
Succession Management:
Strategic & Practical

Rebecca Jones
rebecca@dysartjones.com

905.731.5836



Approach

• Strategic: 
– Consider succession management in context of 

leadership development and staff planning
– Explore a succession management framework

• Practical:
– Think of what ’s critical in the framework
– Provide you with worksheets to start applying in your 

environment (on www.dysartjones.com)
– Guide you to #1328 on Friday afternoon – Brampton’s 

mentoring manager-in-training programs



Underlying assumptions

• Libraries are organizations
• Tendency for libraries to hire for current 

technical/professional skills for a position
• Succession means illing a role for tomorrow wi thin the 

organization
• Rothwell ’s Effective Succession Planning 2nd ed. is seminal 

text
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Succession management program

“Is a deliberate & systematic effort by an organization to 
ensure continuity in key positions, retain and develop
intellectual and knowledge capital for the future, and 
encourage individual advancement….to insure the 
identification, development, and long-term retention of 
talented individuals.”

Caudron, “Looming Leadership Crisis,” Workforce Sept 1999, pp 72-79
And Rothwell, Effective Succession Planning, p. 29



Other drivers

• Forms basis for employee career paths
• Clarifies development plans
• Specifies advancement requirements for employees 

and management
• Reduces talent turnover



Succession management objectives

• Match the organi zation’s current competenci es & 
capabilities to its future needed competencies & 
capabilities

• Minimize chaos of replacement planning
• Keep the organization growing & thriving

“cultivate & manage its leadership, intellectual talent & critically 
important knowledge assets”

Rothwell, p 7



Succession management priority

• For the organization to meet its strategic & 
operational plans & challenges
– Leadership determines the strategic success of organizations
– Good CEO’s surround themselves with innovative, 

intelligent people who balance their strengths & weaknesses

Research proves the continuity of the 
organization requires a succession of 

qualified people to fill 
key positions



Strategic Succession

The library’s ability to move forward strategi cally & 
successfully is linked to strategic staffing succession
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Commit

• Board and Management

“not for faint-hearted, ill-prepared or uncommitted.”
Rothwell, p.167

• Set strategies
• Establish program understandi ng, priority & 

communication plan
• Determine CEO competenci es & select
• Recruit & retain Board members



Determine future requirements

• What will the environment around the library look like?
• What will the library be doing in 3 – 5 – 10 years?
• What are its strategies?
• What does the library look like? It’s programs & services?
• What are staff doing?
• What key roles will be required?
• What competencies will be needed?



Commitment

1. What will it take for our Board & Management to commit to a p rogram? What do 
they need to know?

2.    Who will coordinate or be responsible for the program?



Determine future requirements

3. What are the library’s 3 key strategies for th e next 3 – 5 years?

4. What types of roles will be critical to bring these strategies to reality?

5. What competencies will these roles require? 



Assess current situation

• What’s our starting point?
• Inventory today’s key roles & competenci es

– Keep the target group manageable

• How do these match up wi th what we need in 
the future?


