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The Six Steps for Smart Succession Planning

According to a Nationwide survey, the majority of business owners with 300 employees or
fewer do not have a succession plan.
A leader's job is to plan for the future. Business owners and those in senior executive
positions are often woefully unprepared to turn over their business and their jobs. Leaders
need to develop a plan that ensures both a smooth transition AND the ongoing longevity of
the business after the owner or senior people have handed over the reins.
Here are six steps for smart succession planning:

1. Decide On the Desired Outcome
Every C-level executive, business owner, and director will have an opinion about the desired
outcome of the succession plan. According to the Harvard Business Review:
"one of the toughest scenarios is planning for the departure of the founder of
the organization. It is hard for someone who started a company to think about a
day when they do not wake up and go to the business they created."
How can a business owner exit the business? What are the options?
Some commons examples are:
Find/groom a replacement CEO, but maintain a seat on the board
Find/groom a replacement CEO, with an intent to sell the business
Pass on the business/sell the business to a family member
Sell the business outright and walk away

2. Consider the Stakeholders
Even if a business is solely owned by a single person, there are still many stakeholders who
need to be considered when developing a succession plan.
These include:
Staff – who have a vested stake in the future of the company, and are key to making a
succession plan successful
Customers – if they sense instability, they may take their business elsewhere, thereby
devaluing the company and risking its future
Co-owners
Family, in a family-held company – family passdowns are tricky. Some staff will view
the family's dynasty as nepotistic, giving family members an unfair advantage over
other, more qualiﬁed employees. Top talent sometimes shies away from family-owned
business because they feel they will not be given a fair chance at getting to the top.

3. Seek Input From Experts
Most business owners are great at building a business, but may not have the skills or
knowledge to be aware of all the options they need to consider in their succession plan.
Seeking help from companies like Productive Leaders can ensure that the best succession
plan is developed.

4. Develop a Plan with Clear Strategies and Milestones
As with all business planning, it is essential that the succession plan is developed with clear
strategies and milestones. For example, if the goal is to sell the company, then the plan
needs to focus on maximizing value for a potential buyer. If the goal is to pass the company
on to one or more family members, then the business owner needs to allow sufﬁcient time to
mentor the heirs. If the goal is for the business owner to remain on the board with a new
CEO, then handover time must be allowed for along with a clear delineation of future roles
and responsibilities.
Once the succession plan is developed, the next thing to do is to implement it and to track
the plan against the milestones to ensure that targets are met.

5. Create Fallback Contingencies, in Case Things Change
Even the best of plans can fail due to external reasons. For example, the economy may
change. The person selected to take the helm in the future may have a life event that alters
their ability to step up into the role, or they may prove themselves unable to take on the role
when given the opportunity.
All of this means that a good succession plan needs to consider all possible ‘worst case’
scenarios and develop strategies to mitigate for those events. While it does not need to
consider every eventuality, it does need to cover the likely ones.

6. Plan For Life After Succession
After the successor is in place, the business owner or executive needs to have a plan for his
or her future that extends beyond their present job. Without this, there is every likelihood that
the business owner will want to keep a hand in the business, and could unwittingly sabotage
their own succession plan.
I saw this happen frequently in the military. Many people knew they were going to transition
out of the military after 20 years or more, yet when the time came, many people didn't really
adjust their mindset to being a civilian. They had not explored what the next stage was, and
they suffered by not having clear goals after their career. Proper planning for the next step,
whatever that is, eases the transitions and promotes success.
I'd love to hear what you think about this article. Please post your comment here.
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We are being booked for conferences and events for 2018 and
beyond! Let's make sure you get the date you want. Call 719-3577360 or email Mary@ProductiveLeaders.com!
We don’t assume, so here is a brief list of what we do:
1. Motivational leadership keynote and breakout speaking for conferences,
conventions, banquets, and events
2. Economic updates and leadership programs, particularly for the real estate,
insurance, medical, and ﬁnancial sectors
3. Executive coaching to improve strategy, business processes, and proﬁts
4. Strategic business planning retreats
Call me 719-357-7360 or email Mary@ProductiveLeaders.com.

Do you know anyone planning a conference who needs a motivational
economist leadership speaker, or a business that needs a push forward?
Please contact me. I sincerely appreciate your referrals!

Would you like to use any of Mary's articles in your newsletter or website?
Please include this byline: With over twenty years of leadership experience and a diverse background
leading teams in the U.S. and abroad, Dr. Mary Kelly makes leadership a reality for all levels of an
organization. Register for free newsletters at ProductiveLeaders.com
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