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Human Resources Policies		 Number E-10
	

Succession Planning

Succession Planning Policy	 	Number E-10



Purpose

The purpose of this policy is to ensure continuity of operations at the City of Gainesville by regularly assessing the potential for turnover of employees in key positions, developing employees to ensure a supply of internal talent is ready to compete for key positions, and to provide a seamless transition in leadership.

[bookmark: _GoBack]The City is committed to ensuring all selections are based on merit and fitness alone, and without regard to race, color, gender, age, religion, national origin, marital status, sexual orientation, disability, or gender identity.

Policy

It is the City of Gainesville’s policy to maintain a managed succession planning program to avoid extended and costly vacancies in key positions by identifying and developing employees with the highest potential in preparation for positions requiring management, leadership or highly specialized skills. 

Definitions

Key Position – A position whose decision-making authority and related responsibilities significantly influence organizational policies, strategic goals, business operations, or mission-critical projects. Can be a managerial position or a highly specialized individual contributor position.

Succession Planning – The process of implementing a talent management strategy for identifying and fostering the development of high potential employees or other job candidates who, over time, may move into leadership positions of increased responsibility. (SHRM Learning System, 2017)

Talent Review Discussion - A facilitated discussion between Human Resources and appropriate Charter Officer of succession planning, talent and workforce issues focusing on the results of an analysis of key workforce issues affecting the organization. The discussion forms the basis of a plan which addresses any immediate or long-term workforce issues.





Administration

–The Charter Officers of the City of Gainesville will champion a succession planning exercise at least biannually, unless there are extenuating circumstances. This exercise will:
· Validate which positions are considered “key positions” 
· Assess the vulnerability of positions and horizon issues for possible action
· Assess the workforce of the organization to determine potential successors for key positions
· Create action plans to address deficiencies (positions with no or limited  potential successors) and high potential employees with developmental opportunities.

The Human Resources Department is responsible for: 
· Administering a formal Succession Planning program ensuring consistency across the organization.
· Partnering with Department Leaders on the succession planning process.
· Facilitating Talent Review Discussions with the respective Charter Officers.
· Establishing metrics for measurement of success of the Succession Planning Program.
· Reporting results of Succession Planning analyses to Charter Officers. 
· Reviewing and modifying as necessary, the following:
· Competency models for each level of leadership 
· Talent Assessment criteria 
· Succession planning policy and HR practice
· Management & Supervisory Development Programs

Each department is responsible for: 
· Implementing the succession planning process in each of the respective business units
· Developing and carrying out succession action plans
· Championing the development of their employees
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