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Basic principles of succession planning

@ Succession planning process
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& Question and answer
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Learning Objectives

o Be able to articulate the benefits of succession
planning.

o Be familiar with key steps and components
used in succession planning.

o Describe roles of individuals in succession
planning.

@ Understand common real world challenges to
succession planning and how to overcome
them.
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Basic Principles of Succession Planning

Rick Burnett, Pharm.D
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Definition
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Succession planning is an ongoing process
whereby an organization ensures that
employees are recruited and developed to fill
key roles within an organization/company.
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Primary Benefits

o Enables success of organizational performance
Identifies critical work functions and future skills requirements
Public perception of stability
Survival — valuation — profitability
@ ldentifies a specialized talent pool
Targets development activities
Improves match of organizational needs with qualified talent
o Motivates and retains employees
Promotes active participation in career growth
Perception of fairness
Employees know where they fit and skills needed to advance
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Workforce landscape

o 80% of pharmacy directors and 77% of
middle manager anticipated resigning their
position in the next decade.

More than %2 of directors did not know of any
replacement.

@ Only 30% of current practitioners indicated
they would seek a leadership position.

L1

White SJ. Willthere be a pharmacy An ASHP m
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Succession Planning Practices

s Succession planning for
managerial positions

Free standing 21%
Private sector 64%
78.6%
B Not routinely done
B Yes - CEO position only
Source: Garman, AN., & Tyler, J.L., (2004). CEO succession O Yes - top-level leadership only
planning in freestanding U.S. hospitals: Final Report. Available at . ¥
il st vy o O Yes - top and mid-level leadership
B Yes - mot or all levels of leade rship|
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Evaluation of current practices

Most hospitals do not view their succession planning
practices as effective
Even among hospitals that conduct formal succession
planning routinely, most hospitals do not conduct
formal evaluations of their succession planning
practices
Perceived success factors for effectiveness were:
Whether or not succession planning was conducted routinely
Source of the candidate pool
Success planning process is formally evaluated

Source: Garman, AN., & Tyler, J.L., (2004). CEO succession planning in freestanding U.S. hospitals: Final Report. Available at
ache.org. Accessed February 26, 2010
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Succession Planning Models

Short term Long term
& <2yearview 2 2-4year view
@ Losing specialized talent with no a Aligns well with organizations that
successor in place have strong strategic marketing
s Good when organization quickly goes capabilities
into new direction or expands @ Requires investment in technology and
2 Typically requires HR to go outside time to do correctly

organization

Preferable to promote from within
however may still need to go outside to
hire

Combination Model
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Best Practices

Executive ownership

Early identification of talent

Formal, objective assessment processes
Developmental assignments

Use of external benchmarking/recruitment
Balance of inside & outside successors
Success measures
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Succession Planning Process

Karol Wollenburg, M.S., R.Ph.
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Succession Planning Process

Revision/creation of employee talent profiles
Organizational structure review
Identification of key positions

Identification of succession gaps
Identification of key talent

Talent discussions

Employee discussions

Creation of development plans for individuals

[+

Together we make a great team

=
—

Creation of Employee Profiles
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Obtain current information from employees
related to:

Job experience

Education

Licenses

Individual employee preferences about how they would like to
grow or move within the organization
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Employee Profile
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Organizational Structure Review
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Does the organizational structure support the
strategic plan?

What positions will be needed ?

What competencies and skills will be needed?

Does workload of current positions enable developme of
individuals who are in those positions?

Identification of Key Positions

o Identify positions that are essential to the
success of the organization
Professional talent
Promotional talent
o Clarify competencies, skills, experience, and
networks that are needed to be successful in
these key positions
Important for both the organization and employees


























































