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This template is not intended as legal advice. Your organizational goals, purpose, values, and bylaws should drive the 
creation of this document. 
 

Intention:  

• This document intends to eliminate as many surprises as possible for the board and current 
staff at such a �me that it is needed. Ideally, this plan stops a “rush to search” reac�on.   

• The plan is a high-level document that answers major ques�ons about the first steps and 
major steps once a transi�on is announced.  

• It serves as a reminder of items the team should think about well in advance of a transi�on 
including board stability, market compe��veness, and staff stability.  

• It is a place to capture current ins�tu�onal knowledge, philosophy, culture, gaps in 
leadership development, etc. This is not a plan to name an heir apparent. 

• All the steps a�er this plan will be captured in a transi�on process led by the board for a new 
CEO and led by the CEO for all other staff.   

Recommendations:  

• This plan can be dra�ed by a small team including the current CEO and board members but 
must be approved by the whole board. 

• It is helpful to review this plan every few years or a�er significant changes in the board or 
organiza�on. 

• For more informa�on on the crea�on or implementa�on of this plan, please contact The 
Foraker Group, info@forakergroup.org. 
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• Long-term goals (add the strategic plan to the appendices) .......................................................  
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