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* Introductions

» Objectives/Expectation
Setting

* Succession Planning Defined
* Exercise - Breakout Groups
* Types of Succession Planning

* Focus on Emergency
Succession Planning

 Case Study - Breakout
Groups

 What's Next
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* Introduction to the three types
of succession planning

* Review of succession checklist
document/best practices

 Next steps for crafting your
own Emergency Succession
Plan
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« An ongoing, dynamic process
that helps an organization to align \
its organizational goals and its

What Is human capital needs.

* Succession planning is not a one-
time event centered on an

Succession

P|qnning executive transition, planned or

unplanned. Instead, it is a
planning process seen through
the lens of time.




. Aligns organizational development with
strategic vision

Benefits of - Builds leadership capacity of team

- Develops pool of potential leadership
SUCCEeSSOrs

Succession
Planning

- Opportunity to diversity organization’s
leadership

- Ensures leadership efficiency
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« More than one in ten executive director jobs turns over each year.

« That number is expected to climb as the baby-boomer
generation--many of whom founded core organizations in

their communities 20 to 30 years ago--begin to reach
retirement age.

« A study by the Annie E. Casey Foundation found that a

majority of executives will leave their positions in the next five
We Need to years.

« Founders comprise nearly a third of executive directors, and over
P I an half of small non-profits (under $1 million) are led by founders.

Compelling
Reasons Why

« The world is constantly changing! '
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What's
Happening
Around Us

We are in a
global
double

pandemic!

We are in a
global

double
pandemic!

Needs of
clients and
employees

are
changing

Our new
normal is

yet to be
defined!




What Holds

us Back

Life happens!

Limited human and financial resources

Not an institutional priority

No process in place - or no one knows about it
Focus on the individual, not the organization
Leadership does not want to deal with it
Safety in the status quo

No talent development plan
« Bias and lack of honesty in evaluations
» Mentoring skills are not developed



Let’s Talk About it!

Exercise:
Readiness Questions

Succession-Planning
Readiness Questions

’. -
¥

A nonprofit organization’s board of directors is responsible for

overseeing the transition of an executive leader and ensuring that

the organization is well positioned to successfully continue its

operations during a change in leadership. Poorly managed ex-

ecutive transitions can reduce organizational sustainability and

program effectiveness. In worst case situations, poor transitions

also can put an organization out of business. The following ques-

tions should act as the first step in measuring your organization’s

readiness for succession planning.

1.

2

Is your organization in a position to implement a succession

plan that was previously adopted and approved?

If your executive is suddenly unable to serve, or retires, have

you identified candidates for the job?

* If the answer is yes, is that talent prepared? Do they
have the required leadership style, financial knowledge,
contacts and necessary experience to take charge of
the organization and continue to provide clients and

funders with uninterrupted services?

If the answer is no, what is your plan for hiring another
executive who understands how to lead your organiza-
tion and continue to provide uninterrupted service to
your clients and funders?
Does everyone within the organization know who will
be the acting executive until the board can meet and
appoint someone officially?
Would your organization be able to sustain a decline in
income or fundraising activities without the executive? Is the
executive the primary fundraiser? Do board and staff work
with the executive to maintain relationships with funders?
Do funders trust that the organization can succeed without
the current executive?
Does the board have the right mix of talent to effectively hire
a new executive for your organization? How committed and
supportive is the board to the success of the executive?
Will the organization lose institutional knowledge and con-
tacts if your executive were to suddenly leave?
Is the executive’s current level of responsibility realistic, or
has the executive, in good faith, taken on too much respon-
sibility at the expense of staff development? What skills need
to be replicated in the new executive versus those that could
be developed among staff or board members?
Does your current executive understand and possess skills
and expertise necessary to lead your organization in today’s
resource constrained-world?
Are there other positions besides the executive that would
leave the organization vulnerable should they depart? If so,
what plans are in place to address their departure?




Three Types
of

Succession
Planning

Strategic Leader
Development

Departure Defined
Succession Planning

Emergency Succession
Planning
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Strategic Leader Dev‘;l-opwlggi (SLD)

Begins with Strategic Planning

- Vision: What is the organization’s
strategic vision?

. Skills: What competencies do we
need to get there?




Strategic Leader
Development (SLD)

Leadership Development

- Who will acquire the
competencies & how?

- How do we back them up?

- How will we share leadership & J—
decision making? (i.e., become a “~

TEAM) \




Long Term Succession Planning
|ldentify and Develop the Leaders of the Future

 Preserving the history, * Performance evaluations
traditions, core values and « Align style, motivation toward
culture of the organization personal growth

. I:ocdus on the mission, not the » Supervision
eader e Ski ildi ini

« Custom build the leader to fit . g;ﬁﬁ;tﬁggﬁ;;grg
the future

* Mentoring

 Provide leadership at every - Personal development plans

level

e Retain the best and the
brightest

e Personal commitment to core
values



Departure Defined
Succession Planning

* Thoughtful planning and
activities to ensure
organizational sustainability

* Attention to the personal and
professional issues of the
departing Executive Director




Mid-term Succession Planning
Orderly Transition

« Know strategic issues of the
future

, « SWOT of the organization
» Understand expectations of ,
key staff * Environmental scan of the

environment of the future

e Revisit core values
e Define culture

e ID member and customer

needs e Determine needed

capabilities




Definition: Preparing for an unplanned
departure

Emergency
Succession

- A risk-management best practice
Planning - Creates a more "leaderful” agency

- Emphasizes collaboration




Short-term

. « Written plan with specific assignments,
SUCCGSSIO“ directiorﬁ)s and recopmmendati%ns
qunning: » Annual Process with the leader (ED/CEQ)

. and a Board committee
Bei ng  Purpose is confidence building for Board,

staff and membership
e Temporary/Short-Term

prepared for
the ‘Win the
Lottery’




Steps to Address Emergency
Succession with No Formal Plan

Should the organization unexpectedly (with no plan in place) be . Identify board support and supervision of the interim executive.
faced with the need to immediately replace the senior executive, Determine who will be the primary contact for support and
the following steps are recommended: supervision. Schedule regular meetings to discuss organiza-

tional issues. The board chair is often the primary point of

1. The board’s executive committee convenes to address the contact for the executive.

Case Study

following and make a recommendation to the board:

a.  Identify the key spokesperson for the organization until the
new executive is hired.
Draft communication plan, refer to step three of the
Emergency Succession Plan.
Agree on process to hire new executive. Decide whether or
not to conduct an outside search or promote from within
without considering external candidates. The recom-
mendation should be to conduct an outside search,
unless an internal successor has been identified and
previously approved by the board. An external search or
previous identification of an internal successor demon-
strates the board’s commitment to find a qualified
replacement and facilitates a smooth transition for the
new executive. Expectations of potential internal suc-
cessors and candidates should be managed in order to
avoid turnover during the hiring process.
Hdentify interim executive and recommend additional
temporary compensation. In @ small organization this
could be a board member or qualified volunteer.
Define the interim executive’s responsibilities, authority and
decision making limitations. Also define any additional
functions that should be handled by a second manager
(e.g., director of clinical programs could also be the
contact for healthcare funders.)

Hdentify executive search task force committee to facilitate the
hiring process and present final candidate(s) to the board for
approval. In smaller organizations this may be the executive

committee along with one or two select staff members.

Executive search task force committee facilitates the recruiting

and hiring process by completing the following steps:

a. Update the executive job description to ensure the right
person is identified to lead the organization into the future.
Refer to step one of the Emergency Succession Plan.
Outline and implement process to recruit and select new
executive. This will include identifying candidate sources,
selection criteria, interview steps and team, reference/
background checks, compensation range, hiring package,
communication of new executive and transition plan.
Agencies should leverage board and volunteer expertise

when possible.




Now What?

1. Do we fill the leadership pasition
from the outside or promote from
within—i.e., the “unofficial successor”
who has worked alongside the leader
during the past several years?

2. What are we really looking forin a
new leader? Should we consider new
reqtmrements from those possessed
by the departing leader?

3. How do we address concerns by the
current leadership staff who may be
nervous about a new leader/team
member joining the organization?

4. How long should we plan for the
process to take?

5. What do we do in the interim? Do
we need an acting/interim in the
role? If so, what does that look like in
terms of compensation, authority
and decision-making responsibilities
for all staff?

6. Who will serve as the
organization’s main contact?

7. What action do we need to take to

ensure that current funders do not
et nervous about the leader’s
eparture?

Source: https://www.kansascityfed.org/publicat/community/nonprofit-executive-succession-planning-toolkit.pdf



https://www.kansascityfed.org/publicat/community/nonprofit-executive-succession-planning-toolkit.pdf

Emergency
Succession
Planning

The First
Five Steps
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-

|dentify critical staff functions

Name a backup for each function

Develop a cross-training plan for backups

|dentify who would become acting or interim for
identified roles

Specify monitoring & support role for the board
and senior staff for the acting/interim role(s)




The First Step:
Emergency
Succession
Planning

Being prepared
for the “Win the
Lottery’ Crisis

Board Responsibility (especially in the
case of an ED/CEO/BdChair departure)
 commit to prepare
« commit to assess leadership needs
* plan to appoint interim leadership

e internal transition plan (time frame, role of
the transition committee)



Documentation of Key Information
The First Sl'ep: « Establish a database with notes that is

accessible
Emergency

. List of major contacts
Succession Standard operating procedures

Planning * Board minutes

 Financial files/audits

* Key reports

 Quirky idiosyncrasies important to the

Being prepared
for the ‘Win the

Loﬂery’ Crisis organizational success




The First Step:
Emergency
Succession
Planning

Being prepared
for the “Win the
Lottery’ Crisis

Win the Lottery transition list (Leader
recommendations)

* who replaces within - or -
e list of consultants you trust
* executive recruiters



The Leadership Team Steps Up

. Puts a committee in charge
- Attends to its own succession planning
- Addresses vulnerabilities/gaps

. Sets future directions/opportunity to hit the
“re-set” button

. |dentify and recruit a replacement who fits

the future
Leadership Interim/Acting
Key Role Team Role(s)
Departure




Leadership Team (Board/Staff) ownership &
actions

Committees’ inclusion in future planning

F ive Th ! ngs Collaboration - Full team engagement in

planning

Not to Miss

Openness to organizational truths

Hope for the future




Succession Rea

diness Checklist

ccmcr for nonprofit
ancement

Emergency Succession Plan

For

(Orgamzzuon Name)

Leadelshlp plays essenual role in the success ofa nonproﬁl organizalinn. And 2@ change in Chief Executive

http://
WWW.NI
gca.org/d
ocume
\eadershnplsas nevl\ab\easmepassmgc(ume ntS/ Emer C]enCV Succe
ssion Pl
plate.pdf

This document will help @ nonprofit organization € ecognize that planning for unplanned Of temporary |eadership change
is abest prc\lce—‘n line with ot her plans nonprofits regulart ly com! complete (€9 strategic plan. n, comm! rmunications plan,
fundraising plan)- An Emergency Succession Plan can bring order inatime 2 time of turmoil, confusion and high- -stress.

Thisis @ template. Feel free 10 adapt 10 make it appmpr'mte for your organ\zaﬁon. Action items or areas for tailoring aré

noted with @ Jine ora @ svmbol.

The term sgxecutive Director” i used throughout this document 10 address the Chief Pald Staff Member- Should your
ofgan\zauon use atitle other than Executive Director feel free 10 use the tile 88 directed DY your organiza\ion‘s bylaws
o practice-

Mav this process prina vour oraanization oeace of rind in vour dav-to-dav work.

Dpisclaimer Slalamanl. This document is pmvided as guidance fora nonprofit nrgam ation laanq achi in leade! dership- It sh
regarded 85 ‘a substitute for legal advice of counsel- The advice ofa competent ‘attorney shou! uld be ugm y time a N onprom is eansldnrmg
policy changes of r activities that may affect the Jogal statts tus or liability © exposure of the organization-


http://www.niqca.org/documents/Emergency_Succession_Plan_Template.pdf

UCC .
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ecklist

The poard of Directors of M \nthe eventof an un:p\am\ed absence of the Execulve In, fo,

W cognizes that this s apen for Directo’s e DeputY Directo’ (of other h'yghesl ranking Know, T'mg ti

onn\\ngenc\es due 0 the disadblity death OF depar\ure saff member) st \mmed'\a\e\y inform the poard chalf oceyr 9 “’"e,eon a,

e F}ecu\'we Directo’ \ ion 18 fact (or h'»ghes\ ran! ee! per) © + Your Ir o,

with the unlikely event of an untime!y yacancy: absence: As 5007 asitis feasile: the chalf should izatio, izati

j o place e convere (eeting © th ive wo

\owingd emergency suooession plan t© faciitate the coﬂ\nﬁt\ee (& choose one) 10 ffiem € pmoedures

wans\\\on 1o both interi™ and \onger-\em\ \eadersh\p. prescribed inthis plan orto make Mﬁcaﬁoﬂs asthe

The poard of has
rev\ewed job ption of the cror- ALthe ime {hat \his plan was approved, the pos\\lon of
The scription is as 8 0\e3" Acting Executive Directo’ would be:
unders\and‘mg f s role i Name.
organt @l \ P, Title.
prog dm\msu-a\\ rd of directors snould e standing appdln\ee 1o the of Acing
\ationshiPS: resource Executive Dh'ec\orbe unable @ sene i and
de’ pmﬁﬁnce second pack-uP appo'\n\ea for the n of AC! 9
F}ecu\ive Directo’ will b€
Q) Name
Tile and
@ — Name
guccession t of / THe-
T mpor U v a N bsence. I this Acting Executve Director ¥® new 1@
ghort-Ter™ on and 8 experienced s organize®
A\empofan] nce 18 one of \less than \hree (ess han \\'\s‘yeﬂrs) h
inwhich itis xpeded that the Executive Directo’ will oI s rcle )
mo d WS\“"" once ™ everts predp\\aﬁng gdecide 0 appol® o pack-uP intees 1© the
abse re (esoved An unp\anned absence S cing €xe° The EX e Of
{hat ans ul\ey.peded\y, in oonm!s\ 1o apan goard of Direc o one) ™ ay consider
\eave: suchas? yacation ord sabba\‘loa\. The BO rd of \he opiO" o tve
Directors is orized (of auu\of\les the Becu\'we des‘lgna\ed sppmn\ees
mittee) of !Q:gamu\\ﬂn' i ﬂamﬁ) 0
\mp\emGn (erms of this emergency plan inthe
ent of p\anned absence of the B(ecu\\ve
Director




Do Now,
Do Next.....

Based upon what you have
experienced today, what step will
you take NOW?

Collectively as a staff, what based
upon today'’s learnings can you
do NEXT to change the culture
of the organization?







JOIN MY NETWORK

m Joelle Murchison
execmommy
l@) ExecMommyGroup

n EMG — ExecMommyGroup
ExecMommy: Joelle Murchison

“;J 2 @ExecMommy
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www.execmommygroup.com




