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Succession Planning: The Institution's Perspective
What is Succession Planning?
•
•
•
•
•
•
•

Succession planning is a strategic plan with a targeted goal, not a unique process.
The goal of a succession plan is to provide an organization with the staff required
to meet current and future operating needs.
A succession plan outlines a methodology to fill staff vacancies at all levels of an
organization.
A succession plan provides a platform to identify, assess and train an
organization’s internal talent pool.
Integrated with other strategic plans, a succession plan demonstrates a library’s
role within a larger parent organization.
A succession plan educates upper management about the skill sets needed to staff
a law library and lays the groundwork for management support for library
staffing initiatives.
If the hiring team called to fill a library vacancy includes members of the law
school faculty, the law library’s governing board, court administration, or the
parent institution’s human resources staff, the succession plan serves as an
orientation and educational tool.

Why should I care about Succession Planning?
•
•
•

•
•
•
•

Regardless of the size of the library staff, a succession plan enables the library
staff to be proactive rather than reactive when personnel changes occur.
A succession plan provides strategies to fill vacancies as they occur.
A succession plan integrates with the library’s other broad plans such as the
strategic plan, budget documents, technology plan, and professional and
collection development plans to ensure that the library meets its mission
objectives.
A succession plan identifies replacement needs as a way to shape the library’s
staff training and development program.
A succession plan fosters the development of an internal talent pool.
A succession plan identifies opportunities for staff and improves workplace
morale.
A succession plan enables the library to cope with voluntary and involuntary
separations smoothly.

•
•
•
•
•
•
•

A succession plan involves and educates upper management and secures support
for library initiatives.
A succession plan establishes priorities for existing resources and personnel.
A succession plan makes it easier for library staff to adjust to corporate or parent
organization changes and initiatives by presenting already identified alternatives
in a new environment.
A succession plan provides an emotional neutral framework to review job
descriptions and the library’s organizational chart.
A succession plan provides opportunities to reassess position descriptions and to
establish appropriate responsibilities and compensation levels.
A succession plan plays a role in establishing staff performance metrics and
provides one of the frameworks for a progressive discipline program.
A succession plan prepares the library to address staff vacancies during a time
when a hiring freeze is in place.

What are common elements of a Succession Plan?
•
•
•
•
•
•
•
•
•
•
•
•
•
•

A commitment from the library staff that such a plan will benefit the library
Support from upper management
A project mission statement
An assessment of present work requirements
An appraisal of individual performance
An assessment of future work requirements
An assessment of future individual potential
A training program to close staff developmental gaps
A scan for existing documents and procedures to be integrated into the plan
The creation of supporting documentation including staff assessment and
selection tools
A methodology to evaluate plan progress
A plan timeline
A plan budget
Communication strategies designed to share information about the plan within
the library and within the larger organization

What special challenges face libraries who wish to develop and implement a Succession Plan in
our current economic climate?
•
•

Competition for resources within the parent organization may make securing
support from upper management difficult.
Staff already pressured by reductions in funding support, closed branches, vacant
positions left unfilled, and management’s expectations for continued high levels
of service might be resistant to engaging in such a comprehensive planning
activity.

•
•
•
•

Senior staff may accept offers of early retirement leaving expertise and corporate
memory gaps that make planning efforts more challenging.
Senior staff may delay retirement leaving few avenues for internal promotion.
Hiring freezes may chill opportunities for staff advancement.
Funding for training and professional development may be decreased or
eliminated.

How can libraries overcome challenges to successful succession plan development and
implementation?
• Secure support of management.
• Enlist external partners where appropriate.
• Include all levels of staff on the planning team.
• Provide training for the planning team.
• Identify peer institutions with existing plans to serve as process models.
• Break the planning process into manageable bites.
• Establish “rewards” for when milestones are met and grant them.
• Build communication points into the planning time-line.
• Recognize and acknowledge that meeting change with resistance is a natural
response.
• Identify negative patterns of thinking and replace them with positive alternatives.
• Provide illustrations of the benefits that succession planning will bring on the
individual level throughout the planning and implementation process.
• Invite comment from all levels of staff throughout the process.
• Conduct a scan of the library's existing practices to identify elements already in
place that can be integrated into the succession plan.
• Consider staff core position competencies, existing and future skill sets needed,
training requirements, and transition needs.
• Provide opportunities for ongoing staff education.
• Establish guidelines for periodic review of plan elements.
• Create templates for the library's organizational charts, job descriptions, pay
scales, and other key documents and incorporate in plan appendixes.
• Institutionalize the steps in the hiring process from position announcement to
orientation and training for the new hire or internal transfer.
• Create metrics to identify and measure individual staff and plan wide goals.
• Celebrate plan completion and adoption.
• Review and revise in concert with other library planning documents.
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