
A virtual learning series for public health leaders.

Succession Planning
Part 2 of a 3-Part Series

September 18, 2025



Tiffany Day, MPH GRMS
Public Health Specialist

Joy Ermie, MPH
Health Commissioner

Speakers

2



Distinguish succession planning from other types of planning

Explain the value of succession planning in public health agencies

Identify key roles and stages in the succession planning process

Describe how to align the Core Competencies for Public Health Professionals to job 
descriptions and performance reviews

Series Learning Objectives

3



Describe the key stages of a succession plan

Explain how to incorporate staff survey data into the succession plan

Define knowledge management and how to begin

Session #2 Learning Objectives
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Phases of Succession Planning

5



Phase 3: Analysis

Identify Key Positions

Identify Competencies Key for Your HD

Assess the Talent Pool and Establish the Pipeline

Assess Knowledge Management



THE PEOPLE



Analysis Step 1: Identify key positions for the succession plan.

• There are many reasons why a position 
may be considered key or critical:
• Single incumbent/stand-alone positions 

• Key task

• Specialized or unique skill sets

• Difficult to replace

• Geographic challenges

• Difficult to retain or risk of attrition

• Retirement vulnerable
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Knowledge Management

• Collection and management of information from one or more sources 
and the distribution of that information to one or more audiences.

• Allows an organization to:
• Capture/preserve the knowledge and work experiences of individuals in key 

positions.

• Support the continuity of the work when those positions are vacated.

• Establish processes and resources that support centralized documentation 
and retention.
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Staff Interest Survey

• Name

• Department

• Do you see yourself doing something different within the health department in the future?

• Whether or not the position/function currently exists – what is it? (Provide as much detail as 

possible)

• What do you think you need to learn to obtain that position?
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Where would you place Robert on the 
matrix?

The Slido app must be installed on every computer you’re presenting from

https://www.slido.com/powerpoint-polling?utm_source=powerpoint&utm_medium=placeholder-slide
https://www.slido.com/support/ppi/how-to-change-the-design


Where would you place Mindy on the 
matrix?

The Slido app must be installed on every computer you’re presenting from

https://www.slido.com/powerpoint-polling?utm_source=powerpoint&utm_medium=placeholder-slide
https://www.slido.com/support/ppi/how-to-change-the-design


Where would you place Elizabeth on 
the matrix?

The Slido app must be installed on every computer you’re presenting from

https://www.slido.com/powerpoint-polling?utm_source=powerpoint&utm_medium=placeholder-slide
https://www.slido.com/support/ppi/how-to-change-the-design


(8) Future Star

• Consistently meeting expectations 
in current role

• Demonstrates capability and 
desire to take on more complex 
and ambiguous activities

• Readily adapts to new situations

• Naturally curious and a quick 
learner

• Keen to build and broaden skills

• May be new to role or level

• Not enough track record to judge 
as “promotable” but shows 
potential
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• Consistently exceeding 
expectations in current role

• Specialist likely to be a leader 
in their field of expertise OR

• Solid general manager with 
strong results at their level

• Shows limited interest in 
alternative or more diverse 
roles

• Narrow or niche perspective

• Not judged to have potential 
to take on roles outside 
current job family

(4) High Performing 
Specialist

• History of strong results

• Demonstrated leadership 
within and outside of own 
area

• Actively seeks more 
challenging work

• Ready to take on stretch roles 
at same level

• Judged capable of working at 
more complex levels given 
appropriate opportunities and 
development

• Has yet to “hit the ceiling” of 
their potential

(7) Adaptable High 
Performer



• Decided by Management and 
Self-Interest

• These are the people who have 
the track record and potential to 
likely succeed in a critical 
position and have the interest to 
do so.

Talent Pool



Questions to Prompt Employees in Key Positions to think about 
Knowledge, Skills, Personal Experiences, and Lessons Learned

1. Is unique knowledge inherent to the success of this position?  If so, please describe.​

2. ​Does anyone else have this knowledge in the organization?  If so, who?​

3. ​How critical is it that this knowledge is documented and shared?​

4. ​What are the critical ongoing projects for this position?  Where is the associated 
documentation  and status reporting kept?​

5. ​Of the key meetings/committees/working groups you attend, which are the most critical 
for achieving success in your position?

6. ​What are some of the key issues and challenges faced in accomplishing the work?



If someone leaves, what do you already know?

• Position Description
• Training Plans
• How to use the same software
• Know where the written policies are

But what don't you know?

• Their contacts throughout the community
• What meetings they attend and find useful
• Those once-a-year duties that often get overlooked
• Those once-a-decade duties that no one else knows about
• What to or not to say to the cranky FedEx delivery person



Overview and Next Steps

Key Position Identification
Key Position Categories and Questions

Position Inventory

Talent Pool Identification
Staff Survey

Ability, Aspiration, Engagement Questions

Performance-Potential Matrix

Next Steps
Knowledge Management

Core Competencies

Training Plans
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