
Coaching for Success(ion)

Diane Smith

Director, Comparative Medicine Dept.

Millennium Pharmaceuticals:  The Takeda Oncology 

Company



Overview

▐“All too often we are giving people cut 

flowers, when we should be teaching 

them to grow their own plants”.
» John Gardner



Agenda

▐ Facts/truths around talent management

▐ Why planning is critical

▐ Creating your program

▐ Evaluating your plan

▐ Closing the development gap

▐ Alternatives to internal development

▐ What does the future hold

▐ Specific examples
▌ Leader development

▌ Stage of career growth

▌ Putting it into action



Succession planning



Numbers game

▐People entering workforce decreased by 

8.8% in 2006 (25-34 yr olds)

▐People retiring 54% (55-64 yr olds)

▐Major challenge by 2025



Facts

▐ No one lives forever

▐ 60% of US and European companies carry out no 
workforce succession planning

▐ Businesses that don’t plan strategies for meeting future 
talent needs will face disruption

▐ Doing nothing isn’t realistic- organization that lack good 
leadership don’t last

▐ Promoting people from within is good for morale and 
essential for positive company culture

▐ Outside hiring can be expensive and disruptive

▐ Succession planning takes time, work & resources



Facts

▐ Flattening of organizations have eliminated career 

steps that provided training

▐ Years of corporate downsizing have left 

companies with few middle managers to promote

▐ Many rising leaders have strong opinion about how 

to success, but reluctant to accept their own 

development needs



Talent Management truths

▐ The goal of talent management is the more 
general and more important task of helping the 
organization achieve its overall objectives.

▐ In the business world, that objective is to make 
money.

▐ Lifetime job security is a thing of the past, rising 
stars aren't as patient and expect to change 
companies several times in their careers.



Talent strategies

▐Companies cannot eliminate 

unpredictability, they can only contain it

▐Reduce your exposure to risk

▐Be responsive to your employees



Planning is vital

▐ Survival depends on right employees in the right 
positions at the right times (people on the bus)

▐ Economic restructuring results in fewer people 
advancing from the ranks

▐ Encourages organizational diversity

▐ Basis for communicating career paths, 
development and training plans and better HR 
planning



Creating a program

▐Ongoing process

▐Assess current problems and practices

▐Link it to HR strategies

▐Determine your organizational requirements

▐Mission statement

▐Benchmark with other organizations



Creating a program

▐ Write policies and procedures

▐ Obtain managements commitment

▐ Set program priorities and clarify program rules

▐ Legal implications

▐ ID target groups

▐ Rollout strategy

▐ Action plan preparation & rollout

▐ Meetings and training

▐ Manager follow-up



Close the development gap

▐Fill vacancies from within

▐ Internal promotion policy

▐Development plans for individuals

▐Develop internal successors

▐Manage your internal market to match talent 

to jobs

▐Assess alternatives if necessary



Alternative to Internal Development

▐ Is the position no longer necessary?

▐ New ways to achieve comparable results?

▐ Redistribution to a team?

▐ Outsource?

▐ Allocate to other parts of organization?

▐ Flexible staffing?

▐ Combination of above



Evaluating your plan

▐Does it match IDP’s?

▐Progress against IDP’s for promotions

▐ Is it following the objectives?

▐ How quickly can internal replacements perform in 
new positions (cross training)

▐ Percentage of vacancies filled 
successfully/internally?

▐ Successes and failures attributed to SP

▐ Contributing to your organizations results



What does the future hold?

▐ Environmental conditions change the landscape

▐ Create flexible strategies to address future needs

▐ Retention policies in place

▐ ID high potential talent earlier

▐ Technological innovations social networking

▐ Organizational openness about successors

▐ Intertwined with career development



Developing future leaders

▐Leaders implement strategy

▐Must develop skills through on the job 
training

▐Businesses need to ID and cultivate future 
leaders

▐Sustained effort over time

▐Tailored to the individual and the 
organization



Developing future leaders

▐Assignments that develop leadership skills

▐Don’t treat them as anointed 

▐Demand performance in every assignment



Developing future leaders

▐ Train a group of employees to fill a variety of 

positions (talent pool)

▐ Breeds flexibility to address broad ranges of future 

needs

▐ Protect your return on training (opportunities are 

greater)

▐ Internal mobility 

▐ Train management skills first, then specifics



Stages of career growth

▐Managing others

▐Managing managers

▐Managing functions

▐Managing a business

▐Managing a group of businesses

▐Managing an enterprise



Managing others

▐Most demanding passage

▐Planning

▐Matching people to jobs

▐Assignments

▐Cheerleading

▐Encouraging

▐Helping & evaluating



Managing other managers

▐New way of communicating 

▐Communication with workers now pass 

through other managers



Managing a function

▐Unfamiliar work and will report to 

multifunctional managers

▐Requires unaccustomed breadth of focus



Managing a business

▐ Freedom and autonomy

▐ New responsibilities

▐ Balance numerous functions 

▐ Work with varied set of people

▐ Business succeeds and taking credit

▐ Pressure to meet short-term financial goals while 

also thinking 3-5 yrs out

▐ Failing to respect staff functions



Managing a group of businesses

▐Make other businesses succeed and see 
that they get credit

▐No longer in the limelight

▐Skills  in allocation of capital

▐Developing othe5r managers

▐Thinking of the group as a portfolio

▐Make tough decisions about goals and 
capabilities



Managing an enterprise

▐Requires values

▐Value the long-term

▐Short term performance

▐Attuned to values of constituencies outside 
the corporation (regulate, press, activists 
and the public)

▐Excellent subordinates who want your job



Basic questions

• What is the Talent Management process?

• How does it work?

• What do I do next?



Talent Management is only a part of 

Training

Talent management

Leadership & Organization 
Management

Learning & Development



Talent Management



INDIVIDUAL CAREER DEVELOPMENT PLAN

Career development plans are based on personal interests, individual performance strengths & gaps, 
and team/business needs.  The planning and execution of development goals are most often successful 
when managers and employees work together to craft the right goals and monitor progress.  

This plan may incorporate any job development goals identified during the Performance Review 
discussions in addition to any new goals related to longer term career interests.

Goal Measurement Date

What is the development opportunity 

or aspiration? 

What will you have to do to 

accomplish the goal? 

How will you measure 

success/completion?

When 

to be 

achiev

ed?



How are your individual development plans (IDP) 

used?

• As a focal point for discussions with your 

manager

• To support employee satisfaction with their 

careers

• To match L&D resources with employee needs



Experiences That Drive Career Development*

*Research by Center for Creative Leadership

Challenging work 

situations 

Hardships & Setbacks
(e.g., failures, ñwake-up callsò)

Other People
(e.g., coaching from managers, mentors)

Personal Efforts

(e.g., volunteer work, reading, research)

Training Programs

6%
8%

18%

18%

50%



What do employees tell us?

Planned Method of Achieving Development Goals*

On-The-Job-Experience (e.g., real projects/work) 69%

L&D Courses & Millennium Seminars 15%

External Professional Conferences 9%

Higher Education (e.g., degree programs) 2%

Online Learning 1%

*Data from 2006 Millennium Career Development assessment **Data from 2007 Career Conversations Quality assessment

Feedback regarding conversations with managers**

I feel comfortable having an open, honest conversation about career development with my manager 89%

My career development conversation helped me better understand what drives my career decisions 66%

My manager helps align my learning interests with department and organizational goals 83%



Guiding Principle:  It is Personal

No two Career Development Plans are alike

Every step may not be a step up.
Is your vision of career development like a game of checkers?

» Sometimes, overly focusing on moving “up” or 
“forward” (promotion) can actually cause you to 
get stuck

Or like a game of chess?

» Sometimes you can move sideways, or 

» even backwards to have even greater 

» success and broader experiences

http://images.google.com/imgres?imgurl=http://school.discoveryeducation.com/clipart/images/checker.gif&imgrefurl=http://school.discoveryeducation.com/clipart/clip/checker.html&h=371&w=550&sz=6&hl=en&start=21&tbnid=L8-pVd6hbzE2CM:&tbnh=90&tbnw=133&prev=/images%3Fq%3Dcheckers%26start%3D20%26ndsp%3D20%26hl%3Den%26sa%3DN


Guiding Principle:  It is a balance

• What do you want/like to do?
• What does your manager need you to do?

• In what areas are you interested in learning?
• In what areas does your manager need you to learn?

• What skills will be required for your current role in the future?
• What skills would you like to develop for a future role?

You

Company



Guiding Principle: It requires conversations

How do your interests intersect with business needs, both current and 
future?  

What additional skills will you need? (hint: It takes practice to do this well)

M
E M EM E

M E

Career Coaching:

Discovery process

Time Balance in Conversation

20% Manager

80% Employee

Continuous Coaching for 
Performance:

Developmental process

Time Balance in Conversation

50% Manager

50% Employee

Consequence Coaching:

Directive process

Time Balance in 
Conversation

80% Manager

20% Employee



Responsibilities: Whose job is it anyway?

Employee is ultimately responsible

▌ Conducting self-assessment

▌ Identifying opportunities

▌ Writing your CD Plan (establishing goals)

▌ Tracking progress; following up with your manager 
or HR

▌ Signing up for training in LMS

employee

MANAGERS

Managers support the process
▌ Providing guidance, resources, and fair/honest feedback
▌ Creating time to have quality conversations
▌ Discussing current & future opportunities
▌ Listening and asking questions

Senior Leaders and HR also support the process
▌ Defining company goals and processes
▌ Training managers to have better conversations
▌ Ensuring fairness and equity; maintaining core values



Take Aways

▐All businesses need some form of 

succession planning

▐Managing succession planning is needed 

for organizational survival in today's 

corporate landscape

▐Once in place, you can respond rather than 

react to  organizational changes



Take Aways

▐ Ensures the ability to quickly fill key positions 

internally

▐ Develops and retains top talent

▐ Planning starts with assessment of current needs 

and future resources

▐ Constantly monitor and evaluate your plan

▐ As Boomers plant to retire, companies with 

succession plans will be at an advantage



Suggested reading

ü Effective Succession Planning- William J. Rothwell

ü Grow Your Own Leaders- William C. Byham, Audrey B. Smith 
and Matthew J Paese

ü Improving Your Coaching and Training Skills –Patrick Forsyth

ü Leadership Secrets of Colin Powell –Oren Harari

ü Talent on Demand –Peter Cappelli

ü The 7 Hidden Reasons Employees Leave –Leigh Branham

ü The Leadership Pipeline- Ram Charan, Stephen Drotter and 
Jeames Noel

ü The Next Level- Scott Eblin



Who will be the next Apple CEO?


