ccession Planning

Do more. dams, Director of Succession and Sustainability Planning
18, 2015
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Succession Planning

Do more.

Tom Adams, Director of Succession and Sustainability Planning
June 18, 2015

%_TRAVELERS AID

2015 ANNUAL CONFERENCE

ABOUT TOM ADAMS

Former President of TransitionGuides
Former senior executive of NeighborWorks America
Led research projects supported by the W. K. Kellogg

Foundation and the Annie E. Casey Foundation on
nonprofit leadership transition and succession

Author of articles, monographs
R and recent book The Nonprofit
Raffa, P.C. Leadership Transition and

(202) 995-7245 Development Guide: Proven
tadams @raffa.com Paths for Leaders and
Organizations

roM ADAMS

TOM ADAMS

THE
NONPROFIT
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ABOUT RAFFA, P.C.

Focuses on making the world a better place

Contributes to client’s abilities to achieve their
missions and deliver their promises to the world.

Keeps organizations compliant, effective, and
efficient with practical back office support and deeper
strategies that create sustainability

RAFFA, P.C. . . . . .
1899 L Street, NW, Provides expertise in consultlng, accounting,

Suite 900 nonprofit search, and technology services that help
Washington, DC 20036 advance client’s organizational missions.

(202) 995-7245
] Lealmnq'[ummumt\f
SR —

LEARNING OBJECTIVES

Examine the succession planning process and the
benefits of three succession planning approaches.

2. Discover how to introduce succession planning to
your organization as a risk management and leader
development practice.

3. Discuss the importance of combining sustainability
planning with succession planning.

4. Explore a successful executive transition planning
process.

5. ldentify your Next Steps for a more prepared,
leader-ready organization.

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY 2
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WHY DO THIS WORK?

}QLH:_‘ WHAT IS SUCCESSION PLANNING?

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY 3
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}QLH:;_ WHY PLAN FOR SUCCESSION?

Gets us beyond the simple
truth that we avoid:

Ensures Organizational Sustainability

Increases Transition Success

Mitigates Risk

All careers eventually
lead to atransition...
It's just a matter of when
and how well managed

SUCCESSION PLANNING — THREE APPROACHES

1. SUCCESSION ESSENTIALS

» Executive Backup Plan
e Succession Policy

2. LEADER DEVELOPMENT
* Proactive Talent Management

3. DEPARTURE-DEFINED

e Succession Essentials
e Sustainability Planning

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY 4
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SUCCESSION PLANNING:

THE “ESSENTIALS”

and

}QQ_H:;‘ EMERGENCY BACKUP PLANS
. Understand |
Key Functions & §
5 Relationships
Designate

Refresh Backup

BENEFIT: L AN | . Coverage

Ensures
Continuity

Board Adopted SU({C‘ES’éT(_)ﬁ?ISEI_iicS}“ :'

— =

Emergency Backup Plans

- i

Communicate the Cross-Train

Plan Bac
3 Emergency Backup Plans
| for:
* CEOs
» Senior Management
Prioritize | Develop
Capacity Procedures &
Building | 15 Protocols

Document
&= Succession
B Plan & Policy

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY
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1

BENEFIT:

Ensures
Board
Agreement

SAMPLE:

EMERGENCY BACKUP PLAN

[Executive Title]
EMERGENCY BACKUP SUCCESSION PLAN

Cuideline for the Appointment of an Acting [Executive Tiile]
in the Event of an Unplanned Ahsence of the Incumhent

Radienale

The [Executive Title] position in + novprofit angestion i 4 centrel el iths orgmistion’s
success. Therefore, ensurkeg tht the fmctions of the [Beaive Title]are wellamerstood and
ored g the [Senior Wlovganae. Tean)] is importat to wews srgwistiond stbility md
leadership contiraivy nthe event of wplanmed snd unepectsd change. Thiskind of Tick
et is equally helpial in fucilitating 4 smooth lesdership tranirion even when it is
predictible and plarowd

The pupose of this plan is to ensure the contirnous coversge of dties aritical to the ongoing
successfal aperstions of [Orguimion Hume], The Bowrd of Directars s adopting policiss and
pEcaies for the tarpordy ppoitmen of an Ading [Ewetive Title] i the eved of o
mplatmed and extemded shsence of the (Exwnutive Tirle]. The [Bowd President/Board Chair], or
[Bosrd Vice-Presidert/Bord Vice- Chair] inthe shsence of the [Bod Presidert/Board Choir], mgy
determuine the sppropriate timeto initiste the implanetation of thisphan

Whlethe Board of Directors sckowladges that such an sbewce is highly improbable and certainly
midesiable, hey heliewe thut due diligence ineercisiig enecutive-level fmctions
requires that it hive an Brovrgeny Eacap Succession Plnin place. The et of thisplin s to
aneums contitmity i mmmmwmwgmmmswmuyapmm progrims
gt of wtamel reliorships , d pervision of st sl fnances

Key Funciicns of the [Exenuive Tide]

Ofthe duties listed in the joh deecription. (ras Attocimuery 2), the key Smetions of the [Exentive Title]
hawe 4 comesponding wrporny gy ST @ Aring [Execmive Title] i the tached.
Emergmey Buup Succersion Phn Detail (See dtovimert )

The [Sendor binsgemmart Tesn] memnbers assigned in the Short-Tenn Staffing of Hey Pinuctons are
relsvea besed on the orgmizatioral struchre inpluce < this thms (e Attardmert 2. I the st

that those assigned ame o longer availible o positions are vacant, the [Board Presidet/Board Char]
i select. other staff to support each of the by [Eeeoutive Tile]fmctions. B isthe responsibilivy of

4. Emergency Badap Succession Plan Inplenentstion

The Boerd of Dietars amhorises the [Bourd Precidsrn/Bosnd Chair] th iplernens the temess of this
Evurgency Eadorp Succession Pl irhe event of a phimed or wrpliemed vanporary, shorttn
dhsence of the [Eeamive Titk]. The [Bound Vice Presidera/Board. Wice-Chatr] hes anhoristion 1
nplamet this pn inthe e thit the [Board reside/Bourd Chat] f5ieuedlible of carmot be
Tearhed. Phone calls and corfirence calle e n acceptable substinie fir ary muastings desigguted in
this

A soom s fracihle, follovwing notificerion of g lemed terporay or short-teom sheance, the
[Boamd Precident/Board Char] will convene an Exerutive Compniftes meeting to sfiom the
‘procedtmes preseribed nthis plan, er mpdify them i needsd. The Exeeutive Committee may chaose
‘o amuend snd/or ot to mplimerd fhis plan

Wil this time line may vary based on cinamstances , he suggested steps or mplimentation are:

+ The [Bosmd President/Bosrd Chsir] sppoiits gy, Ating [Beative Tile]

+ The [Bosrd President/Bosrd Chair] irforms the Board of the Adting [Eeentive Title]
sppoiit.

+ The [Bosrd President/Bosrd Chair] (and potentially other efficers) consubts with the Acting
[Exerutive Title] on the cironstances of the shsence, organizstional sition s related
fuctars

Aifter the [Froard Procident/Fnnd hair] smd Arting [Fusrative Tile] renarlt stakshnldars
willbe notified following the defoed Commomications Pln,

. Deanitions

o Atemporery csece i ane inwhich it is expected that the [Eswontive Title] willebimn to bishur
‘position once the sverts precipitating the shsaue 08 resolved.

« lnurpicmed abvenve is e tht gise mapectedly, i cortmst Lo e plamed laave, suchas o
varation or 4 sabbatical

o Asherttom dsawe i thoes moths or les.
© Almgtens dhsace i ot i expected to last more them thoee mordhs.

o Apemaet dhsawe i one buwhich itis fonly deennined that the inosbert. Executive Title]will

ke rebming to the posttiom

Page 11

SUCCESSION POLICY

search

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY

Board-adopted policy

Plan to appoint interim leadership

Outlines how to handle a planned executive departure

Statement of commitment:
» Prepares for inevitable leadership change
* Assesses leadership needs before beginning a

6/18/2015
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SAMPLE:

SUCCESSION POLICY

Getting Organizd

[Organization Mame]
o Inthe exent of a planned or unplanned leadership transfian, the Board shall immediately

[Executive Title] appeint  Transition and Search Commitee (Transition Cammitee)uhich shal plan and
Suceession Policy manage the transition, induding the search for a new [Executive Title]

The Transition Committes shalbe comprisad of at Jeast e 3nd ne more than s=ven membare,
with a minimum of four Board membersthat serue as the majority. deally thes Board members
Achange v excouiveeadrhp s naviable fall organizatons. 32 imeot btk and will represent past, present and prospective future leaders ofthe board ofthe board. The Board
ety con perad e o may alsa cangider appeinting 3 Jandor anather: the Tranzhion
must ncrease s leual of engagermert s ai30 atime uhen some may seek assLrance of and $earch Committes or as advisorsto the Commines

's wiabilityand |
Asucsession policy forthe [Evecutive Tale] position i a routine fisk management and

sustainability planning tool. The Succession Policy ensures organizational sustanability b 1. Board: The selection of the [Evecutive Title] is the respansbility ofthe Board
prowiding a proactive  ordery plan for ewecuive leadership transtions

Irtroduction

Lires of Autharity and Resporsibiity

[Executive Title]: The current [Executive Title] hasthe resp to
Tothat end. the Board of [Organization Name] isadapting this Suscession Policy for purposss " idenify, encourage, and help o develop, senior managers within the organization whe
of: are qualified te meet futre leadership needs, whetherthat be on 3 temporanyor
permanent basis. The current [Bxecutive Title] hasthe responsibilityta plan forthe
1. Focusing Board attention orderty transition of all senior managers.

betweenthe [Executive Thlz]and Board aboutthe depthof stafing and succession

plans for [enior Wanagemert Team] posfions 3. Senjor Menagers: The curment senior managers are responsible for developing bench
3. Establishing principles, ol clarty and procedures 1o swpport posiie leadership trength to ensure that planned and unplanned franstions ars well managsd and the

transhions that hetsr good endings and beginnings with departing and amying leaders intemal talert pool is continuousty expanded.

and build organizational capacitywhen a planned orunplanned executive leadership

Change aceurs Board Action in the Eventef Vaoanoy i the Executie THefPosion

1. Organizational Assezsment; The Bozrd and Transition and Search Comittes shall
take timeto assess the leadership needofthe organization before the search for a new
[Executive Tle]is conducted. The assassmervtshal\ include a review and update (i
needed)of the s wil b designzdahelp
Sesure i selection o1a quabiel and capable e uho fits wel with1
araanizationts s ion, daion, valuas, eahure, udl and abjecives, and who has the
necessary skillsta lead the srganization.

The [Board Precident/Board Chair] shal be responsible for implementing this policy and its
related procedures, and for annually reviewing and updating the palicy as needad

Guiding Frirciples

[Organization Mame] is open to and il consider both internal and extemal candidates when
fillng the [Executhie Tie] postion. Anational search will be conducted unless e boa

paneludes that 2 cument saf member = appropriate and avalltle forthe job 2. Dption of Pppointing an Acting or Intenim [Evecutive Ttle]: To assure the

1. In organizations such as [Organization Hame], the [Executive Title]s posftion iseften operations are not intermupted while the Board assessesthe leadership needs and
shaped by the incumbert's talents and areas of specialzed interest. That perscn's rearuits a new [Executive Title] the Board mayappointan Aeting [Executive Title] from
departure might nevesstate other organizationd shangesineluding the creationof new among senior &xecutivestattor hie an Interim [Evecuts Tle] fom outside the
pasitions andfar realignment of cumment postions. organization if necessany.
2. The preeminent goal of a transition 1o a new [Executive Tle] is maintaining continuity of
Draanization Name] mission.reated wark. Atraneiion al2e prassrts ah oppertuniy for 3. Duties of the £etingAnterim [Executive Tile]: Among such duties il be to ensure thatthe
the organization ta continue to grow and develop organization centinues to operate without disruption and that all erganizational
previously made are executed,including, but not limitedto,

=peaking engagements, grant and contract obligations, reports, licenses certifications,
mambership renewsls, and uther obligations o funders and other-

Page 13

BENEFIT:

Broadens
and Investing /
Sustains Positioning
Leadership Strategizing /
Capacity Planning
and
Builds Aligning /
Bench Assessing
Strength LCADCRSIIIP DOVEL P AILMT P ROiE R i

Developing / -

Retaining

Timing /
Implementing

Reviewing /
Recruiting

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY 7
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DEPARTURE-DEFINED

GOAL

Increase organization’s capacity to deliver its mission
under new leadership, whenever the transition occurs

OUTCOMES

» Capacity-building plan strengthens the four critical
elements of organizational sustainability

e Succession policy outlines the board’s policies &
roles for a chief executive transition

e Backup plans and cross-training for continuity

PLANNING AND CAPACITY-BUILDING
170 & YEARSAHEAD OF CHIEF
EXECUTIVE TRANSITION

Succession Planning Mini-Assessment

Please read the following questions and note your response. As it applies to your organization, is this
statement completely true [yes), partially trise (part) not true at all (o) or you don't know (0K)?

Our organization has a wiithen emergency backup plan for the chiet executive.

No
THi i Inciudes 3 Gewgnated st nd second Backup 1o stand I for the chier |~ - = = =
exncutive in case of an unplanned absence., o b
There I3 a cross training plan to prepare the frst and second backups for
assurring the chief executive’s key duties. Yes Part No DR
There 1 i comenumicatian plan which di<cribis who e T know when and by
Yot Part No DK

wham in case of unplanned absence of the chief executive.

Our organization has a wiitten Emergency backup plan 1or senir managers/key

Th e catf. Yes Part No DK
. i plan Includes » Gesgrated Rt and second Backup 1o stand In for the smior | L =
succession manager/liry 1aff person in case of an unplanned absence. o
Pl . TREE 5 €103 UaIning A 10 prepore the Tt and second DUckups for [P
anning assurming the senior manages/staff person’s key duties.
There s & cammumIcation plan which decribes Who heeds fo know whenand by | — |
Mlnl wham in cate of unplanned abtants of the tanior manager/key s2aff person, os P

AS sessment Succe=sion Pelicy
Dur organization has 3 written succession policy to guide haw the Board wil fal | T T
the apening in 3 planned chisf axecutive transition, o b
TS pOWCY 1915 oW LN THNSAUON 9nd SEarch COMMITSE 15 comprised and the | o= o = = o
rale of the Cammittes.
This policy addresses howe we wall Fandle intermal candidates and what kind of
search we will do to find candidates, Yes Part No o DK
This pﬂl.n.r(ldh:mrcnnmnml 1o diversity and inclusivenes in our récrutii
ol " | ves part Mo DK

and hiring.

Other Helpiul Actions

Dur organkation regularky reviews and updates position descriptions.

Yes Part
Our routinefy reviews bench h against key and
functions.

Tur Gr AR Aton Unpacks |95t 15 make fure thay Fave rot Bacoms undasbis by
anyare ather than current persen in the position.

Yes Part

Yes  Part

Qur hasa list of all p. bark accounts, IT 4 part
Infeemation in one place with mare than one persae familiar with detais. e
Our routinefy Backug plans and

§|8|F |3 8
FAR AR AL

policy. Yes Part

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY 8
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}Q“'H:'__ STABILITY, SUSTAINABILITY & VITALITY

» Exuberant strength or vigor. Capacity
Vitality to live, grow and develop. Powerful.
» Engaged. Aligned. Energized.

» Strong organizational fundamentais in

5 _— place that enable the nonprofitto be a
Sustainabili ty high-value asset over the long term.

» Prerequisite for true vitality.

+ Basic level of health. Firmness.
T Enough resources to carry out short- to
Stability mid-term activities.

» Prerequisite for sustainability.

}Qﬂ—Ht_‘ SUSTAINABILITY PLANNING

Business
Model &

THE Strategy

FOUR
ELEMENTS

Resources Leadership

Page 18

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY

6/18/2015



Succession Planning Session by Tom Adams

o

vasr cEspense. A3 i apphes b your orgn i tiis saatement
empletely true [Yes), partially true {Part), not at all true [Nol, er yo don't keow (DR

D cepanization hes 8 sakd business mesdel [what we 82 snd hew we pay for it Ehat his st
bens 57 years oF e bn Froms of it a=d b bul dedby | yes et Mo ox
shanite and valued by denare/fundess

rer siratepic of kng relevant ta.
1yt and Tamarmow's market sonditiant
Progress toward the plan it fregueritly reviewed and & the whject of prortpasttng
dacussions.

imang the board, there’s
the direction and steategy of the crganation

Wi b the stall and board leadersbip in place who meet oue present and neartemm (2 3

l ‘ ' o .
years) future keadership needs.

. - e LT

wlarg.

SUSTAINABILITY | 3 [ — Ty T
VIN | H R — e [y

ASSESSMENT | e o e

‘We kaen 2 pipeline of board leaders and » process for hoard oficer suscession, ves Maet Mo D

et in the short to
mick-beem 3 13 mosthe). Yer Pat Mo DI
o funding Y

e g ey, Ter Bat Mo DX

o |wen Yer Part Mo DK

g particular markel - e present macket o wel o fuluee macket Yot Mt Mo DK
There is # chear keghcal lirk o sur averall

business/organization strategy. Yes Fart Mo DK
£ Ainarnclal sszess a5 wel ax “saft and sacisl

EapiaT = are wtrenigths that underin the crganamtion’s work, such ot comemunity Yer Pt Mo DK

raputation, beman capsal, intelactusl progerty, systems s procestes, sts

and actian-bezed

d vaireh of b, deh beard, cwdfand

Culture
i
z
=
B

wukentegrs.

Virtualy apine 2 the team sedd mak

WHY DO SUSTAINABILITY AND
“ SUCCESSION PLANNING?

Ensures continuity ﬁ’ Suermaiin » &

Builds bench depth and internal capacity
Key responsibility of top leadership; can’t be delegated

Best if involvement is broad-based and connected to
ongoing succession planning

Minimizes crisis of an unplanned absence

Identifies “organizational gaps” in coverage

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY
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COMING TO TERMS WITH CHANGE

Neutral Zone:
e Confusion
e Direction Finding
e Re-patterning

Ending:
e Loss
e Letting Go
e Relinquishing Old Way
& Old Identity

Source: Bridges, William. Managing Transitions: Making the Most of Change.
2nd ed. Cambridge, MA: Perseus Pub., 2003.

CEO PROCESS OVERVIEW

= D =B

i OUTCOME: Increased capacity to deliver organization’s mission under newleadership.

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY

Organize & Tailorthe Launch the Search Cnboard
Process
Recruit Relate
Gather Information
Screen Evsluate
Engage tha Board
Select Support
Dewvelop Profile &
Search Plan Hire
Board clarityand alignment about the Anexceptional executive selected - who Board-executive alignment on priorities,
four factors critical to the searchand fits the current and future leadership roles and performance measures.
transition. needs of the organization.

6/18/2015
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Rl

Sustainability
Planning
Or

Departure-
Defined
Planning

Two-Day

Intensive
Hands-on
Workshop

Register

Today!
SAVE
$95

LINK

SUSTAINABILITY — SUCCESSION — TRANSITION

Succession
Essentials

e Backup Plans

; ) « Executive Development
* Succession Policy

« Leader Development

* Board Development

« Strong Business Model
« Sharpen Strategy

s Change Culture

Bench Strength
Review

« Internal Capacity

Page 23

THE NEXT STEPS WORKSHOP

Nonprofit CEOs
A Next Steps Planning Workshop

N

Executive
Transition

Sustainability, succession, and transition planning

for founders and long-tenured executives

July 27-28, 2015 — Baltimore, MD

More information: Melody Thomas
mthomas@raffa.com
(202) 955-7242

Page 24
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THE BIG HITS!
*Peer Insights
*Small Breakouts
*Reflection Time
*Action Planning
*What's Next
*Presentations
*Resources

For a better-run,
better-prepared
nonprofit that's
positioned for
ongoing mission
impact and
success!

Succession Planning Session by Tom Adams

What Others Are Saying!

Read for yourself

) " /) \ f )
S =
R LV A Ve
“Absolutely necessary for any leader considering this stage in their life as well as
the sustainability of their organization.”. taiiano)

THE NEXT STEPS WORKSHOP

“An extremely valuable investment of my time and resources. Next steps is an
eye-opening venture into solid planning both for healthy, viable organizations as
well as those going through challenging changes.” e xaynes)

"This workshop helped me to clarify and bring into focus my understanding of the|
transition process. | feel ready to develop my plan and set a date."

(G. Overdurff)

“Being both a long-term executive and a founder, | found the next steps
workshop very helpful. | learned much from the experience and knowledge of the
presenters, facilitators and literature. For me, taking care of myself and focusing
on where | was helped to focus on the process and challenges. Fellow
‘journeyers' sharing their issues and stages made it more enlightening as |
applied it to myself.” ®. mevanon)

Page 25

RESOURCES

The Nonprofit Leadership Transition And
Development Guide Includes:
— Leadership Transition and Leadership Development
— Strategic Succession Planning
— Three Critical Stages of Transition
— Fortune 500 Talent Management Methods

Order via Amazon.com

- Kindle Edition: $25.49
- Paperback: $34.29

©2015 Raffa, P.C. FOR TRAINING PURPOSES ONLY
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}Qn-H:_ DISCUSSION

QUESTIONS
AND
OPPORTUNITIES

Page 27

Tom Adams, Director
tadams@raffa.com
202.955.7245

Page 28
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Succession Planning Mini-Assessment

Please read the following questions and note your response. As it applies to your organization, is this
statement completely true (yes), partially true (part) not true at all (no) or you don’t know (DK)?

Emergency Backup Plan for Executive Director/CEO

whom in case of unplanned absence of the chief executive.

Our organization has a written emergency backup plan for the chief executive. Yes Part No DK
This plz?m |.ncludes a designated first and second backup to stand in for the chief Ves Part No DK
executive in case of an unplanned absence.
There !s a cross t.ralnlng plf':m ’to preparfa the first and second backups for Ves Part No DK
assuming the chief executive’s key duties.
There is a communication plan which describes who needs to know when and by

Yes Part No DK

Emergency Backup for Senior Managers/Key Managers or Staff
Our organization has a written emergency backup plan for senior managers/key

whom in case of unplanned absence of the senior manager/key staff person.

Y Par N DK
staff. e art °
This plan includes a designated first and second backup to stand in for the senior

. Yes Part No DK

manager/key staff person in case of an unplanned absence.
There !s a cross trgmmg plan to prepare th,e first and' second backups for Yes Part No DK
assuming the senior manager/staff person’s key duties.
There is a communication plan which describes who needs to know when and by

Yes Part No DK

Our organization has a written succession policy to guide how the Board will fill

Succession Policy

and hiring.

L . . o Yes Part No DK
the opening in a planned chief executive transition.
This policy states how the Transition and Search Committee is comprised and the Ves Part No DK
role of the Committee.
This policy addresses how we will handle internal candidates and what kind of

. . . Yes Part No DK

search we will do to find candidates.
This policy states our commitment to diversity and inclusiveness in our recruiting Ves Part No DK

Other Helpful Actions |

Our organization regularly reviews and updates position descriptions. Yes Part No DK
Our organization routinely reviews bench strength against key competencies and

. 8 y & & y P Yes Part No DK
functions.
Our organization unpacks jobs to make sure they have not become undoable b

& P ) . " y y Yes Part No DK

anyone other than current person in the position.
Our organization has a comprehensive list of all passwords, bank accounts, IT
. Lo . s . . Yes Part No DK
information in one place with more than one person familiar with details.
Our organization routinely reviews our emergency backup plans and succession
policy & y gency PP Yes Part No DK

©ORaffa, 2014. | www.raffa.com



Organizational Sustainability Mini-Assessment
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Please read the following questions and note your response. As it applies to your organization, is this

statement completely true (yes), partially true (part), not at all true (no), or you don't know (DK)?

Business Model/Strategy

Leadership

Resources

Our organization has a solid business model (what we do and how we pay for it) that has at

least 5-7 years of life in front of it and is built on quality services/products that are needed by |Yes Part No DK
clients and valued by donors/funders.
Our strategic or long-range plan (or business/organization strategy) is current and relevant to
, . e Yes Part No DK
today's and tomorrow's market conditions.
Progress toward the plan is frequently reviewed and is the subject of priority-settin
. & . P g y ) P v & Yes Part No DK
discussions.
Among the board, executive and management team there’s a high degree of alignment about
.g . & & & & Yes Part No DK
the direction and strategy.
We have the staff and board leadership in place who meet our present and near-term future
. Yes Part No DK
leadership needs.
We have written succession plans in place for all key employees that include cross trainin
P P y employ & Yes Part No DK
plans.
We have a strategy in place to recruit, develop and deploy new leaders, both staff and board. Yes Part No DK
Our chief executive could go on a six-month sabbatical tomorrow and the organization would
. Yes Part No DK
not miss a beat.
Our board is a high-value asset to the organization. Yes Part No DK
Processes are in place and followed for orientation of new board members and we have a
L ) . Yes Part No DK
pipeline of leaders and a process for board officer succession.
Our organization has sufficient financial resources to meet its commitments in the short to
. Yes Part No DK
mid-term.
Our organization’s funding or revenue streams have longevity — the majority are likely to Yes Part No DK
continue beyond the current year's budget or current grant cycle.
We have an appropriate degree of diversification of revenue streams. Yes Part No DK
A proactive resource development strategy is in place that is tuned to our organization’s
. Yes Part No DK
particular market — the present market as well as future market.
The.re isa cIear.Iogl.caI link between our revenue development strategy and our overall Yes Part No DK
business/organization strategy.
We are good stewards of ALL of the organization’s assets, financial assets as well as “soft and
social capital,” the strengths that underpin the organization’s work, such as community Yes Part No DK
reputation, human capital, team capital, systems and processes, intellectual property, etc.
Our organization’s culture could be described as resilient, forward-focused, results-oriented
. Yes Part No DK
and action-based.
The value and worth of the organization is widely understood throughout the board, staff and
volunteers. Virtually anyone on the team could make a compelling case for supporting the Yes Part No DK

organization.
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Next Steps Workshop Testimonials
“This workshop helped to clarify and
bring into focus my understanding of the
transition process. | feel ready to develop
my plan and set a date.”

Gretchen Overdurff, Greenbelt Homes

“Provides substantive, specific information
to help think productively about planning,
managing, and leaving an organization in
the best way possible.”

Myrl Weinberg, National Health Council

“This information is hard to find, so take
advantage of the offering of resources,
materials, and networking. It’s well worth
the money and time.”

Betsy Mitchell, Montessori School
of Northern Virginia, Inc.

“A very worthwhile investment in time and
money. The training provided me great
clarity on my steps towards leaving the
organization.”
Terry Rubenstein, Joseph and Harvey
Meyerhoff Family Funds

“Exceedingly valuable session. | expected a

lot but it greatly exceeded my expectations.

| feel motivated and focused on what to
do next.”

Trudy McFall, Homes for America

“TransitionGuides' training provides
resources ideas, and support. Well worth
the invesment. Thank you so much for an
excellent program.”
Pam Bryer, Maternal and Child Health
Consortium of Chester County, PA

Register Early:

Enrollment is limited
to 20 participants!

Registration includes continental breakfast
and lunch, comprehensive resource
materials, a workbook, 1 complimentary
book, and a 30-minute coaching session.

Next Steps features:

Do more.

Transition
EAGuides

joins Raffa, P.C.!

Next Steps Workshop

Personal and Organizational Succession Planning

Explore tools for executive succession and transition,
presented in a confidential environment.

Are you thinking about leaving your chief executive position

within the next 1-5 years?

Exclusively for nonprofit chief executives, Raffa’s Next Steps Workshop offers a safe and
confidential space to explore best practices in organizational sustainability, leadership
succession, and chief executive transition.

Our two-day workshop focuses on you, your legacy, and how to prepare yourself, your
organization, your staff, and your board for your eventual departure. These “tough-to-
talk-about” topics are skillfully guided by national experts who have helped more than
500 executives — with tenures ranging from 5 to 35 years — ensure that their hard work
and legacies endure.

Register for the following workshops:

July 27-28, 2015

Annie E. Casey Foundation, Baltimore, MD
Early Bird: $400 (before 6/15/2015)
Regular: $495 (after 6/15/2015)

Register Today! Click Here

January 25-26, 2016

Meyer Foundation, Washington, DC
Early Bird: $400 (before 12/1/2015)
Regular: $495 (after 12/1/2015)
Register Today! Click Here

You'll leave Next Steps with:

* Three Vital Tools: e Clarity about where you are -
1. Organizational Sustainability personally, professionally and
Planning organizationally - with succession
2. Leadership Succession Planning and transition and what’s next for
3. Executive Transition Management you beyond transition.

* Two Tracks: ¢ A High-Level Action Plan for
1. Preparing Yourself transition, capacity building, and
2. Preparing Your Organization sustainability.

* Roles - Discussion of executive, ¢ Tools & Guides you can tailor to
board, and staff roles. your needs.
¢ Communications - Advice on the * A Rich Understanding of what

who, how, and when. will be required of yourself, your

« Small Groups working with experts organization, and your board.
and peers. * Your Concerns Addressed by

+ A Post-Workshop Coaching Call hearing from peers who have
with a facilitator. successfully transitioned.

* New Ideas for building team diversity
and strength.

Registration is now open for the workshops, visit:

www.Raffa.com/l earning/Pages/FeeBasedClasses.aspx


http://events.r20.constantcontact.com/register/event?oeidk=a07eb4tjqi2f09a7b58&llr=pdjdrcqab
http://events.constantcontact.com/register/event?llr=pdjdrcqab&oeidk=a07ea3l58zy2d290e87
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