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

Contingency Planning gives you a picture of how you’re going to fill the gap when a leader needs to be replaced unexpectedly. (See below.) 

Talent Management helps you optimize the potential of your existing people, developing them in place, or moving them across, down, or out as appropriate. (See below.) 

Instructions and Future Capability Planning Tool

Create a picture of the organization, culture, capabilities and perspectives you need to implement your strategy, being explicit about diversity, equity and inclusion (DE&I) targets. 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 learned knowledge, practiced skills, hard-won experience, and apprenticed craft-level artistic sensibilities and caring on top of their innate talents. 

· Acquiring new people with required attitude, talents and differential perspectives including DE&I soon, then building their knowledge, skills, experience and craft. 

· Acquiring new people with the required attitude, talent, knowledge, skills, experience, craft and differential perspectives including DE&I just in time as needed. 
Note many organizations nest a people management cycle in their overall management cycle: Q1 – Talent Reviews; Q2 – Strategic Plan; Q3 – Future Capability Plan; Q4 – Operational Plan 

Strategic priorities:
Lay out the organization’s strategic priorities. A key piece of this is choices around where to 

· Win by being: Predominant/top 1%; Superior/top 10%, Strong/top 25%

· Not lose by being: Above average/competitive, Good enough/scaled, or 

· Not do by: Outsourcing or not doing at all.

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 including DE&I required to implement those priorities. 

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

· 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 assessment of your current human, financial, physical, technical and operational culture, capabilities, and perspectives including DE&I based on objectively factual data and truths versus subjective, personal, cultural or political truths, opinions, assumptions or conclusions.

Gaps: Highlight the differences between future culture, capabilities, and perspectives required and existing capabilities, culture and perspectives including DE&I. 

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 human capability gaps. 

Gaps to recruit for early on and develop/plan to develop new people:
Lay out which gaps to fill first from the outside and your plan to develop those new people. 

Gaps 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. 
Summaries of related efforts 

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

1. Identify most important leadership positions.

2. Identify successors to the leaders in those positions in line with future capability plans.

3. Put in place development plans for those successors. 

Contingency Planning gives you a picture of how you’re going to fill the gap when a leader needs to be replaced unexpectedly. 
For the same positions identified in Succession Planning above, lay out plans to back-fill those leaders if there’s a sudden, unexpected need by (in no particular order): 

· Having the person currently supervising those leaders step in on an interim basis. 

· Having a peer assume supervisory responsibilities on an interim basis. 

· Bringing someone in from the outside to supervise on an interim basis. 

· Having a direct report into that position assume supervisory responsibilities – either permanently or on an interim basis. 

Talent Management helps you optimize the potential of your existing people, developing them in place or moving them across, down, or out as appropriate. 

1-Begin with an assessment: 

Results versus objectives and cultural ratings. (Doing the right job, the right way.)

Learnings and accomplishments:

What worked? What needs to improve? What learned about self? 

Strengths (Innate talent + learned knowledge + practiced skills + hard-won experience + apprenticed craft.)
Gaps.
Career interests

2-Based on assessment, map people on role appropriateness vs performance grid: 

Role Sort


Under performing 15-20%
Effective 65-70%
Outstanding 10-15%
In right role

   Invest


        Support

           Cherish


(to improve performance)
 (in current role)
                (with extra attention)

In wrong role

Move Out

     Move Over

          Move Up



(quickly with compassion                      (with an 
          (quickly with an onboarding



               and respect)
                onboarding plan)
plan and mentorship)
Underperforming In Right Role – Invest

Do what it takes to define their roles, fix their management, give them the training or resources they need, and they will perform.
Effective In Right Role - Support

Invest appropriately to support in current roles, helping them continue to grow, perform and be happy. 
Outstanding In Right Role - Cherish

Over-invest to help them grow, perform and be happy in their current roles. 
Underperforming In Wrong Role – Move Out

Treat with respect and compassion and move them out with a minimum of discretionary investment. 
Effective In Wrong Role – Move Over

Find them and move them to the right role before they burn out or quit.
Outstanding In Wrong Role – Move Up

Promote them before somebody hires them away. Move them up sooner than you’re comfortable and with more support to succeed in their new roles.
Many organizations find it helpful to do some sort of calibration meeting where people managers can share their assessments of the people that work for them. This allows those managers to get input from others to refine their thinking and calibrate assessments of performance and potential across the organization. 
Or, the classic nine-box:

	Potential
	
	
	

	Promotable 2 or more levels
	Wrong role?
	Improve performance
	Future leaders

	Promotable 1 level
	Move to other role or out?
	Continue to develop and improve performance
	Continue to develop and stretch

	Not promotable
	Move out
	Nurture
	Cherish in current position

	
	Below Standard
	Meets Standards
	Exceeds Standards

	
	Performance (What and How)


3-Make moves as appropriate

4-Put in place development plans including

· Books, classes, training programs and the like to acquire knowledge
· Opportunities and time to practice skills
· Projects, programs or roles to earn hard-won experience
· Apprenticeships to build craft-level artistic sensibilities and caring.
5-Implement and repeat. 
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Future Capability Planning
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This form is described in Point of Inflection by George Bradt and Jeff Scott and may be customized and reproduced for personal use and for small scale consulting and training (not to exceed 100 copies per page, per year). Further use requires permission. 
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