
☐ We can name likely successors for our most critical roles — and could defend the list if asked. 
☐ We look past the “obvious” candidate: high-potential identification considers more than current
     performance. 
☐ At least one person received a stretch assignment in the past year deliberately designed to grow
    them toward a bigger role. 
☐ Future leaders get exposure: they sit in on leadership meetings, present to executives, or
    shadow senior roles. 
☐ Someone in leadership has told our high-potentials, in plain words, that they have a future here. 
☐ New supervisors get real support in their first 90 days — not just congratulations and a policy
     binder. 
☐ Development shows up in how we evaluate leaders: growing people is part of their job, not a side
     interest. 

www.AdaptiveHRS.com

The Bench Is Empty: 
Succession & Leadership Pipelines

September 1, 2026

csorenson@adaptivehrs.com 6320 St. Augustine Road, Suite 7A
Jacksonville, FL 32217

904-217-6464

PIPELINE PRACTICES SCORECARD

Best Practices

1.

2.

3.

4.

5.

Five Things Every Future Leader Gets
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