Succession Planning
and Organizational
Change

‘ Managing by Network




Raise your hand if YOU’Ve
‘handed over or taken on a
partnership midstream.




Our agency / organization supports tools and
best practices related to succession planning

and transferring partnership responsibilities ‘ " ? :
from one employee to another employee. hy ]'t
Matters

45% B Agree

55% B Disagree

MbN 2023 TNA

The gap in Federal employee age range continues to increase*

“Today, less than 7% of

¥ ® 60+ Cohort Federal Workforce
the Federal workforce % ® ,0-29 Age Cohort Federal Workforce
is under the age of 30 -

and nearly 28% are
eligible to retire in the
next 5 years.”

President’s Management Agenda




Succession Planning
Best Practices

 Anticipate and plan ahead
* Be realistic

* Communicate

* Document

* Engage partners and peers

* Follow up




Engage Your Partners



Inform Your Peers

* Discuss hand-off with Supervisor

* Check-in with Budget Officer,
G&A and Contract Specialists

* Plan communications with Public
Affairs

* Discuss impact with colleagues




Handover Memo

BLM Succession Plan

* Document important relationships

WHAT IS A PARTNERSHIP SUCCESSION PLAN

and collaborative work

WHY IS IT IMPORTANT?

A smooth transition between current agency leadership, the groups they have been working with, and the
o o o leadership with whom these groups rely on, is especially important. Our ability to solve natural and
cultural resource related problems over the long run depends on the quality of our long-term relationships.
C o nt aCt ) ro 1 e S L) hl S t O ry, vl S 1 o n A succession plan, the “Handover Memo," is a tool for establishing and maintaining community
relationships associated with ongoing partnerships and collaborative work. The “Handover Memo” is
designed to contain information about relationships with partners, collaborative efforts underway,
commitments that have been made, and any work agreements or procedures that partnerships are using
with the agency/unit. The “Handover Memo” is completed by the outgoing leader prior to their departure
and addressed to the incoming leader. It is not intended to be a comprehensive list of activities and/or

projects. (Refer to Appendix 8: Transition Management of Agency Personnel — the “Handover Memo.”)

Commitments and schedules

Agreements or procedures USFS Handover Memo

NATIONAL CONSERVATION

Project materials EQREST

Tool: Forest Service Handover Memo

Handover Memo Eases FS Staff Transitions
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PRO TIPS:
ONBOARDING FOR
PARTNERSHIPS

Plan overlap of old & new

Decide ahead who will train

Jacqueline Emanuel,

and onboard; “strike team”

USDA FS NPO
Hi d onboard i hort
ire and onboard in cohorts At o Satag
Leverage partners with local Transitions Peer Learning
knowledge and continuity Webinar, NFF

Get on the ground and build

personal relationships


https://vimeo.com/706705838

On the Emotional Roller Coaster...

STAGE 1: ENDINGS STAGE 2: TRANSITIONS STAGE 3: NEW BEGINNINGS
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DENIAL
It's a natural reaction to look
for evidence that isn't true.

FRUSTRATION ENGAGEMENT
When it becomes clear that the From here, it's onward
change is real, frustration sets in and upward!
and sometimes leads to anger

SHOCK DECISION

After accepting reality and tentatively
engaging with the new situation, most
people decide to just go with it.

For many, the first reaction
to change is panic.

DECISION ' EXPERIMENTAL

DEPRESSION At some point, people put a
Low mood, low energy

toe in the water and engage
TIME

with the new situation
Clarity Empathy Capability

THE KEYS TO ENGAGEMENT

EMOTIONAL STATE / ACTION




The
Change
Cycle

Feelings ot
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Be mindful of
where you and
others are.



What is an organizational
change you are part of £
right now?




Change Adoption in Organizations

==

Innovators Early adopters Early majority Late majority Remainder
2.5% 13.5% 34% 34% 0%

* Empower early adopters as Change Champions
 Critical moment: “Crossing the Chasm”

» Leverage early majority as multipliers to build momentum.
Communicate early and often. Define the value. Build excitement.



Seeing it Through

Preparing Implementing

* Change leaders ¢ Communicating

* Organizational desire for * Involving and empowering
change people

* Vision and strategy ¢ Celebrating successes

¢ Change program * Monitoring, learning,

Cross-functional teams

adapting

Institutionalizing, training

Credit: Leader360
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Additional Resources

Transforming through crisis: Building

tomorrow’s organizations, today

Transforming through Crisis: 8 o e

Building Tomorrow’s Organization [eaitee=sup =y /ey

IN PURPOSE
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Today, by Carina Cortese (10 i
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min read)

Artide
Coaching people through the Change Curve @insighw
Contributor: Brad Gentry, Licensed Practitioner and LP Mentor

C h 2 P l Th h th hange Curve is a popular and powerful model used to
Oa C Ing eop e ro ug e nderstand the stages of personal transition and organisational
change. It helps you predict how people will react to change, so that
you can help them make their own personal transitions, and make

Ch ange Curve . b-y- Brad G entr-y- sure that they have the help and support they need.
(10 min read)
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