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Who is Industry
Extension Services?
University Extension Partner with business and industry to transfer 
knowledge and support next-generation technologies.

A Public/Private Performance Model:
» State Appropriations
» Federal Funding
» Revenue-based Activities

Industries Served:
» Small-medium Size Manufacturers
» Educational and Research Institutions
» Healthcare and Pharmaceutical Companies
» Defense Contractors
» Aerospace and Energy Sectors
» Government Agencies

ies.ncsu.edu

http://ies.ncsu.edu


Expertise
» Advanced Manufacturing  + Technology Adoption

» Business Growth, Innovation + Marketing Solutions

» Cybersecurity Strategies

» Defense Industry Initiatives

» Energy + Environmental Solutions

» Grant Evaluation + Research

» Instructional Design Services

» Leadership + Organizational Coaching

» Process Optimization + Training Within Industry

» Quality + Management Systems

» Supply Chain Optimization + Supplier Matching

» Workplace Health + Safety

ies.ncsu.edu

https://www.ies.ncsu.edu/




1. Think about the top 2-3 people on your team.

2. Name, face, everything they do.

3. Now imagine they all left…

4. Feel tension? 

That’s a good sign to start planning.

An Exercise



Questions Leaders Should 
Consider

• Which roles pose the greatest risk if they 

become vacant? 

• Are our successors ready to step in today? 

• Could we maintain business continuity after an 

unexpected leadership departure? 

• Are we intentionally developing internal talent 

while leveraging external hiring when needed?



Two Buckets, One Goal
Succession Planning

Focuses on business continuity. 

Identifies critical positions and successors 

for said roles. 

Answers: "Who is ready to step into 

this position?"

High-Potential Management

Focuses on employee growth and 

leadership potential. 

Develops individuals who may become 

future leaders. 

Answers: "Who has the potential to take 

on greater responsibility?"



The Process: Right People, Right Roles
Five steps to bring the right people to the right roles.

1.
Identify

Critical roles in 
your internal 
pipeline

2.
Assessment

Evaluate top 
performers & 
high-potential 
candidates

3.
Review and 
Calibrate

Leadership 
reviews of people

4.
Development 
Planning

Create IDPs — a 
roadmap for 
each person

5.
Track / Measure

Have they been 
successful?



Identify Critical Roles
Identify critical roles in your internal pipeline.

Step One



Assessment: 
9-Box Grid Method

Step Two



Understanding the 9-Box Grid Method
Performance (horizontal) vs. Potential (vertical). Source: SHRM.org

Individuals in the top-right box are strong succession candidates; those in the bottom-left may need reassignment.

Diamond in the Rough High Potential Future Leader

Inconsistent Player Core Player Growth Employee

Reassignment Candidate Effective Performer Experienced Professional

Under Performance Effective Performance Outstanding Performance

High 
Potential

Medium 
Potential

Low 
Potential



Two Common Traps

Skill ≠ Competency

Too often, we promote on skill over competency.

You may have a great line worker — strong 
on skills — who isn’t yet a well-rounded fit for 
a leadership role’s overall competency.

Don’t Get Stuck!



Ready Now
» Candidates prepared to step into an identified role today-identified successors.

1–2 Years
» Candidates who need focused development before they’re ready.

3–5 Years
» Longer-runway candidates with strong potential.
» This is good practice for ongoing performance conversations.

Step Three

Review & Calibrate
Leadership reviews of people — who is ready now, in 1–2 years, or 3–5 years?



Development
Planning

» Create Individual Development Plans (IDPs) 
— a roadmap for each person.

Based on Assessments, Ask
» Where do people fall on the grid? What are their 
career goals, strengths, and action areas? Are 
they ready now — or on a longer runway?

Preparing for the Future Role- Leadership 
Training, Mentoring, Formal Education, etc.

Should also do this exercise with individuals who 
are not identified as “successors.” May lead to 
performance conversations/external hires.

Step Four

The 70–20–10 Model

70% On the job

20% Learning through others

10% Formal training



Track & Measure Progress

Step Five



Preparing for a Successful Transition



Tracking Chart



Start Now.
Pick one critical role. Have one honest 
conversation. 

QUESTIONS?
Thank you for joining today’s webinar.
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