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Strategic Leadership Development Program

(Succession Plan)

Program Description

The (Entity Name( Strategic Leadership Development Program is a proactive, long-term, management level strategy for recruiting, selecting, and developing a core group of employees into management positions.  The employees will obtain training and development in the competencies and characteristics needed to function in leadership positions within (Entity Name(, through participation in a multi-phased program.
The program will accelerate the delicate and complex transition of qualified (Entity Name( employees from individual contributors to managers and leaders.  (Entity Name( will ensure that equitable selection guidelines are followed.
Purpose and Benefits
The major purpose of the Strategic Leadership Development Program is to have timely availability of experienced and diverse employees prepared to fill leadership positions at (Entity Name( as they become available.  The program will:

· Prepare current and future employees to lead the organization in coming years; 
· Help us “grow our own” leadership rather than recruiting from outside the organization;

· Establish guidelines and standards for selection and participation; 

· Achieve improved workforce capabilities and performance overall;

· Increase professional commitment and retention of management positions; 

· Focus on leadership continuity and improved knowledge shared; 

· Move (Entity Name( towards a learning organization;

· Shift from job progression to job expansion;

· Achieve results for all divisions/departments at all leadership levels; and provide opportunities for a continued partnership for leadership effectiveness.

Through the Strategic Leadership Development Program, (Entity Name( will:

· Increase employee commitment and delay departure of aging workers;

· Improve support to employees throughout their employment; 

· Provide more effective monitoring and tracking of employee performance, proficiency levels and skill gaps across the entire workforce; and

· Increase efficiency in specific roles and use of resources.  

It’s about the right people, in the right place, at the right time

Implementation of Goals

The Strategic Leadership Development Program, through a selected Executive Development Team, will require current management to provide dedicated instructions and guidance skills, knowledge and abilities needed to be successful at (Entity Name(.  Participants are expected to have the potential to increase his/her understanding and capacity to manage and lead within the organization.  Participants must commit to continuous learning and demonstrate the ability to work with others, facilitate effectively with limited authority, build consensus and gain results.  
The Strategic Leadership Development Program will:

· Identify critical management positions

· Identify employees to be selected to participate

· Enroll sufficient number of participants to meet the future needs to fill leadership positions within (Entity Name(
· Prepare a sufficient number of employees to be ready for advancement into each identified position

Critical Components of the Program
The Executive Development Team, appointed by the General Manager/Chief Executive Officer, will provide direction and ensure implementation of the Strategic Leadership Development Program through embodiment of the following critical components:

· Strategic Planning:  The development of a leadership program will have specific purpose, goals and objectives
· Targeting of Management Positions:  Refines the selection pools to management positions

· Require Relevant Skills, Knowledge and Abilities:  Relies on competencies and characteristics underscoring the need for job related criteria for success

· Linking Success to Essential Qualifications:  Includes job performance and quantifiable potential and ability

· Essential Feedback:  Requires observations from supervisors, co-workers, subordinates and customers/clients

· Demand Excellence:  Converts potential skill into capability

· Program Administrator:  The program is administered and facilitated by a designated department within (Entity Name( (typically Human Resources or Employee Relations) hereafter referred to as the “Program Administrator.”  The Program Administrator provides checks and balances for system integrity and evaluates measurable goals and objectives.
Core Training and Development

With the assistance of the incumbent management, core competencies and characteristics will be developed for each leadership position within (Entity Name(.  This is a first step in building the Strategic Leadership Development Program foundation.  

The Program Administrator will review and confirm that the core competencies presented by incumbent leadership are genuine and valid.  The Executive Development Team will make the final decisions on core competencies for each position.  

The Program Administrator will create a basis curriculum of training and development guided by the identified competencies and characteristics.  Each position identified will have specific curriculum developed for the respective job.  
Core competencies and characteristics include seven basic elements:

· Professional Integrity:  A level of business integrity commensurate to interact, process and achieve positive results consistent with (Entity Name(’s vision, mission and goals.
· Leadership:  The ability to achieve organizational goals and objectives by guiding, directing and managing the efforts of others.
· Decision Making and Problem Solving:  Identifying symptoms of problems, analyzing causes, and implementing solutions that are based upon evaluation options.
· Effective Communication Skills:  The ability to establish shared understandings of information.
· Knowledge of the Entity:  Broad work experience that results in knowing how the (Entity Name( functions as an integrated system aligned with its vision and mission.
· High Job Performance:  Achieving organizational goals, objectives, projects and tasks through the efficient and effective utilization of available resources.  
The ongoing process consists of the steps below.  The resources and responsibilities to complete each step are diagramed and described below:

Gather Data

(
Solicit Participants

(
Conduct Assessments
(
Select Candidates
(
Provide Feedback

Gathering Data
(Entity Name(, in preparing to develop and implement a Strategic Leadership Development Program will charge the Executive Development Team with the responsibility to: 
· Include goals, priorities and support for the Strategic Leadership Development Program during the strategic planning process;

· Identify potential organizational growth, retirement, realignments and other conditions that create leadership positions;

· Identify current positions that may be vacated within 5-10 years;

· Establish long-term competency needs in alignment with the organizational direction to build and develop the structure for high performance;

· Project and anticipate the turnover of prospective employees as it affects available candidates;
· Consider size of the agency and whether a ‘regional’ Succession Plan can be developed and supported; and 

· Complete departmental “Leadership Succession Charts.”

Understanding what drives retirement risk is critical to the entity.   Several factors include the employee’s retirement intentions and the personal and work factors affecting their retirement decision.  (Entity Name( must be aware of the knowledge and competencies required to replace retiring workers.

It’s important for the agency to recognize many employees may be happy with no plans to retire when they first become eligible.  However, they will retire at a point when doing so would optimize their personal, financial and lifestyle situation.

(Entity Name( should consider options such as part-time employment.  Many employees would be willing to work part-time to achieve optimization, but only if doing so did not adversely affect their pension benefits. 

Prospective retirees believe it’s important to have time and resources available to help prepare their successors before they retire.  This adds to their happiness in the position which may encourage them to stay longer and at least long enough to assist in training their replacement(s).

Solicit Participants
The (Entity Name( will post employment openings and seek candidates who meet established qualifications and demonstrate strong potential for completing the Strategic Leadership Development Program.  (Entity Name( will brief interested employees on the program including the minimum requirements for participation:  

· Regular, full-time employee

· Minimum,( ___ ( years of service with the agency

· Minimum, ( ___ ( years of business experience

· Bachelor Degree or post high school with minimum ( ___ ( years business experience

· Competent performance rating the previous two years

· Minimum ( ___ ( years supervisory experience

Internal personnel who meet basic criteria may self nominate themselves and/or be nominated by their supervisor or manager.  Selection is made without regard to age, sex, race, (States requiring Affirmative Action and/or Equal Employment Opportunity plans should integrate the applicable policies into the plans).  Interested candidates will submit:

· A completed program application form, including essay questions, and confidential questionnaire.  
· A detailed resume

· A recommendation letter from their supervisor, manager or director

· A written statement concerning their desire to participate in the program

These documents will assist in determining if they possess the qualifications and commitment needed for completing the program.  (Entity Name( has no restrictions for which positions individuals may be considered.  
Conduct Assessments
Several types of instruments may be used in assessing each candidate for selection into the Strategic Leadership Development Program.  
· Core Competency and Characteristic Assessment

· 360  Feedback Instrument

· Myers Briggs Type Indicator Evaluation

· Career Objective Statement

· Self Assessment Form

· Supervisor comments regarding candidate’s strengths/weaknesses

A core competencies and characteristics evaluation form will be provided and must be completed by each prospective candidate and his/her supervisor.  The form should include at a minimum:

· A list of core competencies or characteristics to be evaluated

· A definition or description of each core competency and characteristic listed

· A scoring criteria for candidates to assist them in rating the competencies, ranging from satisfactory to good to superior

· Supervisors will be asked to confirm the self-assessments made by candidates and to add commentary to explain any deviations.

For each position identified, the Executive Development Team will set up a rating system for the core competencies and characteristics using the following scale:

A. Critical/Essential

B. Significant

C. Desirable

D. Nice to have

E. Not applicable

This ranking system is utilized as part of the Supervisor’s Assessment Form of the candidate.  

The Program Administrator will compile the results into an assessment report.  Based on the report, the Executive Development Team will determine which candidates should be enrolled into the program.  Candidates will be selected to participate in one of two programs:

· Short Term Program:  Designed for those candidates that demonstrate high levels of core competencies and characteristics as well as experience allowing them to accelerate their course program to meet the standards for placement to their selected position.  

· Intermediate to Long Term Program:  Designed for those candidates who demonstrate varying degrees of proficiency, but require more training and development to meet the standard for the position they are seeking.
Candidate Selection

The Program Administrator will collect application materials and compile the data.  This data will be presented in report form to the Executive Development Team to select prospective candidates for evaluation of their core competencies and characteristics and make recommendations as to which candidates to consider for the program.  The Program Administrator will look for candidates who:

· Compare favorably on the leadership core competency assessment;

· Display exceptional knowledge, skills and abilities on earlier projects;

· Are quick learners, capable of developing the needed competencies;

· Are able to provide benefits to the authorizing body (Board) for the investment of time and money for their development; and

· Are willing and able to continue working in their current position while participating in the program.

“Selection for the Strategic Leadership Development Program does not guarantee a promotion.  Performance in developing needed competencies is a key determining factor for promotion.  

Provide Feedback

All employees who apply for the Strategic Leadership Development Program will receive written feedback, including the reasons for the selection to or non-selection to the program.  The Program Administrator will meet with each applicant to discuss the selection criteria for the program.  For those not selected, the Program Administrator will review the candidate’s profile and discuss career development opportunities and how to prepare for future application into the program.  

Career Training and Development
Strategic Leadership Development Program candidates selected for the program will proceed to the next stage.  This phase includes developing each candidate’s individual career path and customizing the training and development needed to enable the candidate to perform the essential and critical functions for the position they are seeking.

The Executive Development Team will refine the leadership positions, to include position title and description, job specifications, training requirements, and the essential job specific competencies and characteristics.  The candidate will be involved in the design of their personal course of study adding to the core curriculum, which will include, but not be limited to:

· Internal sources such as training programs, workshops, computer based training, mentoring and coaching; and 

· External sources such as specialized training consultants, college level classes, certificate programs and degree programs.

Based on the size and available assets of the entity, a variety of approaches may be required.  This could include a regional training approach.  The concept of a regional approach is addressed in the appendix.

In preparation of the individual training program for each participant:

· A comparison of participant’s competencies to targeted position’s core competencies will be conducted.

· A determination of course of study for each participant will be finalized.

· A selection of development assignments for the participant will be completed, which may include on-the-job assignments, rotational assignments (cross training), team leadership, book discussions, attending training programs, comprehensive assessments, and other means (depending on the competencies needed).

· The assignment of a mentor for each participant for progress review meetings (weekly recommended) will be made.

· A schedule for evaluation of participant’s progress by Program Coordinator and Review Team will be designed.

Mentoring, Coaching and Performance Counseling

For the Strategic Leadership Development Program to be successful, participating management MUST serve as mentors, coaches and teachers.  This is critical and fundamental to the goals and objectives of the program.  Without full commitment of the organization’s leadership, the Program will fail.  The candidates fulfilled their roles in the initial application process and advanced to the Program, with the promise of success.  That promise rests in the hands of the organization’s leadership, as does the integrity of the program.

Mentor:  The program requires the joining of selected candidates with management to illustrate and demonstrate the essential skills, knowledge and abilities to be acquired by the participants.  The Program Coordinator will assign a mentor to each participant and design an individual career path and customized training and development plan, with assistance from the candidates’ supervisor.  Mentors will meet regularly with the candidates to review progress and provide evaluations.  For the purpose of this program, mentors may serve as a Coach and/or Counselor as well.
Mentors will receive training to function at a level that will provide the most beneficial direction and guidance to participants.  Management will utilize and meet the responsibilities of the following mentor’s competency model:

· Development of relationships:  Through trust, sharing, listening, understanding and acceptance

· Being informative:  Through advice, learning facts, and providing tailored knowledge

· Being facilitative:  Through exploring interests, abilities, ideas, beliefs and decisions on education

· Assessing development:  Through identifying and revealing unproductive behaviors, evaluating needs and capacity for change

· Being a model:  Through personalizing, enriching, disclosing life experiences relevant to the job role and overcoming difficulties

· Developing employee vision:  Through assisting with developing a career future, critical thinking, initiating change and negotiating transitions

Participant:   Candidates will:

· Participate in courses established to develop competencies;

· Participate in challenging developmental assignments (such as team leadership);

· Attend regular progress review meetings with the mentor; and

· Participate in feedback discussions with their mentor and trainers regarding the participants’ progress based on bench marks

Evaluations:  As learning bench marks are stated and achieved by participants, mentors and the Executive Development Team will review and make thorough and consistent evaluations.  These evaluations will be derived from sources that include mentor/participant self assessments and evaluations, and Executive Development Team assessments and evaluations.  Conclusions may become goals or support of goals as stated in the “Candidate’s Development Plan.”
Coach:  Management will apply intense leadership experience to train, direct and tutor participants in the program by providing them with real life business situations and interactive sessions that entail hands on involvement.  The coach will maintain an open learning, development and information exchange with the participant throughout the training to include:

· Working with the participant’s development plan to create sample work projects for the participant

· Ensuring that sample work projects are real time projects with start dates and completion dates

· Meeting regularly with participant to discuss progress on assigned projects

· Providing hands on attention to participant to guide and direct efforts toward successful project completion

· Ensuring that project difficulty and complexity enables the participant to expand knowledge and skill level
· Being completely responsible for project completion, including instruction, clarification and meeting deadlines

· Recording all areas of the process and designing discussion questions for mentor meetings (the mentor and coach may be the same person)

· Reviewing and evaluating assignment and projects conducted with other mentors

Performance Counseling:  Performance counseling should be a positive experience.  Mentors will assess job performance and provide detailed critical and constructive feedback.  Periodic assessment of performance is required as well as the application of best methods to support a corrective action plan.  Performance counseling may include a 360 degree assessment along with other assessment tools.

Participants will also employ this method to ensure the effectiveness of the mentor/participant relationship.  Performance counseling is designed to act as a tool for two way communication between mentor and participant.  Each will provide information, recommendations and suggestions that will enhance their experience and provide opportunities to learn to take and give constructive criticism.

Filling Vacancies

As vacancies occur within (Entity Name(, the leadership would first look to the candidates participating in the Strategic Leadership Development Program, as a “pool” of qualified participants being developed for leadership vacancies.  

The Executive Development Team will review the progress of all participants in the pool based on the assessment data, class participation, mentor and assignment evaluation, then select those participants deemed “ready” to interview for the position.

A participant is selected to fill the position.  If no participant(s) is considered “ready,” external and non-participant internal candidates are sought through open posting.  Participants interviewed but not selected are counseled on reasons for their non-selection and areas of performance/experience needing strengthening.

Over time, the expectation is that most participants will be placed in vacant targeted positions.  If this does not happen, the Executive Development Team may de-select a participant out of the program, or a participant who may be discouraged, may de-select him/herself from the program.

Commitment of the Agency

The success of this program can be measured in many ways:  employee development, increased performance, commitment to goal achievement, enhanced relationships between supervisors/managers and employees, and employee retention.  (Entity Name( is deeply committed to the establishment, maintenance and integrity of this program.  (Entity Name( further acknowledges that the following are strong components of the program and will promote them as part of the process:

· Strong executive and senior management support
· Alignment with organization strategic goals and priorities

· Accountability by mentors, coaches and participants

· Effective feedback mechanism for candidates not selected to the program

· Selection of viable candidates for the initial implementation

· Knowledge of participants of core competencies and characteristics prior to applying

· Clarity of career path for each candidate

Emergency Succession Plan

(Entity Name( has designated, through its Board of Directors, (Individual Name( to serve as the Interim General Manager/Chief Executive Officer in the unfortunate instance of the death, incapacity or other removal of the incumbent General Manager/Chief Executive Officer.  The Board will designate such an “Interim General Manager/Chief Executive Officer” annually during the strategic planning review.  The Interim General Manager/Chief Executive Officer will serve in that capacity until formally notified in writing that such arrangements has terminated or ceased.

APPENDIX
Background Information
&

Forms
Background/Challenges

As (Entity Name( begins to develop their Succession Plan, they should consider these challenges:

Retirements:  The experienced workforce is retiring.  “Baby Boomers” peaked.  We have a very mobile workforce.  New skills are needed.

Strong Economy:  There is competition for workers from other sectors.

Mobility:  People are more willing to change jobs, even disciplines, many of which may require long distance moves.  

Supply:  Fewer people are going into some key transportation fields.  

Programs:  There does not appear to be formalized leadership development in most transit systems. 

Mission:  Succession Planning should be part of the organization’s direction and tie to the agency’s mission.

Senior Staff Participation:  Senior staff should participate.  Their participation is critical to the program’s success.

Data:  Data on program participants must be accurate, timely, and easily accessible to assure fair and equitable treatment of all participants.

Retirement Risk Analysis:  Statistical review of workforce, age, tenure, and retirement eligibility broken out by immediate risk, at risk and low risk.

· “Immediate Risk” – employees age 60 or older today and employees age 55 or older with more than 10 years of service.

· “At Risk” – employees who will be in the “immediate risk” category in the next five years.

· “Low Risk” – all other employees.
OUTLINE FOR SUCCESSION PLANNING

Define Why You Are Developing A Succession Plan.
· How will your agency develop and nurture its human capital?

· How will you assure a continuing sequence of qualified people to move up and take over when the current generation of managers and leaders retire or move on?

· How will you plan for the future of your agency without some assurance that the key positions will be filled with people able to carry on and excel?

Define where you currently are in succession planning.  Complete a review at least annually.

· What positions are you planning for?

· What people have you identified for succeeding to higher positions?

· Where are these individuals in their experience, education, and training schedules?

· What changes occurred since your last review?

· Are there other candidates for future needs or to replace people who are in the succession planning process or replace those who may have left?

Define where you want your succession plan to take you, in support of your current strategic plan.

· What will you look like in three to five years?  What will your leaders be doing then?

· What openings will you need to fill due to attrition, promotion or expansion?

· What new discipline(s) will your agency require and how will you fill the need?

· How does your succession plan fit with your expectation of where your transit agency will be going?

Define how you will get from where you are today to what you want the agency to look like at the end of your current vision.

· Who will be involved and what will each person be doing?

· When will they start and end each part of the succession planning process and how will you judge the progress?

· What criteria will be used to determine each candidate’s ongoing fitness for his/her career path?

· Does each candidate offer and demonstrate continuing potential and progress toward meeting the requirements you established?

· On what basis will you determine if someone is not progressing appropriately, and what can you do to help that person develop to the fullest extent?

· What alternatives can you offer those not meeting expectations?

Where do you go from here?  

Your plan is in place.  People are in the process of being groomed for higher responsibilities and positions.  Succession planning is an on-going process; therefore, you will need to update your status, review assumptions, modify strategies and continually feed back environmental developments.  As your situation changes, you alter your objectives, make mid-course corrections, and continue your ongoing management processes as part of your regular course of business.
What is involved in Succession Planning?  

Succession Planning is a part of the process of preparing for the future of your agency.  Every position in your organization is a candidate for a succession plan.  An important impact is that it is virtually impossible to successfully promote someone unless there is a trained person to take over the position being vacated.  
How long should Succession Planning take?  

Realistically, Succession Planning is never finished.  Each agency should regularly look at its needs and resources to determine where it needs to have successors in place.  Each agency needs to determine how long a candidate should be involved or exposed to the training needed.  
Over what time period should you plan?  

Succession must be planned years in advance of expected needs.  You need sufficient time to expose people to the full spectrum of opportunities within the agency, as well as any desired or required outside education/experience expected.  
Some considerations:

· Long term direction of your agency – do you have an effective strategic plan guiding your course?

· What are the key areas which require continuity and development of people resources within your agency?

· Who are the people you want to develop and nurture for the future?

· Are you concentrating your efforts in areas where the returns are the highest?

· What are the career paths most of your talented people should follow?  Is the path customized to fit abilities and talents of those involved?  

· One size doesn’t fit all – there can be different approaches depending on the size of your agency.

· Your ability to educate and promote will depend on the capabilities and strengths of the people currently occupying leadership positions, where they will go in the future and what they are being groomed for.

Advantages of Succession Planning

· Ongoing supply of well trained, broadly experienced, well-motivated people, ready and able to step into positions as needed.
· Cadre of desirable candidates who are being integrated into the agency with positive goals established for them individually.
· Alignment of the future needs of the agency with the availability of appropriate resources within the agency.
· Positive goals for leadership personnel which helps keep them with your agency and helps assure the continuing supply of capable successors for each of the important positions included in the Succession Plan.
· Defined career paths, which helps the agency recruit and retain better people.
· Identify people who can move into crucial positions without unnecessary operational disruptions.
· Conducting assessments assists the agency in strengthening partnership with local universities/colleges offering programs beneficial to public transportation to prepare future leaders.
· Use the program and the strong agency reputation to enhance recruiting (become an employer of choice).
· Succession Planning can begin as a “pilot” for a crucial position, providing feedback on how to strengthen the program for other positions.
· Internal enthusiasm for a succession program is generated with candidates feeling “honored” to be selected for the program; appreciation that the agency is interested in their career and personal development; and they learn a lot during the process.
Why Succession Plans Fail

· Lack of a formal written plan for the person or position(s).

· A rigid, inflexible plan NOT tailored to the needs and abilities of the personnel involved.

· Complex program, requiring considerable paper work, follow-up, reporting.

· Lack of availability of human and financial resources; lack of budgetary commitment.
· Lack of understanding how it works and how it benefits the organization.

· Individuals, other than the Champion, do not support the program.

· Superficial approach; lack of real understanding of the procedures, processes and requirements of each area the individual is exposed to during the process.

· Too long a wait for real movement/promotion, disillusionment, may result in some people leaving due to apparent inertia in the system.

· Selection of unqualified or unmotivated people for inclusion in the Succession Plan.  Quality of the individuals selected is paramount to the success of the process.

· The requirements of the Managers/Executives are not fulfilled in providing dedicated instructions, guidance regarding skills, knowledge and abilities needed for the candidates to be successful.  
DEFINITIONS

Candidate:  Any employee determined to possess the basic competencies needed for a targeted position.  An individual(s) may be named as a possible successor to one or more incumbents for leadership positions.

A. Ready Candidate:  Individual(s) named as a possible successor who is ready to assume the incumbent position today, based on position requirements.

B. Development Candidate:  Individual(s) named as a possible successor who will be ready (with appropriate development) to assume the incumbent position within one to five years, based on position requirements.

Core Competency:  The quality, condition or characteristic that describes the capability required to successfully perform in a specific job.  Competency is demonstrated by the use of skills, knowledge, and understanding to perform work activities in accordance with expected standards.  One important aspect of competence is that it describes the expected work role rather than just describing the particular tasks to be carried out.  

Using a core competency-based framework for succession planning allows applying a systematic approach of measuring individual skills against the needs and objectives of the Agency.  This approach assists in assessing the overall knowledge base of the organization on an ongoing basis.  This information can be further utilized to perform employee and organizational analysis, improve retention and hiring practices, improve and streamline approaches to training and leadership development, and deploy human resources more effectively.  

Incumbent:  Employee currently in the position.

Executive Development Team:  Team which approves all participants for the program.  The Program Administrator is a member of the Executive Development Team.  Other duties of the Team may include making recommendations for modifications to the program; rate the core competencies and characteristics.  

Program Administrator:    The program is administered and facilitated by a designated department within (Entity Name( (typically Human Resources or Employee Relations) hereafter referred to as the “Program Administrator.”  The Program Administrator provides checks and balances for system integrity and evaluates measurable goals and objectives.
Succession Planning:  A process/plan for identifying and developing internal personnel for future leadership positions should positions be vacated.  A Succession Plan will prepare employees to build a portfolio of skills that meet the Agency’s identified needs for talent over time.  
A successful program will help employees understand the agency’s long-term needs, identify the skills and abilities necessary to meet those needs, and define a process for developing individual capacity to gain those skills and determine the path of their careers.

A. Individual Plan:  A succession plan for a position viewed as unique and/or specialized, for which there is only one incumbent.

B. Pooled Plan:  A succession plan for multiple incumbents in similar positions, for which incumbents and candidates are grouped together.

Myers Briggs Instrument:  The Myers Briggs tool is a system of understanding of type which can make your perceptions clearer, your judgments sounder and your life closer to desired results.  The tool consists of:  
· Where, primarily, do you direct your energy?  

· How do you prefer to process information?
· How do you prefer to make decisions?

· How do you prefer to organize your life?

360 Feedback Instrument:  A supervisory/managerial skills assessment which gathers input from the individual, his/her manager, and three or more of his/her subordinates.  This instrument helps determine competency strengths and areas for improvement.  It gives an individual a clear understanding of how others see him/her.  The 360  feedback assessment can help you focus on the candidates’ most recent behavior and most importantly, on their work experience.  

Key Elements of a Succession Plan

For a succession plan to achieve all or most of its goals, certain key elements are usually incorporated in its design.  Some key elements are more important than others, depending on the organization’s size, technological requirements, turnover rates, new business opportunities or needs such as diversification, and other specific requirements.  However, each of these elements should be considered in the design of the system.  Succession planning generally includes the following elements:

· CEO and top management support;

· Integration with the strategic business planning and projected changes in the organization;

· Identification of critical management positions to be included in the process;

· Determination of future managerial position requirements and operational criteria;

· Incorporation of other corporate policies such as Equal Employment Opportunities or Affirmative Action;

· Incorporation of job profiles that identify  critical competencies for effective performance in specific jobs;

· A review of human resource forecasting;

· A system for communication of the succession planning process to managers;

· A system for identification, nomination and selection of successors;

· A review of data on all potential candidates, including appraisals of performance and potential, experience and skills, education, salary history, and personal career goals;

· A system for performance evaluation and appraisal that incorporates objective ratings by candidates’ supervisor, subordinates and colleagues to assess readiness, performance and potential;

· Determination of training, development and experience needs of candidates;

· A system for monitoring candidate’s development plan progress by senior management;

· A system for feedback, plan modification or change, and encouragement;

· A review of recruitment and replacement needs at the point in time when those individuals are ready to advance;

· Identification of “gaps” in management succession; and

· Time lines for succession, both for organizational needs and for individual readiness.

The choice of elements to be included and the complexity of the succession planning system itself depends on the needs of the organization.  Moves within a hierarchical organization may cause a simple straight-forward ripple effect down the chain of command.  In other organizations, career paths may be both horizontal and vertical.  Some organizations may need broadly trained individuals with generalized talents, while others may need managers with specialized skills unique to that department or division.  Conditions for successful succession planning and implementation are dependent upon:

· A clearly defined mission and business purpose for the organization;
· A supportive corporate culture;

· A perception that succession planning is a strategic priority; and

· Credibility in the human resources function.

Regional Approach

Many transit systems of varying size are financially constrained, and although they recognize the need for succession planning, are struggling with the resources, both in terms of people and dollars to carry out an effective plan.  

Approaching succession planning on a regional basis may be a solution for many transit systems.  Most, if not all states, have Transit Associations or Transit Task Forces, Regional Councils or some means of working together on transit related issues for their respective areas.  Succession Planning could be approached by one or more of these groups to consider a regional perspective including training opportunities.  

An example is the State of Washington.  The Washington State Transit Association meets with the General Managers/Chief Executive Officers monthly to discuss various transit issues such as legislative needs, funding sources, regional approaches to traffic/highways, growth management, express services, charter services . . .  Succession planning could be a topic of discussion for these leaders.  They are aware of the baby boomer era and know each of their properties stands to face high numbers of retirements in the forthcoming years.  The State of Washington also has a State Transportation Training Coalition, which provides training opportunities for all transit related organizations throughout the state.  It is governed by a Board comprised of representatives from several organizations and transit systems.  They meet regularly to develop and implement an annual training schedule and budget.  They conduct an annual survey to help identify future training needs.  This organization could be an ideal means for providing some of the training needed to meet core competencies identified for succession planning.  
Those agencies involved would need to reach agreement on the major core competencies for specific positions, and identify the training requirements needed to meet those core competencies.   The regional training approach could minimize the cost for development.  
Another concern is timing of openings and the need to retain these talented, trained individuals within your transit regions.  Regional advertising of forthcoming vacancies may be an option, with each system identifying those individuals in their agencies interested in participating in the application process for the Strategic Leadership Development Program.  A pool of candidates is selected by a regional Executive Development Team, which works together to review applications, select candidates and develop career training plans.  When a vacancy becomes a reality, these candidates are assessed as to their readiness for the position.  Those deemed “ready” are invited to interview for the position.  When a candidate is selected, another vacancy must be filled.  With a successful Regional Strategic Leadership Development Program, a continuous pool of candidates is being trained for various leadership positions.

Those candidates applying for the regional Strategic Leadership Development Program are made aware of the known forthcoming vacancies in the near term (1-3) years, that physical family moves may be needed to meet the needs of the agencies, and that their participation in the program does not guarantee them a career advancement, internally or with another agency in their region.  

Benefits of regional approach:

· Minimize recruitment costs for agencies

· Decrease cost of training 

· Provide joint program oversight, beneficial to systems with or without Human Resource Departments
· Provides more advancement opportunity among multiple systems compared to one smaller system

· Provides opportunity to work with and get to know others from neighboring systems, which can benefit the agencies in multiple ways beyond succession planning

· Assist in being prepared to meet future leadership vacancies anticipated based on research.  
The regional approach offers an opportunity to all systems of all sizes.  It would be a “big” step in becoming “an employer of choice” in each of our communities.
Core Competencies By Position
Core competencies and characteristics become integral components of the ongoing performance management process.  They are incorporated into position descriptions, performance communication, career planning, employee recruitment and selection, in addition to the Strategic Leadership Development Program.

It is assumed a supervisor has the core competencies identified for success for that particular position.  The core competencies identified for the next higher level of supervision/management must be met.  There is an assumption that candidates already have the core competencies for their current position.  Thus, for example, by the time a candidate is being considered for a Vice President or Director position, it is assumed he/she have the core competencies required of those positions below the desired position.  The Strategic Leadership Development Program would enable the candidate to identify what is needed and determine a training and development program, allowing for these competencies to be developed and/or strengthened.  

	Supervisory Leadership
	Managerial

	
Dealing with Ambiguity


Creativity


Innovation Management


Motivates, Coaches, Develops Others


Planning


Strategic Agility


Promotes Personal Learning


Managing Vision/Purpose


Demonstrates Positive Personal Qualities


Works Effectively Across Boundaries

Communicates Effectively


Humor


Solves Problems/Makes Effective Decisions


Incorporates Technical Knowledge


Promotes Personal Learning
	
Action Oriented


Approachability


Boss Relationships


Comfort Around Higher Management


Compassion


Customer Focus


Decision Quality


Managing Diversity


Ethics/Values


Fairness to Direct Reports

Learning on the Fly


Integrity/Trust


Intellectual Horsepower


Perseverance


Drive for Results


Standing Alone


Work/Life Balance


Written Communication


Builds/Sustains Effective Teams


Improves Service Quality


Improves Organizational Performance


Develops/Implements Effective Plans


Leads Change

	
	

	Strategic Leadership (Director/Vice President)


Career Ambition

Command Skills


Presentation Skills


Provides Strategic Leadership


Develops Achievement Oriented Culture


Public Stewardship/Acts in Public’s Interest


Promotes Organizational Learning
	


SAMPLE CAREER DEVELOPMENT PLAN
Name:

____________________


Position:
_______________________

Career Development Focus:  Continue career development in current position and prepare for future position of Director of Operations (enter position title).  Development time frame:  3-4 years  (enter # of years anticipated)
	Priority
	Career Development Issue
	Time Frame

	T
	Obtain greater working knowledge and ability in the operations management through daily operations, working with the Director of Operations to further hone skills; attending appropriate conferences and seminars on an annual basis.
	1-2 years

	H
	Gain higher-level knowledge, understanding of safety and security issues through planned involvement on the Safety/Security Committee; involvement with the County Emergency Preparedness Committee; and attendance of conferences and seminars.
	1-2 years

	H
	Participate in the recruitment and hiring of personnel, including 6-month probationary feedback and annual performance evaluation.
	1-2 years

	H
	Gain higher-level knowledge and understanding of the union contract, participate in negotiations and grievance processes.
	2-3 years

	M
	Obtain working knowledge and ability in the policies of the organization, including the standard writing format for Operations Department policies/procedures.
	1-2 years

	M
	Attend state transportation conferences, primarily focusing on transit related issues and meeting other Operation Department Directors.
	2-3 years

	M
	Complete four-year degree.
	3-4 years

	O
	Participate in strategic planning process on an annual basis.  Attend the strategic planning session with the Board and CEO.  Participate with CEO and Director of Operations in developing business plan and corresponding budget
	Annually

	O
	Develop career plans for identified successor(s) and other employees.  Update career plans annually.
	Annually

	O
	Attend Board meetings as part of the senior management team to ensure proper communication and understanding of business issues that will support succession planning.
	Monthly

	O
	Complete four to six projects per year specifically developed to meet organizational, strategic and development needs.  Projects to be planned by the CEO and Director of Operations during the performance planning session including achievement expectations.
	Annually

	O
	Participate in one-on-one coaching sessions with the President/CEO on a quarterly basis.
	Quarterly

	O
	Network with transit peers through formal and informal means.
	Continuous

	
	Priority Listings:  T=top;  H=high;  M=medium;  O=ongoing
	


Agency Name/Logo

LEADERSHIP SUCCESSION CHART

Complete and submit to the (Name of person or department).

	DEPARTMENT
	VP/DIRECTOR
	DATE:


	
	
	
	
	
	POSSIBLE SUCCESSORS

	CURRENT

POSITION


	NAME
	TIME IN

POSITION


	PROMOTION/ADVANCEMENT

POSITION
	ESTIMATED

ADVANCEMENT DATE
	NAMES

1ST & 2ND Choices
	CURRENT

POSITION
	WHEN READY

Now or # of Years

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	


STRATEGIC LEADERSHIP DEVELOPMENT PROGRAM APPLICATION

Logo Here

“Selection for the Strategic Leadership Development Program does not guarantee a promotion.  Performance in developing needed competencies is a key determining factor for promotion.  

Please type or print clearly.  Return all required documents to _________________ (person or dept.)  by _______________(date).  No applications will be accepted after the deadline.

Part 1: 
Personal Information

Name:_____________________________________________________  Employee Number ______________




Last







First







MI.

Home Address
________________________________________________________________________


 





Street







City








State






Zip Code

Work Address:
________________________________________________________________________


 





Street







City








State






Zip Code

Telephone:
   
__________________________ (H)

____________________________ (W)







__________________________ (F)


____________________________ (Email)

Current Position: 
________________________________________________________________________
Department:

_____________________________
Division: 
__________________________
Part 2:
Work Experience:  Please attach, on a single page, information identifying all positions you’ve held within the past five years along with a short description of your duties and responsibilities.

Part 3:

Education, Relevant Training

	SCHOOL
	DEGREE
	YEAR
	CONCENTRATION

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


Relevant Training

	TRAINING
	DATES ATTENDED

	
	

	
	

	
	

	
	

	
	


	TYPES OF CERTIFICATE/LICENSE
	DATE RECEIVED

	
	

	
	

	
	


Part 4:
Supervisory Experience:  Provide documentable information regarding your supervisory experience.  
	Job Title/Organization
	Dates
	No. of Reports/Range of Responsibilities

	
	
	

	
	
	

	
	
	

	
	
	


Part 5:
Awards, Recognition, Hobbies, Interest

Part 6:
Current Resume:  Please attach a current resume.

Part 7:
Essay Questions: Please attach a typed response to these questions:

A. Discuss an event where you had a positive impact on the agency/company.  What was the nature of your involvement and actions that resulted in the positive effect?  If faced with this kind of event again, would you do anything differently?  Explain.

B. If you receive unfavorable feedback regarding your behavior, what will you do?

C. Do you believe there are any significant factors limiting your career advancement?  If so, what will you do about it?

D. Are you willing to spend the personal extra effort and time required to complete the training and development requirements of this program?  If YES, please explain a similar personal undertaking that displays your ability for learning and commitment to meeting specified goals.

E. Why are you interested in _________ (Entity Name( Strategic Leadership Development Program?

Part 8:
Letter of Recommendation from Manager/Superintendent or above:  Please attach recommendation letter.

Part 9:
Certification:  I certify that to the best of my knowledge and belief, all of the information submitted in support of this application/resume is true, correct and complete.

_____________________________________

__________________

_________________     

Applicant’s Signature









Employee Number

         Date

Strategic Leadership Development Program

Candidate’s Self Assessment

Core Competencies

Managerial/Operational Positions













Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior

	
	
	
	
	

	Action Oriented
	
	
	
	

	Approachability
	
	
	
	

	Boss Relationships
	
	
	
	

	Comfortable Around Higher Management
	
	
	
	

	Compassion
	
	
	
	

	Customer Focus
	
	
	
	

	Decision Quality
	
	
	
	

	Manages Diversity
	
	
	
	

	Ethics and Values
	
	
	
	

	Fairness to Direct Reports
	
	
	
	

	Learning on the Fly
	
	
	
	

	Integrity and Trust
	
	
	
	

	Intellectual Horsepower
	
	
	
	

	Perseverance
	
	
	
	

	Drive for Results
	
	
	
	

	Standing Alone
	
	
	
	

	Work and Life Balance
	
	
	
	

	Written Communications
	
	
	
	


	Competency
	N/A
	Satisfactory
	Good
	Superior

	Builds and Sustains Effective Teams
	
	
	
	

	Improves Service Quality and Organizational Performance
	
	
	
	

	Develops and Implements Effective Plans
	
	
	
	

	Leads Changes
	
	
	
	


_____________________________________________

________________________

Applicant’s Name 














Date

Strategic Leadership Development Program

Candidate’s Self Assessment 

Core Competencies

Supervisory Leadership












Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior

	
	
	
	
	

	Dealing With Ambiguity
	
	
	
	

	Creativity
	
	
	
	

	Innovative Management
	
	
	
	

	Motivates, Coaches and Develops Others
	
	
	
	

	Planning
	
	
	
	

	Strategic Agility
	
	
	
	

	Promotes Personal Learning
	
	
	
	

	Managing Vision and Purpose
	
	
	
	

	Demonstrates Positive Personal Qualities
	
	
	
	

	Works Effectively Across Boundaries
	
	
	
	

	Communicates Effectively
	
	
	
	

	Humor
	
	
	
	

	Solves Problems and Makes Effective Decisions
	
	
	
	

	Incorporates Technical Knowledge
	
	
	
	


_____________________________________________

________________________

Applicant’s Name 














Date

Strategic Leadership Development Program

Candidate’s Self Assessment 

Core Competencies

Strategic Leadership












Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior

	
	
	
	
	

	Career Ambition
	
	
	
	

	Command Skills
	
	
	
	

	Presentation Skills
	
	
	
	

	Provides Strategic Leadership
	
	
	
	

	Develops Achievement Oriented Culture
	
	
	
	

	Public Stewardship/Acts in Public’s Interest
	
	
	
	

	Promotes Organizational Leadership
	
	
	
	


_____________________________________________

________________________

Applicant’s Name 













Date

Strategic Leadership Development Program

Supervisor’s Assessment

of

Candidate’s Core Competencies

Managerial/Operational Positions











Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior
	Ranking*

	
	
	
	
	
	

	Action Oriented
	
	
	
	
	

	Approachability
	
	
	
	
	

	Boss Relationships
	
	
	
	
	

	Comfortable Around Higher Management
	
	
	
	
	

	Compassion
	
	
	
	
	

	Customer Focus
	
	
	
	
	

	Decision Quality
	
	
	
	
	

	Manages Diversity
	
	
	
	
	

	Ethics and Values
	
	
	
	
	

	Fairness to Direct Reports
	
	
	
	
	

	Learning on the Fly
	
	
	
	
	

	Integrity and Trust
	
	
	
	
	

	Intellectual Horsepower
	
	
	
	
	

	Perseverance
	
	
	
	
	

	Drive for Results
	
	
	
	
	

	Standing Alone
	
	
	
	
	

	Work and Life Balance
	
	
	
	
	

	Written Communication
	
	
	
	
	


	Competency
	N/A
	Satisfactory
	Good
	Superior
	Ranking

	Builds and Sustains Effective Teams
	
	
	
	
	

	Improves Service Quality and Organizational Performance
	
	
	
	
	

	Develops and Implements Effective Plans
	
	
	
	
	

	Leads Change
	
	
	
	
	


	Sample Competency Ranking*
(A= Critical/Essential; B = Significant; C = Desirable; D = Nice to have; E = Not applicable

	· Leadership
	A

	· Individual Characteristics
	A

	· People Management
	A

	· Organizational Knowledge
	B

	· Technical Knowledge
	B

	· Quality Management
	C

	· Learning and Strategic/Systems Thinking
	C


_____________________________________________

________________________

Applicant’s Name 















Date

Supervisor Performing Assessment _____________________________________________

Additional Comments:  (Attach additional sheet if needed)

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

Strategic Leadership Development Program

Supervisor’s Assessment

of

Candidate’s Core Competencies

Supervisory Leadership











Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior
	Ranking*

	
	
	
	
	
	

	Dealing With Ambiguity
	
	
	
	
	

	Creativity
	
	
	
	
	

	Innovative Management
	
	
	
	
	

	Motivates, Coaches and Develops Others
	
	
	
	
	

	Planning
	
	
	
	
	

	Strategic Agility
	
	
	
	
	

	Promotes Personal Learning
	
	
	
	
	

	Managing Vision and Purpose
	
	
	
	
	

	Demonstrates Positive Personal Qualities
	
	
	
	
	

	Works Effectively Across Boundaries
	
	
	
	
	

	Communicates Effectively
	
	
	
	
	

	Humor
	
	
	
	
	

	Solves Problems and Makes Effective Decisions
	
	
	
	
	

	Incorporates Technical Knowledge
	
	
	
	
	


	Sample Competency Ranking*
(A= Critical/Essential; B = Significant; C = Desirable; D = Nice to have; E = Not applicable

	· Leadership
	A

	· Individual Characteristics
	A

	· People Management
	A

	· Organizational Knowledge
	B

	· Technical Knowledge
	B

	· Quality Management
	C

	· Learning and Strategic/Systems Thinking
	C


_____________________________________________

________________________

Applicant’s Name 














Date

Supervisor Performing Assessment _____________________________________________

Additional Comments:  (Attach additional sheet if needed)

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

Strategic Leadership Development Program

Supervisor’s Assessment 

of

Candidate’s Core Competencies

Strategic Leadership












Current Personal Development Status

	Competency
	N/A
	Satisfactory
	Good
	Superior
	Ranking*

	
	
	
	
	
	

	Career Ambition
	
	
	
	
	

	Command Skills
	
	
	
	
	

	Presentation Skills
	
	
	
	
	

	Provides Strategic Leadership
	
	
	
	
	

	Develops Achievement Oriented Culture
	
	
	
	
	

	Public Stewardship/Acts in Public’s Interest
	
	
	
	
	

	Promotes Organizational Leadership
	
	
	
	
	


	Sample Competency Ranking*
(A= Critical/Essential; B = Significant; C = Desirable; D = Nice to have; E = Not applicable

	· Leadership
	A

	· Individual Characteristics
	A

	· People Management
	A

	· Organizational Knowledge
	B

	· Technical Knowledge
	B

	· Quality Management
	C

	· Learning and Strategic/Systems Thinking
	C


_____________________________________________

________________________

Applicant’s Name 




















Date

Supervisor Performing Assessment _____________________________________________

Additional Comments:  (Attach additional sheet if needed)

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

________________________________________________________________________________________________

Confidential Questionnaire

	Name:
	Date:

	Position:
	# of Employees Supervisor:

	Hire Date:
	How Long in Current Position:


This questionnaire is designed to gather information about your skills, abilities, experience, career aspirations, preferred learning methods, and potential successors.  While you complete this questionnaire, keep in mind that there are no right or wrong answers.  Your input will provide valuable input for the organization’s Strategic Leadership Development Program as well as your own individual career development plan.

INFORMATION ABOUT YOURSELF

1. What do you feel are your most significant work-related accomplishments in the past year?

2. What do you feel are your most significant work-related accomplishments in the past 24-months?

3. What outside activities enhance your professional skills/credentials?

4. How satisfied are you with your current position?

(
very satisfied

(     somewhat satisfied

(     neither satisfied or dissatisfied

(
somewhat dissatisfied
(     dissatisfied

If you said you are somewhat dissatisfied or dissatisfied, would you please explain why?

5. How satisfied are you with your current career growth?

(
very satisfied

(     somewhat satisfied

(     neither satisfied or dissatisfied

(
somewhat dissatisfied
(     dissatisfied

If you said you are somewhat dissatisfied or dissatisfied, would you please explain why?

6. What positions are you most interested in for the future?

1st priority



2nd priority

7. What development do you believe you need to accomplish your career goals in question 6?

1st priority



2nd priority

8. Which of the following professional development methods do you prefer?  (Check only those methods that you enjoy.)

· meaningful career discussions during the regular performance review process

· being involved in special projects

· being involved with committee work

· being involved with cross-functional work assignments

· being involved with Board of Directors

· one-on-one coaching sessions with the General Manager/CEO

· conference and seminars

· accredited college or university course work

· other (please explain)

ABOUT YOUR POTENTIAL SUCCESSORS

1. If your position became vacant today, is there someone on staff who is fully qualified, prepared to take on the new responsibilities, and could immediately function at a reasonably high level?

(
Yes





(     No

If yes, please list the individual(s); consider all (Entity Name( employees:

Name



Current Position

2. Now, list the employee(s) who, in your judgment, could be developed as a potential successor(s) for your position.  Then indicate how prepared this individual is at this time.
Name



Current Position

Preparedness Level*

*Preparedness Level

1 – ready now as my replacement

2 – relatively qualified and could be ready for new responsibilities in a year or less

3 – somewhat qualified and could ready for new responsibilities in about two years

4 – barely qualified and could be ready for new responsibilities in three or more years

3. Please indicate what you are doing to prepare potential successors?  (Check all that apply.)

· involving individuals in special projects

· conducting meaningful career discussions during the regular performance review process

· coaching individuals with unfamiliar work in order to gain experience

· counseling individuals regarding mistakes in order to learn from the experience

· involving individuals with committee work

· involving individuals with cross-functional work assignments

· involving individuals with Board of Directors

· sending individuals to relevant conferences and seminars

· encouraging individuals to complete a 4-year degree

· other (please explain)

SKILLS AND ABILITIES INVENTORY

Organizational Skills – Please check the areas in which you have direct experience at this organization or another transit property.

· Preparing for and attending strategic planning meetings

· Budget development

· Writing and conducting employee performance appraisals

· Hands-on experience recruiting and terminating employees

· Significant involvement with one or more board committees

· Regularly attend board meetings

· Making formal presentations

· Other: _______________________________________________________________

· Other: _______________________________________________________________

· Other: _______________________________________________________________

Operational Skills – Please check the areas where you have worked for at least six months during your career.

· Accounting/Finance

· Auditing/Budgeting/Comptroller

· Driver

· Transportation Supervisor

· Customer Service

· Commute Trip Reduction

· Scheduling

· Service Planner

· Land Use Development

· Long Range Planning

· Facilities Management

· Maintenance

· Operations

· Human Resources

· Marketing

· Procurement Management

· Business Development

· Strategic Planning

· Information Systems

· Clerk to the Board

· DBE Liaison

· Information Technology Services

· Other: _____________________________________________________________

· Other: _____________________________________________________________

Project Related Skills – Please list the areas where you have been significantly involved at some time in your career (examples:  data processing conversion; organizing legislative meeting; service expansion development; boundary reduction implementation; procurement oversight such as bus build, CAD/AVL acquisition . . .
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· Paul Larrousse, Director of the National Transit Institute

· Michael Settles, Department Manager Human Resources, BART

· Denise Beaston, Project Lead for Succession Planning, Delaware Department of Transportation
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· C-Tran, Vancouver, WA – Arelene Doern, Administrative Services Director

· Denver Regional Transportation District, Sande Grotewohl  - Education & Development Specialist (considering succession planning at this time)
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