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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



Define succession planning

Explain why succession planning is crucial for an agency’s short- and long- term 
effective operations

Identify key roles and responsibilities of those on your succession planning team

Session #1 Learning Objectives
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Phases of Succession Planning
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Phase 1: Preparation

Get to Know Succession Planning

Build Your Succession Planning Team

Prepare Your Team



1. Does your organization do succession planning?

A. Yes, with a standardized process
B. Yes, but I don’t know the process
C. No
D. I don’t know

2. Do you have experience creating a succession plan?

A. Yes
B. No
C. Yes – but I still don’t really understand it 



Succession Planning Polls

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


What prevents you from implementing a 
succession plan?



• Low priority
• Lack resources
• Lack of understanding
• Delay in results
• Civil service and/or
 collective bargaining

Barriers to Succession Planning



WHY Do Succession Planning?

• Provides a roadmap to ensure business continuity
• Even with potential personnel changes

• Creates a process of identifying and developing interval talent to fill 
critical roles when vacancies occur

• Preserves critical, often org-specific knowledge

• Develops Skills, Knowledge, Abilities (SKAs) to be prepared

• Pool of potential candidates

• Talent-focused

• Retain & Recruit valuable employees



WHY Do Succession Planning?

• Community Partners retain trust when we retain knowledge

• Motivates employees to expand skills via development opportunities
➢Creates engagement
➢Creates culture of growth & opportunity

• Saves on recruitment costs & minimizes delays

• Leaves a legacy
• What do you want others to carry forward (agency; individual)

• Works in conjunction with the 

 Continuity of Operations Plan (COOP)

• Secures new, fresh talent



Succession planning is a systematic method for preparing future leaders and 
mission critical practitioners to compete for positions as they become available.



Replacement Planning:

• Identifies short-term or long-term backups.

• Incumbents have the base skill set but are not necessarily developed 
to understand the new working environment or to smoothly 
transition into the new responsibilities.

• Focuses on emergency replacements.

• Works under the assumption that the structure of the organization 
will not change.

• Typically, there are two or three “replacements” identified in the 
organization.



Succession Planning:

• Identifies leadership or mission critical roles, determining the 
required knowledge, skills, abilities, and competencies required in 
correlation to the strategic goals of the organization.

• Considers data and trends that affect turnover and retention.

• Provides a development program for identified talent with the desire 
for the next roles, as well as the aptitude to grasp the new 
information/knowledge required. 









Creating your team

• Health Commissioner

• Director of Nursing; Fiscal lead

• Senior Management

• Department Heads, Managers - various levels

• Human Resources - if applicable

• Outgoing incumbent and/or their direct 
manager

• Long-term employees

• Subject Matter Expert (SME) - guides team 
through the process

The SP Team will devise, implement, and manage the plan;
                they will drive staff buy-in and foster engagement.



• Create organizational/unit chart.

• Create a timeline of retirement eligibility for key positions.

• Consider questions such as:
• When do you expect them to leave?

• Where do you expect to get replacements?

• Are replacements abundant and readily available?  If not, where will they 
come from?

• Identify those who are possible successors and discuss how they will 
be developed to compete.

• If feasible, work with HR to identify and build a relationship with 
successors.



Phase 2: Alignment

Understand the Strategic Plan and Workforce Development Plan

Develop the Business Case

Determine the Budget for Succession Planning Strategies
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Build and support a diverse and skilled 
public health workforce.

• Maintain competent workforce

• Meet public health needs

• Trained in diverse areas

• Epidemiology

• Health Education

• Population Health

• Public Health Nursing

• Environmental Health

• Public Health Administration







Questions

• What skills are necessary to ensure your organization’s successful 
performance?

• What challenges or weaknesses is your organization facing that 
succession planning may help to address?

• How will succession planning benefit your organization?



What skills are necessary to ensure 
your organization’s successful 
performance?

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


What challenges or weaknesses is your organization 
facing that succession planning may help to address?

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


How will succession planning benefit 
your organization?

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


Competencies/Skills

• Succession planning starts with the requirements of the position 
at the skill level.  

• Have a potential mindset when hiring and work to develop those 
who are willing to grow.



Council on Linkages Between Academia and 
Public Health Practice (Council on Linkages)

• Data Analytics and Assessment Skills 
• Policy Development and Program 

Planning Skills 
• Communication Skills 
• Health Equity Skills 
• Community Partnership Skills 
• Public Health Sciences Skills 
• Management and Finance Skills 
• Leadership and Systems Thinking 

Skills

Domains Tiers
• Tier 1: Front Line and Program 

Support

• Tier 2: Program Management and 
Supervisory

• Tier 3: Senior Management and 
Executive Leadership

http://www.phf.org/corecompetencies 

http://www.phf.org/corecompetencies




Develop the Business Case

• Strategic goals?

• Workforce planning strategies?

• Can you articulate a link between strategic goals and succession 
planning? Workforce and succession planning?

• Describe benefits?

• Data to support the work?

• What are the succession planning goals?



Example of a Business Case

A strategic goal of our health department is workforce development.  
Ensuring the health department can carry out its mission we must take 
into consideration that we are at risk of losing a great deal of 
institutional knowledge, as 70% of management and 45% of staff are 
eligible for retirement within the next 3-5 years.  

It is vital that we identify potential skill gaps and be able to fill those 
gaps. Hiring new employees with experience, education and knowledge 
as well as implementing a program to further develop current staff with 
the skills, knowledge and ability to perform those duties are critical for 
our agency’s continued success.  



Goals of Succession Planning

• To promote seamless staff transitions

• To preserve legacy of achievements and experiences

• To focus planning on critical vulnerabilities in the 
workplace

• To build pools of talent capable of competing for 
essential positions

• To encourage employee engagement, collaboration, 
and mentorship



Determining the Budget

• Dual salaries

• Today’s salaries

• Hiring costs

• Training costs

• Shifting duties



Overview and Next Steps

• Organizational Chart

• Retirements

• Team considerations

• Strategic Plan

• Workforce Development Plan

• Draft your succession plan goals
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