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SUCCESSION PLANNING: WHY COMPANIES 

NEED MORE DATA TO GET IT RIGHT

Growing businesses need talented, motivated 
people to thrive.  Many organisations have a formal 
succession planning processes that attempt to 
proactively and formally identify and develop top 
talent, so that they can fill senior leadership and 
high-value technical positions from within.

Succession planning isn’t exactly a data analytics 
activity. However, data analytics can give managers 
insights they can use to make sure top performers 
don’t go unnoticed. It can also help in identifying 
areas most in need of top talent.

Departing employees leave with more than what they know; they also take with them 

critical knowledge about who they know.

Understanding an employee’s network distribution 
can help in succession planning

Current Methods Are Not Enough 

While most organisations execute the traditional processes for Succession Planning, these often fail to 
understand the real way in which organisations function. Traditional Succession Planning relies heavily on 
a manger’s subjective evaluation and knowledge of his or her direct reports. They often identify key talent 
based on the formal organisational hierarchy, contextual HR information or simply on superficial obser-
vations. However, these approaches ignore the informal organisation, the networks that employees form 
across functions and divisions to get things done.

How you think your organisation works How your organisation actually works
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Most organisations neglect the impact that departing 
employees have on the informal networks central to 
getting work done. Departure of employees central to 
informal networks often means loss of key technical 
expertise and 3-5 years disruption of the network, as 
these people leave with knowledge of who-knows-
what and an understanding of how organisations 
accomplish tasks productively.

Many Succession Planning processes focus too heavily 
on a person’s knowledge independent of the network 
of relationships critical to daily operation. As work has 
become more complex and interdependent, it is rare 
for individuals to accomplish anything of substance 
on their own. Yet the Succession Planning process 
rarely focuses on this network-based knowledge, 
and so captures only a portion of the knowledge that 
made a departing employee successful. 

In short, when employees leave, they depart with more than what they know – they leave with critical 
knowledge about who they know. Although these networks and relationships are seemingly invisible, losing 
them poses a substantial threat to an organisation. Therefore, an additional network perspective can help 
managers gain a 360-degree view of their Succession Planning processes.

Employee relationships are the lifeline of an organisation and 
can reveal rich insights into traditional Succession Planning

Organisations who learn to 
harness both formal and 

informal structures are more 
efficient and innovative 
than organisations that 
rely primarily on formal 

mechanisms.

Using Organisational Network Analysis to 
Identify Ideal Successors 
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How Do We Calculate the SuccessorScore?

The SuccessorScore is a number between 1-100 
that represents how well two individual’s networks 
align themselves across different facets of the 
organisation. An employee’s network is distributed 
across departments, hierarchies, geographies and 
external stakeholders. These relationships are often 
built over extensive periods of time and are vital to an 
employee’s performance. 

The SuccessorScore counts the number of mutual 
relationships a potential successor has across 
these different organisational facets to quantify the 
similarity of the two networks.An employee’s network is distributed over 

various facets of the organisation

In-depth organisational network analytics 
can help in circumstances like this. That is why 
TrustSphere developed the SuccessorScore. Using 
TrustSphere’s proprietary Network Analysis tool, 
TrustVault, managers can translate a myriad of 
workplace relationships into maps that reveal the 
organisation’s true organic nature.  TrustVault ingests 
communication meta data, analyses their data and 
scores each workplace relationships as either weak, 
medium or strong. Using this relationship data 
coupled with contextual HR employee data provides 
managers with objective network information that 
is usually inaccessible in traditional Succession 
Planning processes.

The SuccessorScore by TrustSphere looks to enhance traditional succession planning by adding an important 
yet often overlooked network perspective to the process. It identifies potential successors who will have the 
ability to negate the disruption effects that takes place in the web of formal and informal relationships when 
a key employee departs.

The networks of potential successors are then 
further evaluated to measure the number of non-
mutual relationships an employee has with a 
departing employee. These extra relationships can 
help the successor extend their expertise and avoid 
learning biases by tapping into pockets of knowledge 
and accessing valuable resources across their own 
personal network. These extra relationships can 
be leveraged on by the organisation to improve 
efficiency and collaboration, spur innovation and 
reduce costs. The potential successor on the left has a SuccessorScore 

of 32.4% with the predecessor on the right – the higher 
the number the better,

Delving Deeper into Network Characteristics

Relationships and 
networks created and 

maintained by employees, 
are a rich source of data 

which can be used to 
support better HR decision 

making.
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Take for example the succession plan for a key CEO 
position. Based on traditional Succession Planning 
metrics, employee #1 was identified as the best 
fit to take over the role. However, network analysis 
by TrustSphere revealed key disparities between 
employee #1’s network and his potential successor. 
The analysis provided management teams with 
objective information they did not have access 
to when relying on their own knowledge of the 
organisation.

It also showed how Employee #2 had a network that 
overlapped quite significantly with the CEO. 

By choosing Employee #2, the management team 
was able to identify a successor who would be able 
to maintain the CEO’s complex web of relationships 
he used to get work done. Minimal amount of time 
would be lost in building relationships the CEO took 
years to develop. 

The SuccessorScore by TrustSphere enables 
organisations to identify previously hidden talent in 
their Succession Planning processes.

For more information, email us at PeopleAnalytics@trustsphere.com.

People Analytics by TrustSphere. Organisational Network Analysis to help maximise your talent.

SuccessorScore in PracticeSuccessorScore for Employee #1

Although Employee #1 had a similar network over departments 
to the departing employee, his network lacked the relationships 

over the other facets of the organisation

SuccessorScore for Employee #2

Employee #2 on the other hand had a similar network to the 
departing employee. She also had more relationships with 

other employees within different levels of the hierarchy.


