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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:

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

e The plan is a high-level document that answers major questions about the first steps and
major steps once a transition is announced.

e |t serves as a reminder of items the team should think about well in advance of a transition
including board stability, market competitiveness, and staff stability.

e Itis a place to capture current institutional knowledge, philosophy, culture, gaps in
leadership development, etc. This is not a plan to name an heir apparent.

e All the steps after this plan will be captured in a transition process led by the board for a new
CEO and led by the CEO for all other staff.

Recommendations:

e This plan can be drafted by a small team including the current CEO and board members but
must be approved by the whole board.

e Itis helpful to review this plan every few years or after significant changes in the board or
organization.

e For more information on the creation or implementation of this plan, please contact The
Foraker Group, info@forakergroup.org.
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e Long-term goals (add the strategic plan to the appendices) ............cocueeecvvveeeeeeieeeeeciveeeeiiveeenaan,

e 3-5year goals to consider during a transition (eg: focus, people, partnerships, money,
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e Internal philosophy/considerations for internal and new leadership development (eg:

information that will set people up for success, lessons learned, institutional knowledge)........

e Commitment to diversity, equity, and inclusion (add to appendices)..........cccceecvveeeecirveeeecnnnnn..
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e Notes for consideration of organizational structure (eg: opportunity during transition before
other steps to consider collaboration, strategic partnership, merger options — a place of

reflection not necessarily action — especially important if you have a founder).........................
e Organizational staff chart considerations (add to appendices)............cccoeeeeeveveeecvieveeeiiieaeannen,
e Overall understanding of the role of the CEO (add job description/CEO contract to
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e Economic engine definition (eg: comments on revenue sources and considerations, strength
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* If this plan includes other staff beyond the CEO, note that the role of the board and the existing
CEO along with other staff is different and should be noted accordingly.
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e Current understanding and guidelines for consideration by the board for transition (eg:
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Communication plan for SUCCESSION.....c..iivuiieeiiiteiiiticriiereiereeiereeerenserensessassernssesneserensessnsesensassnne
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e Salary and benefits considerations for future transition ..........cccccveeeeeiiieecciiiee e
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(Note that the goal of this section to implement the majority of the planned activities. This is a stabilization

space only.)
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e Procedures and conditions for risk management (eg: considerations to secure assets, etc.)
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e Commitment to diversity, equity, and iNCIUSION ........cccuviiiiiiiiiiccee e
o The organizational staff Chart ..........occviii e
o Role of the transition COMMITLEE ....ccciiiiiiiiiiii et sbe e
o Role of the transition ChAIr .....c..eeciie et te e st e e ree e snaeeenes
e Current executive contract (as appliCable) .......ccueeie i
I 6014 4T o |l oY ¥ [ e [ o1y T USRI
e Emergency executive “need to know” list/onboarding checklist ..........c.cccovevvervenvencieccreereennen,

Page 3



