Use a Strategic Approach

Succession planning is not replacement planning. A replacement plan
simply assumes that the organization chart will remain static over time. It
looks for backups. In the rapidly changing business environment of today a
succession plan is needed that looks at financial transition and talent

transition.

Succession planning for talent transition focuses on developing people to
build a depth of talent within an organization to enable it to meet future

needs that may not yet be defined. Sure, replacements are easier to find
when a succession plan is done. But succession planning is much more

strategic.

Create Talent Pools

Developing leaders throughout the hospital allows the organization to find
the best talent for new needs. The search is not limited to “silos of

specialization” instead the search broadens across the organization.
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Identify Candidates

The first step in identifying candidates is to define the job skills,
commitments, interpersonal skills and organizational perspectives needed

to generate success in each position within your organization.

The second step is to systematically observe each candidate’s behavior at
work. Do they consistently demonstrate potential in character, capacity and
competence? Many of the nation’s top firms utilize the Birkman Method®
assessment tool to help determine candidate’s organizational and personal
alignment to future positions and to measure the type of talent the organiza-

tion needs most.

The third step is to use the Leadership Praxis™ developmental phases to
identify a process of development for those employees in your company who
demonstrate potential as a manager or leader. This requires that candidates
demonstrate performance and potential. Both are recognized in the

behaviors that show how an individual actually conducts themselves.

Start Now
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