development has been through in 
the previous few decades. Leadership training became more informal and in the early 20th century was 
geared to apprenticeship. Before now, the ability of an employer to spot students and to give them 
opportunities to climb up the corporate ladder with work and learn along the way was excellent. 

 There was a significant increase in Management & Leadership Programs throughout the 
decades that followed WWII. Organizations are becoming complex, and require more capable managers 
to deal with the complexity of their organisations. Since then, schools of business and the universities 
have placed emphasis on planning, organizing, controlling, and decision making as the central elements 
of the management development programs. Conventional management theories that were not yet about 
leadership per se but still very much about efficiency, hierarchy and authority were also a factor 
influencing leadership development during this time.  

 It was clear in the 1970s and 1980s that the days of management only were behind us as 
businesses were doing. When today's technology, globalisation and competitive environment have taken 
over, it is more important than ever to plan strategically, inspire staff and get your organisation to be 
agile. In addition to those technical skills in management, aspects such as communication, team work, 
the solving of conflicts and personal effectiveness were also introduced into leadership developments 
programmes.  

 Leadership development approaches were greatly affected by the 1980s advent of 
transformational leadership theory. Firms emphasized the need for the development of visions, 
empowerment of employees, innovation and change leadership. Knowing how to inspire and engage 
others, think strategically and lead the change within the organization, has been a recent focus point 
when developing leaders' skills. 

 Things began to change in the 1990s when competency-based methods of leadership 
development grew renown amongst many firms. Experiments were made to include leadership, 
competency evaluations within development, performance management and recruitment. Using 
competency models, businesses could harmonise leadership development initiatives with future 
objectives and values. 

 With the fast pace at which globalization has developed in the late 20th and early 21st centuries, 
new dilemmas emerged for leaders. Multinationals need executives who have the ability to handle the 
cultural issues, collaborate with multi-national teams, and draw strategies for business operations all over 
the world. This kind of behaviour was indicative of an awareness by those who follow in the footsteps of 
globalized world that in order to excel in today's economy, they have to become more culturally aware 
and larger thinkers.  

 Technology advancement is another crucial element contributing to the advancement of 
leadership growth. Digital technologies, artificial intelligence and big data and automation have changed 
organisations' workings – who needs to be involved and who is in charge first. As with many factors, the 
COVID-19 pandemic and the various patterns prior to it brought some fresh-while others add to existing 
challenges for leadership to handle. As many organizations transitioned to remote and hybrid working 
during these unprecedented circumstances, the leaders had to deal with adapting to working with 
distributed staff, making sure they were engaged, and keeping their employees healthy. 

 Leadership development programmes will also be more important to make sure that the process 
of leadership development is diverse, equal and inclusive. The necessity of enhancing the diversity, 
equality and inclusion of leadership development actions also acquires a greater relevance. Firms are 
progressing in creating new career methodologies which foster equality of opportunity, as they prepare to 
raise the leader pool for all ages, gender, race and socio-economic status. This change is due to ethical 
issues and the increasing evidence that diverse leadership teams lead to increased creativity, improved 
quality of decision making and better organizational success.  
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 Leadership development is a process which has undergone several changes throughout the 
years. The leadership position has changed over time as has the leadership development process. After 
adapting to a future defined by digital change, flexibility, receptivity to new concepts, adoption of digital 
technology, emotional intelligence, teamwork, and diversity and inclusion are now considered key 
competencies to be developed in leadership training. 

Contemporary Trends in Leadership Development 

 Leadership development indeed is changing – again. Leadership skills that have been around 
for a while aren't enough for today's companies, and this is becoming more and more apparent to 
organizations. New concepts and ideas on leadership and development are always in-demand because 
of the evolving workforce, the more global workplace, the environment, changing employee expectations 
and the very fast-changing technological landscape.  

 A major trend that has unfolded is that leadership development is an ongoing process. 
Traditional method of Leadership Development has been via Workshops and Executive Education 
Programs. Leadership development is being seen as an integral part of everyday work experiences by 
many businesses today. 

 One more important trend to be noted is the increase in popularity of individualized learning. 
Technological advances in Digital Learning provides the opportunity for businesses to personalize 
learning to an employee's specific performance, interest, goals and method of learning. 

 Another aspect of leadership development in which data analytics and AI are driving change is 
the more accurate measurement of leadership capabilities, gaps, and progress in leadership 
development. AI-driven leadership training is a sea change in all sectors, as a result of AI, digital 
transformation, diversity of the workforce and changing employee expectations. The need of developing 
competences beyond conventional management skills in developing future leaders is becoming more 
and more acknowledged by organizations. 

Table 2: Major Trends in Leadership Development 

Trend Description Organizational Benefits 

AI-Based Learning Personalized development pathways Faster skill development 

Digital Leadership Technology-enabled decision making Improved innovation 

Emotional Intelligence Empathy and relationship management Better employee engagement 

Inclusive Leadership Diversity and belonging Enhanced creativity 

Agile Leadership Adaptability and resilience Improved change management 
 

• Artificial Intelligence and Data-Driven Leadership Development 

 The use of AI and sophisticated analytics into talent management procedures is one of the most 
revolutionary tendencies in modern leadership development. AI is no longer just a solution to automate 
different processes but it's changing the way people view acquisition, assessment, development, and 
retention of future leaders. Traditional approaches to leadership development have reached a plateau 
with 3 types of reviews: performance reviews -- once a year, management suggestions and subjective 
appraisals. While these methods were helpful in the creation of valuable information, they were also 
sometimes slightly or completely wrong in terms of accuracy of the prediction, consistency and lack of 
bias.  

 However, AIs bring a much more detailed model when it comes to identifying leadership 
potential, gaps and weak spots, growth areas and succession planning—through a sea of employee 
data.  As a result, businesses can bid adieu to succession problems and nonstop develop a talent pool.  

 AI coaching platforms provide immediate insights into leadership qualities, decision-making 
processes, emotional intelligence, and communication effectiveness. Developmental counselling is done 
on the job and because there is no executor/manager/coach system, staff are able to move forward in 
their work, knowing they have received some development counselling or coaching. Through these 
innovations, companies can increase their reach to more people and expand its leadership initiatives, 
increasing access for more employees. Despite all this, companies share an ethical concern that arises 
when utilizing AI. It is important to handle with care issues related to algorithmic bias, transparency, 
fairness, data privacy.  
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• Digital Leadership and Technological Competence 

 Today's digital transformation in many enterprises makes leaders with a highly developed 
technical knowledge and digital leadership skills much-needed. Digital communication, automation, cyber 
security, cloud, big data and artificial intelligence are the main themes of today's leadership. Thus, digital 
literacy, skills developed to use a technology and innovation oriented activities, have become part of 
these programs that attempt to create leaders.  

 Digital executives need to be aware how new technologies affect competitive strategies, job 
roles, customer expectations and business models. They're also expected to guide, manage and 
overlook organizational change resistance and initiate digital change efforts. To become a successful 
Digital Leader, it will be a mix of Tech and People First.  

 There has been evidence of a significant correlation between having strong and high level 
leadership teams who are able to influence the use of digital technologies and companies successfully in 
progressing to meet their transformation objectives. New competencies like literacy of data-driven 
decision making, digital communication skills, strategic technology management and leadership of the 
innovation process, are becoming more crucial and integral parts of leadership development programs. In 
a culture that's increasingly driven by remote and hybrid employment, digital leadership skills are taking 
on an even greater relevance.  

• Emotional Intelligence and Human-Cantered Leadership 

 While technical skill has come to outweigh the importance of time, technical savvy is now not 
enough for sustained success as businesses are finding out the need for human-approach in leadership. 
The growing complexity of what makes a successful workplace, coupled with greater stresses being 
placed on employee wellbeing and a parallel rise in the study of emotional intelligence has created a 
misconceived view of the impact of emotional intelligence on successful leadership.  

 Emotional Intelligence is the basis of the leadership development programs as it is the only thing 
required in today's workforces. When leaders demonstrate a caring attitude towards their employees, 
they will be more likely to be genuine, to be open as well as compassionate. A psychologically safe 
environment is dependent on leaders who care and listen to others, enabling people to voice their 
opinions and contribute.  

 The relevance of Emotion Coaching in the Covid-19 epidemic was further highlighted with the 
role of the leader to decrease the F.U.W (Fear, Uncertainty, Worry) of health and safety concerns without 
impacting productivity of their staff. When it comes to the really successful leadership, there's one thing 
that we've read that supports it; when times are tough, it's making a strategic decision, and being up for 
it. 

 These days, the leadership programs feature seminars on interpersonal effectiveness, trainings 
in resilience, mindfulness and emotional intelligence, and tests on emotional intelligence. These trainings 
focus on the skills and behaviors leaders need to create positive workplace cultures, collaborate and to 
build positive relationships.  

• Inclusive Leadership and Diversity Development 

 Diversity, equality, inclusion and belonging is another large trend of the modern culture of 
leadership. Executive teams are not the same and companies are now learning that by building a diverse 
group they will increase creativity, innovation, the quality of their decisions, and performance. Leadership 
development initiatives are getting ready for a transformation to “inclusive leadership”.  

 Inclusive Leadership: Be able to establish environments that include, value and accommodate 
other people's thinking. Inclusive leadership: Makes equality of opportunity a priority, asks "why," or 
actively seeks other views and/or perspectives, supports a feeling of belonging  

 Increasingly common are the inclusion of diversity management, inclusive communication and 
working and cross-cultural cooperation training in leadership development programmes, as well as the 
employment of unconscious-bias and cultural intelligence courses. These programmes are specifically set up 
to help develop executives to work with increasingly heterogeneous work staffs and multinational workgroups.  

 There is extensive research in support of the economic perspective of inclusive leadership. 
Benefits of diverse leadership teams include more problem solving ability, more creative solutions and 
more money. Hence, inclusive leadership development is considered to be a crucial business strategy 
and social responsibility. 
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• Agile Leadership and Adaptive Capability Development 

 As conditions in the world of business become more unpredictable and changeable, it is more 
essential than ever that leaders are agile and flexible with training. The common notions of leadership 
were based upon the premise of an assumed stability of the organisation and of its employees' career 
paths. Today, contemporary leadership needs to be able to face and deal with the technology 
revolutions, economic fluctuations, stakeholder expectations and the quick pace of market change.  

 Agile leadership is simply the capacity to observe the whole situation and acting quickly takes 
into consideration different scenarios. Some of the things that define a agile leader are his/her willingness 
to be open to new ideas, to try and change quickly. They promote inventiveness, stimulate continuous 
improvement and are fast at decision making even with uncertainties.  

 The characteristics of change management, scenario planning, resilience teaching and thinking 
in systems and adaptive thinking abilities are being included in an increasing number of leadership 
programmes. Flexing the agility muscles can be done by leaders through real life situations by 
introducing and applying experiential learning exercises such as innovation challenge, cross functional 
tasks and action learning.  

 Learning agility has grown to become a present study into leadership development. Learning 
agility is to apply the learning and go full steam on the next situation. With the increased ability to learn 
new things quickly becoming a factor in determining success as a future leader, companies have begun 
to realize that this skill has become essential.  

 One of the rules of the agile game about leadership development is that you just don't know 
what you'll be faced with in the business going forward. This focus is on building leadership – enhancing 
the learning, being ready for new issues and sensitizing some of the leaders to new issues and refining 
their existing leadership skills. 

• Coaching, Mentoring, and Experiential Learning 

 Other leadership development methods, such as coaching, mentoring, and activity learning are 
also coming into vogue. Experience-based and personalised approaches offer a powerful method of 
achieving deeper learning and changing behaviour, on top of standard training that is delivered in 
classrooms.  

 One of the most widely-used leadership development models is Executive coaching. 
Professional coaches have the ability to help leaders become more self-aware, wise decision makers, 
good interpersonal skills, and reach their personal development goals. Similarly, a Mentoring programme 
was created to develop the next generation of leaders with the care and support from experienced 
mentors who can provide their advice, counsel and support as the next generation of leaders work 
towards their agreed career path. The same applies to leadership skills, the best way to learn is to get 
onto leadership! For sharpening leadership skills, one should pursue hands-on experience in job 
rotations, overseas experience, overseeing projects, working within cross-functional team, and be 
involved in strategic important initiatives. The progression assignments will allow employees to have a 
number of experiences in the occupations, and will allow them to have a wider range of experiences of 
the organization they are a part of.  The research shows that one of the best practices for developing 
leadership talent is learning experiences in the organization. That is why, many companies are putting a 
considerable effort in management development training programs to train their employees and allow 
them to apply this training. 

• Leadership Development in Hybrid and Remote Work Environments 

 Succession planning guarantees that companies have a steady supply of people who can take 
over important leadership roles, in contrast to leadership development, which aims to improve leaders' 
abilities. Like leadership development, succession planning has evolved since then – and it is more 
adapted to the new realities of business.  

 Looking for and identifying candidates for the succession of key executives was also a common 
aspect of traditional succession planning. As it stands today, the fundamentals of succession management 
are SWPs, leadership readiness assessment and constant development of the talent pipeline.  

 In the corporate landscape of the modern world, there has been a sea change with regard to 
company succession planning. Competition for skilled workers, technology disruption, demographic 
shifts, and increase in worker mobility are driving organizations to move beyond traditional replacement 
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planning, necessitating whole organizations to implement succession management systems. These days 
succession planning is no longer unique only to itself amongst the many other human resource activities 
like talent management, leadership development, workforce analysis, business planning etc. In addition 
to the CEO succession, organisations are currently preparing internal succession plans in all tiers of the 
organisation to guarantee continuity, staying power as well as sustainability. 

Contemporary Trends in Succession Management 

 Leadership development is geared towards improving leader skills, succession planning towards 
ensuring that a pool some will always be there that can fill the critical leadership vacancies. Similarly to 
leadership development, succession planning has undergone sea changes to tackle the new business 
realities.  

 A traditional succession plan would be more of a search and come up with an idea of what roles 
to fill and by whom. In total, there are three different views of modern succession management—strategic 
workforce planning, leadership readiness assessment and continuous leadership talent pipeline 
development.  

 More of the time, business owners are now clear that succession planning isn't something they 
need to take a ‘leapfrog’ approach to – “when people retire, we have a succession plan”. Instead, it's a 
long-term strategic process to enable businesses to have a risk management capacity and be ready to 
face future challenges and not changing the face of the leadership and losing the knowledge institutions.  

 But, times have changed in the world of business when it comes to succession planning. But it 
is an option that all succession planning giants will be "standard" replacement planning, and 
organisations have to look into an alternative tool: succession management systems. Today, succession 
planning isn't a standalone process, but rather is part and parcel of other HR processes – leadership, 
workforce analytics, other business considerations and talent management. Instead of just CEO 
succession planning, pipelines are being established throughout the organization to facilitate continuity, 
resilience and sustainability. 

Table 3: Emerging Trends in Succession Management 

Trend Key Features 

Skills-Based Succession Focus on competencies 

Predictive Analytics Forecast leadership gaps 

Internal Mobility Cross-functional movement 

High-Potential Programs Future leader development 

Diversity-Focused Succession Inclusive talent pipelines 
 

• Skills-Based Succession Planning 

 A seats and positions based succession management to an approach based on abilities is one 
of the most interesting changes in practices. Once, succession planning was about provided some 
leadership positions needed to be filled and determining the candidates to suit the roles. Such a strategy 
can only be adequate if it were merited in more stable organisation settings, especially in today's fast 
changing technology and business model environments.  

 Today's businesses know that leadership roles can change drastically from today to tomorrow. 
Therefore, competences, job competency, abilities, learning agility, flexibilities and potential leadership 
become more factors to take into consideration in succession decisions than job specific knowledge and 
competencies. The primary objective of a skills-based succession planning program is to recruit, develop 
and retain workers who have transferable skills and can be taught new tasks as the business evolves. In 
this manner, businesses will find the new opportunities and challenges more receptive. By considering 
capabilities rather than the job description, businesses can develop a talent pipeline that can withstand 
fluctuations in the future strategic efforts. This will increase the flexibility and resilience of the pipelines. 
Skills-based succession planning is not only useful in ensuring that employees develop a broad range of 
experience to be prepared to take leadership positions, it can also support more cross-functional career 
mobility in an organization. Moreover, competence frameworks provide an objective means of analysing 
the future leaders and their readiness for succession process. Leadership qualities that are in line with 
strategic goals are becoming more and more defined by organizations. These systems used in Talent 
Discovery and Talent Development and Successions. 
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• Artificial Intelligence and Analytics in Succession Management 

 Technological innovations have led to the development of work force intelligence tools that have 
been a major factor in making succession management even more effective with the help of predictive 
analytics and Artificial Intelligence (AI). Traditional succession planning consisted of a lot of managerial 
judgement and previous performance reviews. These techniques are effective; however, data-based 
strategies are becoming more popular, as they can provide more insights into whether someone is ready 
for leadership and the ‘talent cloud' within their organisation.  

 With the use of AI, businesses can sift through mountains of data that include things like 
employee engagement, learning histories, competence evaluations, performance reviews, and career 
paths. These assessments offer a better indication of potential future leadership needs, employee high 
potential, and succession measures than more traditional assessments. With the assistance of AI there 
are skill markets consistently rising to be utilized to choose successors. These sites will connect workers 
to mentoring and programs or training that are in alignment with their needs and interests and the 
mission of the workplace. While all these benefits come, companies need to be careful about the ethical 
issues associated with the use of AI. 

• High-Potential Talent Identification and Development 

 One of the more important aspects of succession planning these days is to identify and to 
develop the team members who have high potential. Leaders have recognised those with potential and 
shown their leadership abilities, drive and interest in increased leadership responsibility in the future. 
There's significant investment in organizations aimed at finding and developing these types of leaders to 
guarantee leadership continuity.  

 Leadership simulation, behavioral interview, assessment centers, psychometric testing and 360 
degree feedback are popular assessments that are used for potential leaders. These assessments offer 
a complete viewpoint on the readiness of a person to move on, areas of strength and weak areas.  Once 
identified, it's usually common practice to place high-potential employees in leadership development 
programs targeting their specific potential. In most of these programs leaders experience the following: 
Executive coaching programs, Mentoring relationships, Cross Functional Experiences, Strategic Projects, 
International assignments, and Higher level leadership development. 

 Those organizations that are good at retaining their high-potentials tend to be good at succession 
planning, leadership pipelines, and have strong programs in place for their high-potentials, research has found. 
This gives rise to the high potential employees being a high priority challenge in many industries. 

• Leadership Pipeline Development 

 There are things an organization can do, such as creating a leadership pipeline, to make sure 
leadership continuity. The emphasis shifted from having a company with a succession of the "big boys" to 
developing a leadership team within the corporation. This bigger picture underscores the emergence of 
an extended leadership pipeline of talent development, as transitional leadership occurs at every 
organizational level. Leadership pipeline models have been widely employed to help map out key 
transition points and the related skills. For then, development programs are matched with these if 
systematic competence creation is guaranteed. Personal growth experiences, knowledge and skills are 
developed for employees that could potentially be applied to leadership positions in the future.  

 Leadership development through the pipeline gives the organisation enough talent to stick 
around and be competitive for leadership roles in the hierarchy, for many reasons. In this way, the 
reduction of a reliance on specific leadership and enablement of the organisation for change is possible. 

• Internal Mobility and Career Pathing 

 Internal mobility has become a focus of attention recently and is an integral part of succession 
planning. Smart companies realize it's essential to anyone's role to be exposed to multiple roles and 
responsibilities throughout the company, in order to develop future leaders. Because of this, internal 
mobility programs have been implemented to increase engagement, retention and succession planning.  

 Career pathing tools enable workers to identify where they are in the career pathing process 
and what their gaps are; indicating where they need to invest in the career-advancement process. 
Opportunities for development—across functions, temporary projects, employee rotation gives incentives 
to the employees to travel and look for opportunity in the shop to stimulate their skills and knowledge of 
the business.  
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 From a succession management point of view, internal mobility makes the candidate pool larger 
by having more people fight for the important roles. Some leaders may know more about the overall 
situation, being in different departments and have more experience. These attributes can go a long way 
to being a good leader in a complex organization.  

• Diversity, Equity, and Inclusion in Succession Management 

 The importance of diversity, equality and inclusion have increased significantly, and this has a 
profound impact on succession planning. Pipeline programs have been found to replicate structural 
injustice that has held back the advancement of some populations. Today, modern companies have 
started realizing the need for inclusive succession of their companies and society.  

 Interdisciplinary leadership groups with members who represent different thoughts, experiences 
and approaches to problem solving to enhance creativity and decision making. Consequently, there are 
clear endeavours within groups to break down barriers which can be physical or emotional – and can 
prevent equal access to leadership positions. A typical approach to mechat introducing diversity is providing 
for mentoring schemes, sponsorship initiatives, succession planning review and opportunities for leadership 
development. In doing so, teams can be developed which reflect the constituents being led.  

Integration of Leadership Development and Succession Management 

 When combined with talent planning, succession planning and leadership development is most 
effective. Historically leadership development and succession planning were two separate processes – 
one to improve leadership performance, and another to identify a leadership candidate. The Scrum 
framework is gaining traction among organizations the world over, making strategic coordination and 
efficiency a reality for today's businesses.  

 Succession goals are being met and reinforced through the infusion of leadership development 
efforts and people are being ready for future leadership opportunities. Competency frameworks are a 
way for companies to ensure they are investing in people in line with their strategic goals in succession 
planning and development by giving them common ground. Another means of making a company more 
resilient is to tie succession planning to leadership development initiatives. Continuous leadership 
succession planning and consistent talent identification and development can create a greater readiness 
for leadership succession and adaptability to shifting circumstances. 

 

Figure 1: Integrated Leadership Development and Succession Management Framework 
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Challenges and Future Directions 

 Despite significant strides in the areas of leadership development and succession planning, they 
are both potent challenges for companies. Finding the right people to take the next step in companies in 
the evolving world of leadership is a constant challenge. One of the difficulties is the shortage of 
leadership. One of the challenges that many companies can have is when they don't have enough 
leaders who can fill in the gaps at the top of the organization. Shortages are risks for continuity of 
organisations because they can result in mobility and/or complexity of leadership, or in retirements.  

 Availability of resources is another issue, one that troubles smaller business with a smaller 
number of resources that can be mobilized to aid in expansion. The wheels must be greased and set up 
in the efforts to have the leadership development and succession planning work, and that requires a lot of 
training, coaching, assessment and technology spending. It can be difficult to find a balance in such 
spending and other company objectives.  

 Leadership development and succession planning will be more custom, more technological and 
more aligned in the future. Both the efficiency of development and the precision of succession planning 
stand to benefit from the advent of AI, predictive analytics, VR simulations, and adaptive learning 
platforms.  

 Moreover, concepts of sustainability, CSR and stakeholder capitalism will also be transferred to 
the future leadership needs. Environment, social and governance factors have become an integral part of 
the expectations for leaders as they work toward achieving business goals. 

Managerial Implications 

 There are a number of real world implications of the new ways of thinking about leadership 
training and succession planning.  

 The first step is to change perception from training being an expense to an investment for the 
company. Continuous development programmes have a beneficial impact on the long-term sustainability, 
the innovative capacity and the performance of organisations. Secondly, succession planning should be 
considered as part of talent management as a whole. What is needed is for recruiting, performance 
management, development & succession planning to all work in sync so that the business can function in 
an efficient manner, and the leaders can be groomed along the way. Thirdly, the enterprises must use 
technology for helping talent choices and reserve humans for hashing. However, AI and analytics should 
be used to augment the Management's judgement and they do provide insights. The fourth aspect to 
include in leadership development and succession planning processes is diversity and inclusion issues. 
Lastly, the ability to adapt, be flexible, and always learn is a crucial part of a leader and something that 
businesses must value. They'll be the leadership influences that determine their future success as people 
need to work with uncertainty, innovate and cope with change today. 

Conclusion 

 Leadership development and succession planning has come a long way, from HR 
administration to strategic organizational needs, influencing innovation, sustainability or competitiveness. 
Technology revolution, the evolution of work force and growing evolution of current corporate 
environment put additional emphasis on development of future ready leadership skills.  

 Inclusive, competency, individual and technologically supported leadership development 
strategies appear to have had a revival in recent years. The way companies train their leaders to face 
future problems is changing as a result of advancements in AI, predictive analytics, online learning 
platforms, mentorship, coaching, and experiential learning. Among one of the most amazing 
advancements is the consolidation of heirs' arrangement and management of construction. Development 
programs geared toward succession objectives can also offer components like institutional information 
preservation, effective reaction to strategy changes, leadership continuity and so on. 

 As companies continue to experience a period of turbulence and uncertainty, leadership 
development and succession planning should be top priorities for companies to ensure their long-term 
success. 
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