Succession Planning
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“Succession planning” is the
process of identifying
critical knowledge &
positions within your
organization and developing
action plans for transition




Why do
we care?

Avoid
knowledge gaps

Persistence of Continuity of
mission/vision positions

Stakeholder

confidence/Org
Culture




~ vision \ ( Mission

Innovative and Superior charter The mission of the State Charter Schools

: L. Commission of Georgia is to improve public
schools advancing education in education by authorizing high-quality charter

every community. schools that provide students with better
educational opportunities than they would
otherwise receive in traditional district
schools.
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What -
Knowledge

* Written
* Policies & procedures
e Manuals
» Keep updated!

 Unwritten
o I

e The “stuff” that lives in
“someone’s” head

* Cross-training
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Who - People -
Critical Positions

» Governing Board
 Leadership
* Finance

« School Level
« School Leader
 CFO
« Data Clerk

« Other
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When — The
Timeline for
Succession Planning

Never too early
Iterative process

Acknowledge the planned v
unplanned

Triage approach




How — Actual
Succession Planning

* Knowledge
« Updates
* Cross Training
 Transition
* People
* Grow
* Hire




Grow - Consider
Current Employees

- Employees that are ready
now?

- Employees that could grow
into/develop over time?

e Critical conversations
* Development is critical




Grow — Developing
Current Employees

* Goals

« Employee & Org
Alignment

* Current Employee Actions
* Future Employee Actions

 Specific Resources &
Training




Grow - Develop
a Pipeline

 Develop a pool of
talent to step into
critical positions

 Career development
strategies




Competencies
& Skills

« Competencies

* Behaviors —
Problem Solving,
Initiative

 Skills

» Learned Abilities
— Handling
Accounts,
Analyzing Data




ﬁow/ Hire -
Categorize
Skill/Competency Gaps

* Developed
» Recruited




Hire - Consider the
Candidate Pool

* Niche Talent/Skills
* Job Criteria
e Available Incentives




Common
Challenges

e Talent Pool
 Founder = School Leader

« Governing board -
Volunteers

* Other (e.g. CFO)

» Unexpected or Unplanned
Transitions

* Long-term Planning
- Employee Morale & Buy-In
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Contact Us

Website:

Twitter:

Address:

Phone:

scsc.georglia.gov
@SCSCGa
1356 Twin Towers East,

2 Martin Luther King Jr., Drive, SE
Atlanta, GA 30334

(404) 656-2837






	Succession Planning
	Current Landscape
	“Succession planning” is the process of identifying critical knowledge & positions within your organization and developing action plans for transition
	Why do we care?
	Mission
	What - Knowledge
	Who - People - Critical Positions
	When – The Timeline for Succession Planning
	How – Actual Succession Planning
	Grow - Consider Current Employees
	Grow – Developing Current Employees
	Grow - Develop a Pipeline
	Competencies & Skills 
	Grow/Hire - Categorize Skill/Competency Gaps
	Hire - Consider the Candidate Pool
	Common Challenges
	Contact Us
	Slide Number 18

