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Succession Planning 2.0 – the reasons

CHALLENGES OPPORTUNITIES

HIRING STARTED WHEN THE POSITION ALREADY GOT 
VACANT

SYSTEMATIC HANDOVER FROM POSITION HOLDER TO 
SUCCESSORS WAS NOT POSSIBLE

DEVELOPMENT OPPORTUNITIES WERE STRONGLY 
DEPENDING ON THE DIRECT MANAGER ONLY

ACCELERATE THE HIRING PROCESS & MINIMIZE RISKS 

SECURING KNOWLEDGE MANAGEMENT THROUGH EARLY 
SKILLS DEVELOPMENT

OFFERING ADDITIONAL DEVELOPMENT & CAREER 
OPPORTUNITINIES

HIGHER MATCHING OF HIRING THROUGH EARLY 
DEVELOPMENT OF SUCCESSORS

EARLY  IDENTIFICATION OF RISKS THROUGH 
TRANSPARENCY & CONTINUITY OF THE PROCESS

THE  POSITIONS WERE VACANT FOR SEVERAL MONTHS

QUALITY OF HIRING SUFFERED UNDER THE TIME 
PRESSURE



KEY FACTS

▪ SPP is an annual company-wide 
standardized process that takes 
place in four steps

▪ Focus is on positions considered 
as highly critical 

▪ In the scope: Executive &           
top management area

▪ Since 2022: Operational 
management area

▪ Potential successors can 
nominate themselves for                  
a position on our career       
network platform

Succession Planning 2.0 – the concept

PREPARATION

FOLLOW-UP

PUBLICATION

NOMINATION & CALIBRATION

CONCEPT



KEY FACTS

▪ The preparation is a process step 
takes mainly place “behind the 
scenes”

▪ Critical positions are identified 
and selected

▪ Business Unit/ Department                 
and HR Department                 
decide if the critical           
position(s) will be                        
integrated in in the SPP

▪ Preparation of positions 
description ready for publication 
on the career network platform

The concept: Preparation

PREPARATION

FOLLOW-UP

PUBLICATION

NOMINATION & CALIBRATION

CONCEPT



CAREER NETWORK PLATFORM
▪ The career network platform is a restricted online platform to which talents and potentials as

well as all management staff have access to it
▪ All members have a personal profile that is considered as business card and CV
▪ On this platform, current vacancies as well as critical positions foreseen for the SPP are 

published
▪ News and events are published here as well

The concept: Preparation

Job Postings

News Feed
Events

Profile



KEY FACTS

▪ Every year in June, the selected 
critical positions are published in 
the career network platform

▪ Here, the candidates can 
nominate themselves as   
potential successor

▪ By making a nomination, 
candidates put                                    
themselves in the                              
process and will be since                      
then considered as official 
possible successor for this specific 
position

The concept: Publication

PREPARATION

FOLLOW-UP

PUBLICATION

NOMINATION & CALIBRATION

CONCEPT



The concept: Publication

Description & 
Requirements

Key Facts

Questions about Motivation
Self-Nomination Fields



KEY FACTS

▪ During the nomination and 
calibration process, supervisors, 
position holders and HR managers 
can nominate other candidates 
from their own network    
(external nomination)

▪ All potential nominated 
successors’ profiles are                  
being reviewed

▪ At the end of October                   
each year, the final decision           
is made on who will be confirmed 
as a potential successor candidate

The concept: Nomination & Calibration
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FOLLOW-UP

PUBLICATION
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KEY FACTS

▪ In the follow-up, supervisors and 
position holders stay in contact 
with the successors to define the 
next steps

▪ In the event of an official    
vacancy or application,                
the successor and all                    
other applicants are                    
invited to officially apply

▪ The official application            
process starts with a job         
interview

The concept: Follow-Up

PREPARATION

FOLLOW-UP

PUBLICATION

NOMINATION & CALIBRATION

CONCEPT



The concept: Roles

CANDIDATES & 
POTENTIAL SUCCESSORS

HR DEPARTMENT
MANAGERS & 
SUPERVISORS

POSITION HOLDER



Success Stories

Since 2020

REDUCTION OF HIRING TIME FROM 60 DAYS TO 5 
DAYS

37% OF THE SUCCESSORS WERE WOMEN

26% OF THE 900 POSITIONS RECEIVED SHORT-
TERM MITIGATING MEASURES

1,650 CRITICAL POSITIONS PUBLISHED

4,300 SUCCESSORS IDENTIFIED

St. Galler Leadership 
Award 2019

HR Award 2019



Success Stories: SPP for a railway company

Final Score  
Individual Development Measures

The individual development measures are based on the assessment results and work experiences

Psychometric Tests
Talent Q – Dimensions

Case Studies
Specific to SAR

Panel Presentation for L1
SAR VPs and DB-Experts, managers and top 

management

Personality Traits Functional Skills

Leadership Skills

Transit Zone Rising Star Shining StarExclusion

PERFORMANCE AREAS & METHODS USED



Success Stories: SPP for a railway company

Result of the 
Project 

Assignment (case 

study)

Weight:
30% (L1)
50% (L2)

Result of the 
Panel Presentation 

(case study)

Weight:
30% 

Result of the 
Psychometric Test 

(TalentQ Leadership 
competencies)

Weight:
40% (L1)
50% (L2)

in total needed to pass
50% (L1)
60% (L2)

= Final Score

L1 
only

Individual Development Plan with Development measures

THE MACHANICS OF THE SCORING MODEL



Success Stories: SPP for a railway company

Shining Star Score

≥ 80%

▪ The candidates will need a development duration of min. 1 – 2.5 years before taking over the 

desired position 

Rising Star Score

70% - 79%

▪ The candidates will need a development duration of min. 2.5 – 3.5 years before taking over the 

desired position

Transit Zone Score
50-69% (L1)
60-69 (L2)

▪ The candidates will need a development duration of more than 3.5 years before taking over the 

desired position

Exclusion Score

≤ 49/59%*

▪ The candidates will be excluded from the program

▪ The excluded L1-candidates can be nominated for other L2 and L3 Positions and undergo 

another assessment to evaluate their suitability for the targeted position

* In L2 candidates who achieved less than 50% in the case study were excluded (even if they achieved more than 60% in total)

OVERVIEW OF RESULT CATEGORIES – READINESS LEVEL SCORES



Success Stories: SPP for a railway company

Shining StarsRising StarsTransit Zone

Final Score
40 % 100%70 % 80 %60 %50 % 90 %

Exclusion
L2 Candidates

L1 Candidates

OVERVIEW OF READINESS LEVELS



Success Stories: SPP for a railway company

BASED ON THE INDIVIDUAL READINESS LEVEL – INDIVIDUAL DEVELOPMENT 
PLANS HAVE BEEN CREATED

BASED ON #26 DIFFERENT 
DEVELOPMENT MEASURE 

TYPES

IMPLEMENTATION PLAN 
FOR MONITORING 

REASONS 


