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Overview:
Create a picture of the organization, culture, capabilities and perspectives you need to implement your strategy. This creates gaps with your current reality. Think through the various ways to fill those gaps including:
· Developing current people by evolving their attitudes and building knowledge and skills on top of their existing talents.

· Acquiring new people with required attitude, talents and differential perspectives soon, then building their knowledge and skills.

· Acquiring new people with the required attitude, talent, knowledge, skills and perspectives just in time as needed.
Note:
Future Capability Planning is the primary link between your strategic process and organizational process. Use it to create a gap between your future organizational needs and current reality and a plan to fill those gaps.

Succession Planning gives you a picture of the people that can take the place of current leaders when they move on – their “successors”.

Contingency Planning gives you a picture of how you’re going to fill the gap when a leader needs to be replaced unexpectedly.
Talent Management helps you optimize the potential of your existing people, developing them in place or moving them across, down, or out as appropriate.
Future Capability Planning Steps

Strategic priorities:

Lay out the organization’s strategic priorities. A key piece of this is choices around where to be Best-in-class/Superior/Top 10%, World class/Parity/Top 25%, Strong/Above average Top 50%, Good enough/scale/outsource:
Future culture, capabilities, and perspectives required by those priorities: Lay out the human, financial, physical, technical and operational organization and culture, and different capabilities and perspectives required to implement those priorities.

This most likely involves either a specialized, hierarchical, matrix or decentralized organizations

· Specialized organizations enable winning invention or design. They provide freeing support to enable specialized artistic leaders to do what they do best.

· Hierarchical organizations enable winning production. They provide disciplined command and control so scientific leaders can focus their efforts.

· Matrix organizations are essential to winning distribution. They drive interdependence across the various groups involved in distributing and delivering products and services.

· Decentralized organizations enable winning customer service and experience. They provide flexible guidance to interpersonal leaders rallying their teams.

Existing capabilities: Insert an honest assessment of your current human, financial, physical, technical and operational culture, capabilities, and perspectives:
Gaps: Highlight the differences between future culture, capabilities, and perspectives required and existing capabilities, culture and perspectives:
Current people to develop/plan to develop them: Insert the output from your latest talent management review along with any updates since then, along with your plan to develop these people to be able to fill future capability gaps:
People to recruit early on and develop/plan to develop them:

Lay out which gaps to fill first from the outside and your plan to develop those new people:
People to recruit later: Identify which gaps to fill later and when and how you will fill them:
Plans to fill other gaps: Lay out plans to fill financial, physical, technical and operational gaps:
Succession Planning
Do this for each of your key roles. Identify three people that could succeed the current role holder and create plans to increase their knowledge or skills. (Note if you cannot identify three candidates, you will need to bring new people in per future capability planning.)

Key role:

Top three succession candidates

-
Plans to develop them over time

Contingency Planning

For each of your key roles, identify people that could take their place immediately if needed. These could be some of the people on the succession planning list. These could be peers filling the existing role. This could be the person’s direct supervisor. This could involve merging groups. Either way have a “just in case” plan thought through.
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