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TENURE IS
SHRINKING

Senior leader
tenure is
declining across
industries,
with average
executive
tenure at 4.9
years (CEO:
5-8 years, CFO:
3.5-4.7 years,
COO: 3 years)."

fSpencer Stuart. (2025). Fortune 500 C-Suite snapshot: Profiles in functional leadership. https://www.spencerstuart.com/research-and-insight/fortune-500-c-suite-snapshot-profiles-in-functional-leader-

ship

SUCCESSION
GAP PERSISTS

86% of leaders
believe
succession
planning is
important,
but only 14%
believe their
organizations
do it well.?

of-the-ceo.pdf?v=040deb04

LEADERS EXIT
T00 SOON

Leaders bring
fresh ideas,
but leave
before fully
implementing
their strategies,
creating
organizational
instability.

PROMOTE
WITHIN WINS

Internal
promotions
result in an
average 1.4-

year increase in
CEO tenure.”

#Kelly, J. (2025, January 10). Activist investors forced record number of CEOs to resign in 2024. Forbes. https://www.forbes.com/sites/jackkelly/2025/01/10/activist-investors-forced-record-number-of-

ceos-to-resign-in-2024/

## Russell Reynolds Associates. (n.d.). The transformation of the CEO [PDF]. (Original source retrieved from corporate site

._https://mss-p-053.stylelabs.cloud/api/public/content/rra-the-transformation-

DEVELOP FOR
LONG TERM

Multi-year
leadership
development
aligned with
succession and
strategy drives
long-term
performance.




THE LEADERSHIP TENURE CRISIS

After an exhaustive search, your board has finally found a CEO from outside the
organization who seems to be the perfect fit—energetic, experienced, and full of
creative solutions to some of your most vexing challenges. Shortly after he begins,
he announces a bold five-year strategy.

Unfortunately, by year two, a new search committee is already looking for his
replacement.

For over a decade, your firm has hired a string of VPs from outside the organization,
each one with a grand plan for transformation. One person wants to create a bold
new vision, the next wants to quickly turn everything into a product, and the third
thinks the organization should look and feel “more corporate.”

They all shake things up in turn—and they all leave before the transformation is
complete.

With a strong bench of leaders coming up through the ranks of your organization,
filling open leadership roles should be simple. But radical changes in the business
environment lead your senior leaders to hire several new executives from outside the
company. These leaders mean well, but their ideas may clash with the organization’s
long-held beliefs and values. Company-wide fissures cause long-term, solid
employees to leave. As your leadership bench begins to break down, the board
expresses dismay, internal culture frays, and financial metrics slip.

Sound familiar?

Executive leadership tenures have been in decline since the mid-1990s. The story of the ambitious
CEO brought in to “fix" an organization, only to be ousted or to leave voluntarily after a short,
unsuccessful tenure, is common in business and popular media. Within organizations, mid-level
leaders struggle to implement initiatives and pursue strategies by the latest CEO, only to abandon
their efforts when the CEO leaves.

External realities multiply the challenges faced by senior leadership. Pressures on the business
environment create a climate of uncertainty that can make talent development and succession
planning difficult.

HOW CAN ORGANIZATIONS PREPARE LEADERS FOR THE NEXT DECADE \]
t WHEN THEY DON'T EVEN KNOW WHAT TOMORROW HOLDS?

While the world may be more complex and uncertain than ever, it is still possible to develop a strong
bench of leaders who are willing and able to move into senior positions and deliver results for long-
term stability and organizational growth.

When organizations pursue intentional talent development and succession planning initiatives, they
create the conditions that improve executive tenure, employee engagement and retention, and
overall business outcomes.



SUCCESSION PLANNING IMPROVES

EXECUTIVE TENURE EMPLOYEE ENGAGEMENT BUSINESS OUTCOMES
AND RETENTION

REVOLVING DOORS IN THE C-SUITE

The data around executive leadership reveal challenges across industries, geographies, and levels:

TURNOVER AT
RECORD HIGHS

Global CEO turnover hit a
record high in 2025; 234 CEOs
left their positions, an uptick
of 16% over 2024.%

A NEW
TENURE LOW

By 2022, the average CEO
tenure was down to 4.8 years
in S&P 500 companies.?

THE SHRINKING
C-SUITE HORIZON

A 2023 study found the
average tenure across all
C-level positions at Fortune
500 companies was only 4.6
years.?

THE LONG-TERM
DECLINE

Average CEO tenure has been
declining for decades, iallmg
from 7.9 years in the
mid-1990s to'6.1 years by the
mid-2010s.’

WHAT'S DRIVING THIS EXODUS )
FROM THE C-SUITE? "




WHY SENIOR LEADERS ARE LEAVING

PERFORMANCE PRESSURE

The primary cause of CEO turnover is performance pressure. Up to 55%
of CEO turnovers are “performance-induced,”” meaning that even
“voluntary” resignations are often performance-driven.
OF CEQ TURNOVER IS DRIVEN
BY PERFORMANCE
PRESSURE

ACTIVIST INVESTOR PRESSURE

Out of 327 CEOs who resigned from public companies in 2024, a

record 27 of them resigned under activist pressure—a nearly 3x
increase from 2020.° In the 2020s, investors show an increasing
unwillingness to wait for results or improved performance, instead
either launching public campaigns to oust CEOs or quietly soliciting a
CEQO's resignation.

INCREASED ACCOUNTABILITY & TRANSPARENCY

The digital age creates a paper trail for every decision, and social media amplifies scrutiny. CEOs
live increasingly public lives, and one lapse in judgment or ethics—even if it's only a perception—
can lead to sudden resignations. In fact, from 2011-2016, forced turnovers due to ethical lapses
increased 36%.”

Additional factors in the decreasing tenure of senior leaders could include:

* MISALIGNMENT BETWEEN BOARDS AND SENIOR LEADERS: When boards expect rapid
results that leaders struggle to deliver, one side will tire of waiting. Either the leader
will leave voluntarily, or the board will try another leader. Unfortunately, this rapid
turnover may only compound the obstacles to achieving results.

* NON-PERFORMANCE FACTORS: Statistics are helpful, but they sweep up information
that doesn't always explain trends. For example, the COO position has one of the
shortest tenures in the C-suite, but that could be due to COOs moving into the CEO
role as part of a planned succession.

* In addition, when CEOs are let go or resign, they sometimes take some of their
closest team members with them—most notably the CHRO—thereby reducing the
tenure of those roles.

* GENERATIONAL SHIFTS: Baby Boomers are leaving the workforce in rapid numbers,
and the much smaller Generation X now fills the majority of leadership positions
globally.® In the scramble to fill
senior vacancies, some leaders in
their 40s and early 50s could spend
less time in preparatory roles before S

LARGE-CAP CEO TENURE, PERCENTAGE OF TOTAL

taking on senior roles. ® <1veaR

* GENERALLY SHRINKING TENURES @ 1-5VEARS
ACROSS POSITIONS: Both wage @® 5-10 YEARS
and salaried employee tenures
have decreased in recent years; the © 1015 YEARS
median length of employment across @ 15-20 YEARS
all positions fell from 4.6 years to 3.9

@ >20YEARS

years from 2014-2024.°

https://corpgov.law.harvard.edu/2023/08/04/ceo-tenure-rates-2/



WHAT HAPPENS WHEN SENIOR LEADERS LEAVE T0O
SOON?

Shorter executive tenures produce real challenges for the organizations they leave.

DISRUPTED STRATEGY AND MOMENTUM:

Whether initiatives are succeeding or failing, leadership transitions
create upheaval. Organizations are left to rebuild, restart, or shift
direction—often setting progress back years.

LOSS OF KNOWLEDGE:

When key leaders leave without a successor, organizations lose decades of
institutional knowledge that can't be captured in systems or handbooks.
Senior leaders often hold the unwritten rules—insights, judgment, and
values—besttransferred through intentional development and succession.

CHANGE FATIGUE:

Employees are already navigating an unprecedented pace of change.
Additional leadership disruption can reduce engagement and increase
turnover as people seek greater stability.

EROSION OF COMPETITIVE ADVANTAGE:
Organizational upheaval requires time to rebuild reputation, morale, and
performance—creating openings for competitors to gain ground.

Given these challenges, organizations must prioritize
continuity and stability—most often through more
intentional, formal succession planning.

But does formal succession planning actually improve
executive tenure and leadership stability?

- AND IF FORMAL SUCCESSION PLANNING DOES IMPROVE TENURE)

| AND STABILITY, HOW CAN ORGANIZATIONS IMPROVE THE
SUCCESSION PLANNING PROCESS AND KEEP HIGH-POTENTIAL
LEADERS FOR THE LONG TERM?




IS SUCCESSION PLANNING THE SOLUTION?

YE Research consistently shows that organizations that intentionally
o identify and develop future leaders see longer executive tenure,

0 stronger business performance, greater leadership stability, and higher
0 employee retention.
Companies that promote leaders from within reduce the risk of forced
OF LEADERS SAY . I .
SUCCESSION PLANNING CEO turnover, extend executive tenure, and strengthen resilience, learning
IS IMPORTANT agility, and overall firm performance.

Effective succession planning creates a virtuous cycle—building leadership
continuity, improving results, and strengthening the internal talent
pipeline—yet despite its clear impact, most organizations still struggle to
do it well.

0
4% THE ADVANTAGES OF SUCCESSION

OF LEADERS SAY

THEY DO T WELL PLANNING

LONGER EXECUTIVE TENURE
An analysis of nearly 5,000 US CEO tenures from 1992-2018 showed that internal promotions
reduced the risk of forced turnover by about 15%.7° In addition, internally hired CEOs have an
average tenure of 8.7 years compared to a tenure of 7.3 years for external hires.”’

STRONGER BUSINESS OUTCOMES

A 2023 study found that succession planning contributes to overall organizational sustainability by
fostering transformational leadership, learning agility, and resilience.”? Another study found that
organizations with succession planning processes that include talent identification and development
have better overall firm performance, including financial performance.’?

BETTER LEADERSHIP STABILITY

Intentional talent identification and development for roles
of increased responsibility across the organization’'s

leadership improves the likelihood of identifying future DEVIEDL%\IlDTII.II:E\/(\gERS

C-suite leaders from within. A strong succession : “v=‘
planning process preserves institutional knowledge, O
helps ensure continuity in critical roles, minimizes SUCCESSION
disruptions, and sustains strategic direction.’ PLANNING
CREATES A .
SELF-REINFORCING
IMPROVED EMPLOYEE RETENTION ADVANTAGE

Good succession planning can ripple through an

PUREESS : , GREATER
organization, improving overall employee retention EMPLOYEE
and engagement. Not only does improved leadership ENR%%%E“#,%":\,T PROVED

retention and stability lead to better business
outcomes, but it also provides employees with pathways
for their career growth, which tends to contribute to longer
employeetenure.’

NES




Good succession planning can effectively induce a virtuous cycle. Intentionally identifying and
developing leaders leads to higher executive retention rates, which improves stability and business
outcomes. Those outcomes contribute to employee retention, helping companies build a strong
internal bench of future leaders who can continue to pursue strategic goals and strengthen the
organization’s resilience over the long term.

Succession planning can have an overwhelmingly positive impact on organizations—so it's shocking
to learn that while 86% of leaders believe it's an “urgent” or “important” priority, only 14% believe
they doitwell!’®

If succession planning is so important to leadership retention, organizational stability, and business
resilience, why aren’t more companies doing it well?

WHERE SUCCESSION PLANNING FALLS SHORT

TOO MUCH TALK:

Leaders spend too much time analyzing promising
employees and not enough time preparing them for
future roles.

POLITICAL INFLUENCE:
Politics get in the way of development—hoarding
talent or feeling threatened by successors.

TACKLE TOO MANY JOBS:
Focus is spread too thin by planning for every role
instead of a few critical ones.

NOT EMBRACING NEW REALITIES:
Outdated strategies are used despite today’s changing
businessenvironment.

TRANSACTIONAL MINDSET:
Succession planning is treated as a check-the-box
exercise rather than an ongoing process.

Adapted from “Where Traditional Succession Planning Falls Short,” Jeff Rosenthal and Molly Rosen,
Harvard Business Review, July 2025 4




IERS TO

L
SUCGESSION'PLANNING

Given the clear advantages of strong talent development and succession planning, it would
seem that healthy organizations would prioritize them. However, organizations face several
barriers to implementing effective talent development and succession planning programs.

SHORT-TERM THINKING

It's easy for boards, leadership, and even HR professionals to fall into short-
term thinking around replacing key employees. In many organizations,
discussions about succession occur only when a transition is imminent or
there’s a sudden departure. One executive put it: “Succession planning is
one of those things that has no lit fuse.”’®

“UNGOVERNABLE CHANGE"

There's no question the first quarter of the 21st century has ushered in
an era where many leaders and HR professionals are struggling to meet
the needs of each moment. Dubbed “ungovernable change” by Gartner,”
this combination of complex, stacked, and continuous change can make
it feel nearly impossible to approach even quarterly planning—much less
succession planning with decades in mind.

GENERATIONAL SHIFTS

In addition to shifts among Baby Boomers, Generation X, and Millennials,
organizations also face changing attitudes toward work and leadership.
Some younger Millennials and many in Generation Z show little interest in
management roles, making succession planning more difficult.

How do you plan for the future if no one wants the top jobs?

INTERPERSONAL DYNAMICS

Some leaders might perceive intentional succession planning as a threat
to their own positions. None of these leaders believes they'll be around
forever, but likewise, none of them wants to leave before they're ready.
If people are talking about who's going to replace them, does that mean
their jobs are at risk?

LACK OF CLARITY

Who is responsible for succession planning—Human Resources, the
Board of Directors, or individual leaders? What if leaders never develop
successors or choose someone unsuitable?

Even if responsibility is assigned, how is data used? Where does it come
from? Is there a clear process or system?

Questions around succession planning can feel overwhelming. A lack of
clarity about where to begin can result in doing nothing at all.



THE STEWART LEADERSHIP 3D MODEL FOR
FUTURE-READY TALENT

Over the decades, the experts at Stewart Leadership have seen all of these barriers come into play
at some point. We've heard business leaders and HR professionals express dismay, frustration, and
overwhelm as they've faced succession planning conversations. Because these conversations touch
on so many different aspects of the business, they often come layered with challenges that range
from financial to cultural to psychological.

To help leaders and HR professionals step back and take a more simplified, methodical approach to
succession planning, we've developed a model that provides organizations with a starting point for
identifying, developing, and retaining employees who can lead the organization today and into the
future.

BUILDING FUTURE-READY TALENT

DETERMINE

DEVELOP DISCUSES

DETERMINE DISCUSS DEVELOP
= Diefinve Talent Approach & * Conduct Talent Review * Bhare Talent Review with
Buy-in Meetings Leadership
* |dentify Critical Positions ¢ Discuss Strengths & Skill * Create Talent Action Plan
+ Create Talent Profiles Gaps of Leaders for Leaders
« Identify Leadership Skills * Plot onto Talent Grid * Implerment Talent
* Prepare Succession - Define Succession Charts Development
Charts & Templates & Identify Readiness * Managers Provide Ongoing
Feedback

THE 3 STEPS FOR FUTURE-READY TALENT

1. DETERMINE
The temptation for many organizations is to do too much at once or to dive in and immediately
start talking about specific people for development or promotion.

Instead, start by defining the organization's approach and securing buy-in. Identify some critical
positions-those that would cause real, strategic damage to the organization if they were left
unfilled for even a short amount of time, but require a unique set of skills and/or six months or
more to be fully integrated into the position.



Once you've identified the critical positions, talk about what skills are needed to fill those roles. This
list of skills doesn’t have to be exhaustive-five to ten skills, including manager and leadership skills,
is enough to start. Ask yourself-what are the most important skills that will help the organization
accomplish its strategic goals?

At this stage, leaders and HR can start creating talent profiles for the most likely candidates for
these positions and preparing succession charts and templates.

IT'S EASY FOR CONVERSATIONS AROUND “CRITICAL" POSITIONS TO CREATE
TENSION, FEAR, OR ANXIETY. EMPLOYEES ACROSS THE ORGANIZATION
MIGHT HEAR “CRITICAL" AND THINK, “WAIT, ARE THEY TALKING ABOUT MY
POSITION?”

IN THESE CONVERSATIONS, IT'S IMPORTANT TO SAY THAT SUCCESSION
PLANNERS ARE DISCUSSING POSITIONS, NOT PEOPLE. EVERYONE IS
IMPORTANT, BUT NOT EVERY POSITION IS CRITICAL TO THE ORGANIZATION.

Organizations typically consist of three types of positions: critical, essential, and important.

* Critical positions are strategically important; they require specialized skills or
knowledge that's difficult or time-consuming to acquire. Leaving these positions
unfilled, even briefly, would put the organization at risk. A new employee would
need at least six months to be fully proficient in the role.

* Essential positions are necessary to daily operations and enable the most
strategically important roles. They often require special skills or education (e.g.,
accounting, legal counsel) and are moderately challenging to backfill.

* Important positions can usually be filled by other applicants fairly easily and would
not require significant time to be fully proficient. The vast majority of roles in most
firms will be important.

2. DISCUSS
Once leaders have completed the Determine phase, they can begin discussing specific talent
within the organization.

This is the stage where leaders and HR can begin holding talent review meetings to discuss the
strengths and skill gaps of potential candidates for key positions in the company. With HR's help,
leaders can plot these candidates on a talent grid, define succession plans, and assess readiness
for promotion.

Thereissome overlap between thefirsttwo stages, and that overlap can be more or less pronounced
depending on where the company is in its succession planning strategy. For organizations just
starting with succession planning or hitting a “reset” on their plans, it's more important to limit the
number of positions than to maintain strict lines between stages.

3. DEVELOP
In the final step of developing future-ready talent, everyone in leadership should have access to
the talent review. Leaders can work with their specific potential successors to develop Individual
Action Plans and target areas for development. HR can participate in this process by helping
managers and high-potential employees access appropriate training, development, coaching, or

N)



education to develop the targeted areas.

An important addition to the Develop step comes from individual managers. Managers must be
in the habit of offering ongoing feedback to their direct reports and potential successors through
regular one-on-one meetings and in-the-moment coaching.

BUILDING EFFECTIVE SUCCESSION PLANNING

While organizations such as Apple, GE, and JPMorgan represent the pinnacle of succession planning
success, it's tough to imagine that simply copying their historical methods or programs would deliver
the same or similar results. Even in the best, most predictable environments, taking a prescriptive
approach to succession planning is no guarantee of long-term success.

That said, over the years we've worked with organizations at every stage of change and growth, and
we've identified several best practices to help create a succession planning program that improves
senior leader retention, strengthens the leadership bench, and delivers strong business results.

* Shift Accountability from HR to the Business: Establish clear accountability, well-
defined roles, and specific succession objectives. Leaders should fully participate in
succession planning, including identifying potential successors and supporting their
development.

* Practice More Development, Less Calibration: Top executives should be actively
involved in developing future leaders and successors—for example, by assigning
stretch assignments and targeting future executives for coaching.

* Build a Talent-Multiplying Mindset: Encourage everyone to source candidates for
both current and future roles across 9-BOX TALENT GRID
the company—no hoarding or

ignoring potential candidates! 1
Low Performer Moderate Performer High Performer
e Create a Strong Talent High Potential High Potential High Potential
Identification Process: While it's
helpful to look at what works at
. i,
other organizations, ev,ery compa ny ,‘—:‘ Low Performer Moderate Performer High Performer
must develop a talent identification  z| = Moderate Potential ~ Moderate Potential ~ Moderate Potential
process tailored to its culture, &
. o
strategy, and goals. Consider
factors such as competency, along Low Perf Voderate Per it Par
. . oW rerformer oderate Performer ignrerrormer
with psyChomet”C tools and 360° Low Potential Low Potential Low Potential
assessments, combined with a
9-box talent grid or similar tool. ,
PERFORMANCE

* Encourage a Development Culture:
Provide clear opportunities to grow and develop backed by transparent performance
and development feedback. Include every level and function in development
opportunities. Leaders can come from anywhere, and people are more likely to stay
at organizations that offer development opportunities.??

* Clearly Link Succession to Strategy: The organization’s overall strategy should help
leaders define the skills their successors will need to deliver future business and
people results. Not all of those skills will be measurable; for example, in the age of Al,
leaders may need a high tolerance for change or the ability to interpret and reconcile
multiple shifting dynamics. Identify the most important skills and emphasize them
during talent planning and development.

er



* Leverage Technology and Data: Create, store, and update talent profiles online, and
set up notifications when action plans are incomplete or need updating.

BUILDING LEADERSHIP THAT LASTS

Between modern leadership challenges and the shrinking tenure of positions across all levels,
it's easy to see why leaders and HR professionals feel overwhelmed or frustrated with succession
planning.

Trying to predict what kind of leadership will be necessary for the next year, five years, or decade
feels overwhelming when the ground keeps shifting. It's tempting to focus only on immediate needs
or to simply hope that talented people will emerge when needed, but that's a recipe for the very
instability that undermines organizational success.

But organizations don't need to predict the future perfectly—they need to build the capabilities that
will help them adapt to whatever comes next.

Research consistently demonstrates that formal succession planning delivers concrete results. The
same data that reveals declining tenures also points to the solution: internally promoted leaders
stay longer and face lower risk of forced departure. Succession planning does more than fill seats; it
creates a virtuous cycle that improves organizational resilience.

When companies create a strong succession planning process that both relies on and encourages
a development culture, they create a place where future-ready leaders can develop. These are the
organizations that will turn today’s challenges into tomorrow’s competitive advantage and build
leadership that lasts.

CHARACTERISTICS
OF
FUTURE LEADERS

PURSUES GREATER

DRIVES RESPONSIBILITY AND
INNOVATION AND Sl NEW CHALLENGES
LEADS THROUGH OTHERS AND

CHANGE BUILDS STRONG,

O DIVERSE TEAMS

SEEKS FEEDBACK,
MANAGES

EMOTIONS, AND

QUICKLY LEARNS, BUILDS TRUST

ADAPTS, AND
SUCCEEDS IN NEW
SITUATIONS

O

TALENT
DEVELOPMENT

THOUGHT DESIRE
LEADERSHIP y £ TO GROW

LEARNING
AGILITY
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Stewart Leadership is a leadership develop-
ment and human capital advisory firm dedi-
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STEWART

LEADERSHIP

WE HELP YOU ACHIEVE

PEOPLE RESULTS
SO YOU CAN DELIVER

BUSINESS RESULTS

FOLLOW US

DEVELOP ~ BUILD' LEAD
LEADERS  TEAMSy: CHANGESTALENT /

18664905431|ino stewartleadership.com | www.stewartleadership.com "



https://stewartleadership.com/contact-us/
https://www.linkedin.com/company/stewartleadership
https://www.youtube.com/channel/UC2lH7pqlBkR5BtCLAGYrP1Q
https://stewartleadership.com
https://www.youtube.com/@StewartLeadershipResults
mailto:%20info%40stewartleadership.com?subject=
http:// www.stewartleadership.com 

REFERENCES

1 Kaplan, S. N., & Minton, B. A. (2006). How has CEO turnover changed? Increasingly
performance sensitive boards and increasingly uneasy CEOs (NBER Working Paper No. 12465).
National Bureau of Economic Research. https://doi.org/10.3386/w12465

2 Hansen, M. W. (2023, August 4). CEO tenure rates. Harvard Law School Forum on Corporate
Governance. https://corpgov.law.harvard.edu/2023/08/04/ceo-tenure-rates-2/

3 Russell Reynolds Associates. (n.d.). Global CEO turnover index. https://www.russellreynolds.
com/en/insights/reports-surveys/global-ceo-turnover-index

4 Spencer Stuart. (2025). Fortune 500 C-Suite snapshot: Profiles in
functional Ieadershlp https://www. sgencerstuart com/research and-insight/

5 [Author(s) not listed]. (n.d.). Paper on CEO turnover and performance (SSRN Scholarly Paper
No. 1570635). SSRN. https://papers.ssrn.com/sol3/papers.cfm?abstract_id=1570635
6 Kelly, J. (2025, January 10). Activist investors forced record number of

CEOs to resign in 2024. Forbes. https:.//www.forbes.com/sites/jackkelly/2025/01/10/

activist-investors-forced-record-number-of-ceos-to-resign-in-2024/

7 PwC Strategy&. (2016). CEO success study 2016. https://www.strategyand.pwc.com/cn/en/
press-releases/2016-ceo-success-study-cne.html

8 The HT Group. (n.d.). Most execs are now Gen X: What does that mean? https:.//www.
thehtgroup.com/most-execs-are-now-gen-x-what-does-that-mean/

9 U.S. Bureau of Labor Statistics. (n.d.). Employee tenure summary (Table 6). https://www.bls.
gov/news.release/tenure.t06.htm

10 [Author(s) not listed]. (2025). Article on CEO succession and leadership transitions.
ScienceDirect. https://www.sciencedirect.com/science/article/pii/S1059056025007968#sec4

11 Russell Reynolds Associates. (n.d.). The transformation of the CEO [PDF]. (Original

source retrieved from corporate site). https://mss-p-053.stylelabs.cloud/api/public/content/rra-the-
transformation-of-the-ceo.pdf?v=040deb04

12 Oduntan, H., & Olanrewaju, A. (2023). The influence of succession planning
on organizational sustainability. ResearchGate._https://www.researchgate.net/

publication/376921350_The_Influence_of Succession_Planning on_Organizational_Sustainability

13 [Author(s) not listed]. (n.d.). The studies on succession planning and firm performance.

GPRjournals.org. https://gprjournals.org/journals/index.php/JLG/article/download/155/188

14 [Author(s) not listed]. (n.d.). IOSR Journal of Business and Management paper on CEO
leadership [PDF]._https.//www.iosrjournals.org/iosr-jbm/papers/Vol27-issue9/Ser-1/B2709011518.pd,

15 Chamberlain, A. (2017, March). Why do employees stay? A clear career
path and good pay, for starters. Harvard Business Review. https://hbr.org/2017/03/

why-do-employees-stay-a-clear-career-path-and-good-pay-for-starters

16 Deloitte. (n.d.). Effective leadership succession planning. https://www.deloitte.com/us/en/
insights/topics/leadership/effective-leadership-succession-planning.html

17 [Author(s) not listed]. (2025, July). Where traditional succession planning falls short. Harvard
Business Review. https://hbr.org/2025/07/where-traditional-succession-planning-falls-short



18 Ibid.

19 [Author(s) not listed]. (2026, January). Why keeping up with change feels harder than ever.
Harvard Business Review. https://hbr.org/2026/01/why-keeping-up-with-change-feels-harder-than-ever

20 Harvard Business School Online. (n.d.). Employee training and development._https://online.
hbs.edu/blog/post/employee-training-development






