
A virtual learning series for public health leaders.

Succession Planning
Part 3 of a 3-Part Series

October 2, 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
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Explain how to walk-through a phased succession plan over a designated period

Describe how to align the Core Competencies for Public Health Professionals to 
positions and skill development

Describe how to align performance reviews to staff goal setting and training needs

Session #3 Learning Objectives
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Phases of Succession Planning

5



Phase 4: Strategy

Develop knowledge management strategies

Develop training, development and recruiting plans

Determine what metrics will be used to measure success





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?







Core 
Competency 
Comparison



• Make them useful for you

• Make them useful for the employee

• Integrate all systems to help employees 
understand the big picture of your 
organization

• Eliminate annual goals that are simply a 
reiteration of their expected job duties

• Include core competencies within the 
review 

• If they are a member of the talent pool (on 
the succession bench) use annual goals to 
develop a new skill 

Annual Performance Reviews



Performance Reviews
Below is an example of a small portion of a staff member’s evaluation.  You will 
note her supervisor mentioned a core competency within her review and then tied 
it together with a goal for the next evaluation period at the end of her review. 



Policies and Training Guides

Example of Policy List in our Software

Example of Position Specific Training Plan



Metrics

• Goal (s)
• How to measure 

your efforts
 



Our Initial Strategies:
1.Knowledge Management
• Capture
• Use & Share
• House

2.Training Plans and Development Plans
3.Recruitment Plans – External
4.Best Practices



Succession Planning and Management Best 
Practices



1. Student internships will be a means of identifying High Performing-High Potential individuals (HP-HP) for entry-level positions.

2. Our agency will identify HP-HP from our staff.

3. HCHD will assess individuals for job competencies that are a level or more above their current position.

4. HCHD will have a list of individuals to be developed for high level positions.

5. HCHD will identify cross-functional projects, task forces, or teams for HP-HP employees to serve specifically to develop their skills, knowledge, and ability (SKAs).

6. HCHD will purposively assign employees stretch assignments to develop their SKAs.

7. HCHD will create action-learning projects for HP-HP employees in which teams of people work on a project strategic to the agency's development and then have 
them formally report on the project to leadership.

8. HP-HP are encouraged to lead training sessions for development.

9. Formal meetings with HP-HP are used to define and further develop their job descriptions specifically to create developmental opportunities to help prepare them 
for new positions in the agency.

10.HP-HP employee and supervisor dialogues are used to set performance goals specific to their development for new roles/jobs.

11.HP-HP employee performance is evaluated against their development plan, put in writing, and verbally discussed.

12.HCHD limits some or all recruitments to internal applicants only, specifically to help retain HP-HP employees and then may or may not open recruitment to external 
applicants.

13.New lateral-level positions will sometimes be created to give HP-HP employees the opportunity to gain new experience or to retain the employee.

14.New higher-level positions will sometimes be created to give HP-HP employees the opportunity to promote within the agency or as a tool to retain a HP-HP 
employee.

15.HCHD increases HP-HP employee pay specifically to retain the employee, to prevent them from looking elsewhere or decline outside offers.
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Student internships will be a means of 
identifying High Performing-High Potential 
individuals (HP-HP) for entry-level 
positions.

HCHD increases HP-HP employee pay 
specifically to retain the employee, to 
prevent them from looking elsewhere 
or decline outside offers.



HCHD will identify cross-functional projects, 
task forces, or teams for HP-HP employees to 
serve specifically to develop their skills, 
knowledge, and ability (SKAs).

HCHD will create action-learning projects for HP-
HP employees in which teams of people work on 
a project strategic to the agency's development 
and then have them formally report on the project 
to leadership.
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Our Initial Strategies:
1. Knowledge Management
• Capture
• Use & Share
• House

2. Training Plans and Development Plans
3. Recruitment Plans – External
4. Best Practices



2025 Best Practices
1. Student internships will be a means of identifying High Performing-High Potential individuals (HP-HP) for entry-

level positions.

2. HCHD will identify cross-functional projects, task forces, or teams for HP-HP employees to serve specifically to 
develop their skills, knowledge, and ability (SKAs)

3. HCHD will send HP-HP employees to technical and/or management/leadership trainings.

4. HCHD will create individual development plans with HP-HP employees specific to their preparation for new 
positions in the agency.

5. HCHD will give HP-HP employees exposure to general organizational management (as opposed to program 
management).

6. HCHD will create and deliver internal workshops and courses specifically for HP-HP employees.

7. HCHD will encourage development by having HP-HP lead training sessions.

8. Formal meetings with HP-HP will be used to define and further develop their job descriptions specifically to 
create developmental opportunities to help prepare them for new positions in the agency.



2025 Goals

GOAL: Add depth to the succession bench
METRIC: The number of key positions with two or more HP-HP employees on the bench

GOAL: Increase the mastery of core competencies by HP-HP employees in the talent pool
METRIC: The percentage of competencies mastered at the time of being placed in the talent pool in 2025 and in 
2027

GOAL: HP-HP staff in the talent pool will serve as trainers
METRIC: The number who have led a training at the time of being placed in the talent pool in 2025 and the 
number of trainings held through 2027, both collectively by the talent pool, as well as individually in the talent 
pool.



Staff Survey 2025
What do you see as your role in the health department in the next year?

What skills do you need to achieve that?

Please consider the domain areas of the Core Competencies for Public Health Professionals when answering. These include:







You Got This!
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Help ASTHO evaluate 
Succession Planning Part 3
by filling out the evaluation 

generated by Zoom!

https://bit.ly/4gCo7k8

Scan the QR code to 
complete the 
evaluation!

https://bit.ly/4gCo7k8
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