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KPMG’s annual CEO Outlook survey reflects the views of CEOs who lead some of the
world’s most complex businesses. But how do you ensure you have the right CEO? Finding
the right individual is critical as so much rides on a positive outcome. Here we present ten
pointers for boards to consider.

1. Have a plan in place. American baseball legend
Yogi Berra warned, “If you don’t know where
you’re going, you might not get there.” Is the
organisation’s succession plan as proactive,
disciplined and structured as it should be?
Notwithstanding that without a leaving date,
succession planning is just contingency planning,
having an individual (e.g., the board chair) drive a
proactive plan well ahead of time, can be an
effective way of targeting and securing the best
pool of candidates, and ultimately the best hire.

3. The next generation. When evaluating the
performance of your current CEO, do you assess
how well they are building the next generation of
company leaders?
Innovative approaches might include the
development of strong mentoring programmes
for internal talent (ideally giving cross-functional
perspectives on development and progression)
and/or the creation of shadow boards - perhaps
supervised by the Senior Independent Director
(SID) – to discuss, debate and comment on the
same issues as the main board. This might also
help with the development of the SID into a
prospective board chair.

Succession should also not be a crisis driven
event so consider both short-term disaster
scenarios and long-term outcomes.

4. Look forwards, not backwards. Is the board
(and/or nomination committee) thinking about
succession planning as a ‘fresh opportunity’ and
ensuring that the CEO is not just ‘recruiting in
their own image’?

2. Engaging the CEO on their own succession.
How supportive is the CEO of the process around
their own succession? Many companies don’t
have a coherent system in place to incentivise
the CEO to work constructively to support their
own succession – which can be difficult!

The incumbent CEO’s characteristics should have
been right at the time of their appointment but
may no longer be appropriate when the
successor is due to take over. For example, the
business may be looking for transformational
change which may see external candidates better
placed to lead the organisation going forward.

One approach might be to have an open and
honest process agreed with the incumbent CEO
early within their tenure to appoint a recruitment
firm to deploy a discreet talent mapping and
shortlisting exercise for their succession.

.
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