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Succession Planning
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Steven Bow m a n Con sc iou s-Glvern a nce.c0 m

Whilst we are not aware of any definitive research that
shows how many nonprofits have in place a succession plan
for their key leaders, our experience conducting numerous
Governance and Board evaluations show that over 80% of
all the nonprofits have none in place. This means that there
ls no plan in place for identif ing the required skills and
characteristics that the organisation will need into the future,
sourcing the most appropriate people, and ensuring that the
whole process is strategically and seamlessly managed. On
top of this, when we ask Boards what are the top two or three
risks that their organisation faces, over 70o/o state loss ofkey
leaders as a major risk.

The purpose of this article is not to delve into succession
planning for Boards, but I think you will probably resonate
with our findings that over 75o/o of Boards do not have a
formal skills analysis or succession planning process. (Go to
http://www.conscious- governance.com/governance.html for
more strategies on Board succession planning)

The most common reasons given for not developing a formal
succession plan include:

65We sort of know how to
do it ond we tolk obout it
every now ond then ...ee

66We hope the leoder won'i
leove (....while I'm still on the
Boord or leodership teom;:r

e6We don't know how
to go obout thisrr

mono66?iiH?Tt

The whole point behind a succession plan is that you plan for
succession, before it is requiredl The best time to develop a

succession plan is when it is not needed!

A succession plan should be simple to understand, easy to
implement, and strategic in nature. Here are some pointers
that will assist in developing your succession plan.
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These questions should be explored by either the Board and
CEO (if developing a succession plan for the CEO), or by
the leadership team (if developing a succession plan for key
positions).

I What are the key positions in otr.r organisation?

: \,Vhat culture is required?

3 What does the organisation require from the CEO/ key
position?

* What does the CEO/key position require from the
organisation?

t. What does our strategic pi;ur require iiom the CEOI key
position?

,c \{hat net'ds to change in our organisation in the next three
or four years?
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1 List all key personnel in your nonprofit organisation. Key
personnel are defined as those individuals who have a
significar-rt impact on the achievement of the nonpro{it',s
vision and strategic plan.

il List three types of names against each of the key personnel

a Who can take over in the short term if a kev person
leaves. Identif. internal staff as weli as any outside
prospects
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