





























	 Steps in Georgia’s Flexible Model of Succession Planning 
	Associated Action Steps
	Decisions
	Considerations
	Pre-plan
	 Internal Confidentiality 
	 Known best practices 
	 Multiple perspectives are needed 
	 Program design expertise  
	 Time vs. Resources- The shorter the time, the greater the needed resources 
	Communicate
	 Public relations experts, technical experts, and marketing experts needed  
	 Internal confidentiality 
	 Halo effect  
	 Low morale issues for those not selected for succession pool 
	 Management appears “sneaky” if information remains confidential
	Identify Leadership Characteristics
	 Involve incumbents to partially satisfy the Uniform Guidelines on Selection Procedures  
	 Does your organization want supervisors as Subject Matter Experts?  Supervisors may have a different perspective 
	 Interviews: internal confidentiality  
	 Survey & Focus Groups:  50% accuracy 
	 Interviews & Focus Groups:  50%-90% accuracy 
	 Interviews:  internal confidentiality; resource and time intensive; training your own people to conduct the interviews 
	 Who will maintain the information? 
	 Who will have access to the information? 
	 Will software be compatible with other widely used software? 
	 Will software be developed in-house or purchased? 
	Assess Bench Strength
	 Current possession of all leadership characteristics (or within 6 - 9 months) 
	 Varied percentages of leadership characteristics (e.g. 100% scope of operation demonstrated, 80% competencies and leadership results within 6 months 
	 Size of agency 
	 Desired level of rigor 
	 Time and resources to devote to a more rigorous process 
	Assess Talent
	 Internal Confidentiality 
	 Survey & Focus Groups: 50% accuracy 
	 Interviews & Focus Groups:  50%-90% accuracy 
	 Interviews: internal confidentiality; resource and time intensive; training your own people to conduct the interviews; too many incumbents to interview 
	 The number of people in the pool 
	 How frequently will people be added to the pool? 
	 Real time update of competency evaluation vs. annual update of competency evaluation 
	 Required resources 
	 Low morale issues for those not selected for succession pool 
	 Management appears “sneaky” if selection process remains confidential 
	 Possibly large numbers of employee self-nominations 
	 Perceptions of management having a “chosen few”
	Develop Talent
	 Known best practices 
	 Need a structured set of developmental activities 
	 Need multiple developmental strategies 
	 Should everyone go through the same developmental strategies?  OR, will developmental strategies be customized based on individual gaps?  (Structured, sequential activities vs. cafeteria-style activities; also allows people to “test out” if proficient) 
	 How will annual competency updates be obtained?
	 Pre and post measurements?  Or, post measurements only? 
	 Multiple perspectives are needed 
	 Some instruments/tools may be needed 
	 Who has access to measures? 
	 Who has expertise in creating/ collecting measures?  
	 How many people have been promoted as a result of their being a part of this succession pool? 
	 How many people received a favorable appraisal/feedback after 6 months in their new positions?  After 12 months?
	What is the HR strategy? 
	What is the problem? 
	What is the objective of the strategy? 
	How will success be measured? 
	Succession Planning: 
	Action Steps, Persons Responsible, Projected Completion Date, and Progress/Updates 
	Progress/Update   

	For Workforce Planning 
	 
	 
	Breadth and Impact  
	Level
	Behavioral Descriptions

	Finds ways to improve personal execution of routine tasks 

	 
	COMPETENCY
	LEVEL
	Applies Technology to Tasks 
	The use of technology in the performance of one’s job. Includes the integration and acceptance of new technology.
	Collects and Organizes Information 
	Manner by which an individual addresses and handles the flow of information. Ability to identify, systematically collect, and organize information for use by self or others in an organization. Information may be new or updated procedures and policies, business contacts, etc.
	External Awareness 
	Understanding the impact of external trends and influences on organizational functioning.
	Human Resource Management 
	Manages Resources 
	Oral Communication 
	Organizational Awareness 

	Impact on Employees 



