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Who Is Next: Succession Planning
for Your Organization

I

f you are reading this article, you
are probably a leader in a family
support organization. Your job
responsibilities are likely many and
varied; you may find yourself putting
in extra hours from time to time to
extend your unique contributions.
Who else can add to or carry on your
work? It is important to consider
who in your organization has
developed the skills and knowledge
to perform at least some of your key
responsibilities. Succession planning
can offer a way to continue building
on what you have achieved and keep
your operation running smoothly
despite shifts in staffing.

As you think about vacations, family
and medical leave and other necessary
time off, who can fill in for you? On a
larger scale, as you reflect on your own
potential career growth, who in your
organization might be ready to take
over your position on a permanent
basis? As you anticipate career moves in
your organization, invest some time in
planning to smooth the transition.

The benefits of investing in
succession planning.
Even for organizations with historically
low turnover, succession planning is a
valuable device to prepare for change
before it happens. Staff sticking with
your agency may still move from
one position to another within the

organization – perhaps joining another
initiative or taking on a leadership role.
Staffing shifts or reorganization may
occur upon receiving new funding.
Other times, these job openings are
created by employees leaving the
organization. These unforeseen changes
can test an organization’s depth and
flexibility.
It is also helpful to remember that no
worker – including senior staff – is likely
to stay in their current position for the
rest of their career. As stated plainly
in an article in the Harvard Business
Review, all leaders “will inevitably leave
office, yet research has long shown that
most organizations are ill-prepared to
replace them.” Typically, there is an
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interim period that might last weeks or
even months between the exit of one
employee (especially a manager) and
the start date of their replacement.
Noel Tichy, a management professor
at the Ross School of Business at the
University of Michigan, literally wrote
the book on succession. As described in
the Harvard Business Review, “internal
grooming of promising executives can
create value beyond the avoidance
of costly [leadership vacancies]…
[Tichy] argues that by putting potential
successors in charge of new projects,
companies can accelerate change while
also testing candidates’ suitability for
the top spot.”1

Action steps that will have
the greatest impact.
Building skills in current employees
is the key to maximizing the human
resources available to your organization
both now and in the future. Reflect on
the workforce at your agency. Who
might be emerging leaders? Think
about those employees’ knowledge
of the local community as well as your
company’s operations. Experience in
the prevention field, especially in your
area, is extremely valuable.

Your team members understand
that all families have strengths, that
building protective factors will further
strengthen families and that parents
are their children’s first teachers. Their
experiences of collaborating with and
learning from families make your staff
uniquely qualified for further growth
in the family support field. What skills
could these people develop in order to
be equipped for additional leadership
opportunities when they appear?
Time is of the essence. Planning and
professional development processes
are measured in years. It is worth
mentioning that succession planning
is not pre-promising jobs to certain
individuals. Staff members need
to understand that the agency’s
investment in them readies them for
later opportunities. However, it does
not guarantee that employee’s future
placement or status. Building capacity
on your team offers open options for
the organization going forward.

Approaching it even when
everyone is already so busy.
If you feel you are too busy for
succession planning, consider the
time it takes to seek, select, train and

onboard new co-workers at all levels
of your organization. Then think of the
additional time and effort necessary for
those new to a strengths-based mindset
to understand and adopt this approach.
Investing a small amount of time each
week or month in current employees
can prepare them for future roles
and thereby save your organization
the significant cost of looking for a
replacement outside the agency. In
the meantime, these people will have
enhanced skills to offer your program.
Start small. Seek opportunities where
the required investment of time and
effort will be manageable for people
with already heavy workloads. Recall
that individuals and teams need support
as they grow and try new things.
Your staff may include someone who
takes pride in being the “local expert”
on a given subject. In what ways can
this employee extend the value of
their contributions by freely sharing
their knowledge with others? How can
others in the department benefit from
building their skills and knowledge
on this subject? This has worked
successfully at organizations where an
employee attended a Train the Trainer
workshop to become qualified to teach
others an established model, such as
Youth Mental Health First Aid. In other
agencies, it has taken the format of
team members taking turns making tenminute presentations at monthly staff
meetings in order to share with their
colleagues some of the vital knowledge
they have gained on the job. Think of all
the work and life experience that your
colleagues can use to mentor, teach
and instruct one another. It is a way to
show that your workplace is open to
innovation and the free exchange of
ideas. In addition to skill building, this
practice creates a culture of curiosity
and shows your staff that you are
invested in their growth.
Skill development takes many forms and
not everyone is comfortable speaking in
front of groups. Could people expand
their horizons by attending board
meetings, helping to plan internal or
external events or even contributing
to a service project? Recognize that
talent takes many forms and think about
continued on page 3
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how you might cast a wide net in your
employee development efforts. Ask your
team for ideas on what they would like
to try and how they would like to see the
organization develop its human capital.
No matter how you approach succession
planning, the first step is to consider it.
Think about it, talk about it and plan for
it. It could make all the difference to
your program.
As your organization undertakes strategic
succession planning, here are some
questions to ponder.
•	What key information would you want
your successor to know?
•	Could you make a user’s manual for
some of your key job responsibilities?
•	What processes or tasks would
someone else immediately assume
in the event of your temporary or
permanent departure?
•	How does your organization
develop talent?
•	How can emerging leaders
demonstrate their skills and show
readiness to step up?

Counting All Kids in the 2020 Census

I

n the 2010 Census, approximately
2.2 million children were not
counted, with young children
being the worst undercount of any
age group. Each year, more than $26
billion in federal funds is allocated
to Pennsylvania based on the most
recent census data, including these
programs that affect children’s lives:
•	Children’s Health Insurance Program
(CHIP) and Medicaid

•	In what ways does investing in
people make your agency a better
place to work?

•	Child Care and Development Block
Grant (CCDBG) Head Start/Early
Head Start

•	What processes support operational
continuity in your company?

•	Title 1 grants to local education
agencies

•	What strategies can help you do
this efficiently?

Source
1 Harrell, Eben. “Succession Planning: What
the Research Says.” Harvard Business
Review, December 1, 2016. https://hbr.
org/2016/12/succession-planning-what-theresearch-says.

•	Special Education Grants (IDEA)
•	Women, Infants and Children
•	Title IV-E Foster Care
It is important to ensure parents and
guardians in hard-to-count areas
understand the detrimental effects of an
undercount of young children and the
numerous programs critical for family
stability and opportunity that would be
at risk.
Unfortunately, children are not included
in the census for many reasons:
•	The child is a newborn.
•	The child splits time between
two homes.
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•	The child lives or stays with another
family or with another relative such
as a grandparent.
•	The child is staying temporarily
with family or friends but has no
permanent home.
•	The child lives in a household:
		 •	with young parents or a young,
single mom.
		 •	that is large, multigenerational
or includes extended or multiple
families.
		 •	of recent immigrants or foreignborn adults.
		 •	that rents or recently moved.
		 •	where they are not supposed to
be, for one reason or another.
•	The child lives in a:
		 •	non-English or limited-English
speaking household.
		 •	lower-income household.
It is imperative that no matter where
a child is residing on April 1, 2020,
they must be counted, even if it is a
temporary living situation. We MUST
count all kids or risk shortchanging
our communities.

Resource
Counting All Kids in the 2020 Census

PROFESSIONAL DEVELOPMENT
Family Support

Parents as Teachers

Family Support Webinars

PAT Foundational 2:
3 Years to Kindergarten

First Wednesday of the month from 10 – 11:15 a.m. ET
_____________________________________________________________________
February 5, 2020
Get a Grip! Strategies for Strengthening Our Own Self-Regulation
Presented by Susan Zeiders
Early Intervention Technical Assistance Project Manager
Susan Zeiders, M. Ed., BCBA, has been a consultant and project manager
with the PA Training and Technical Assistance Network/Early Intervention
Technical Assistance (EITA) since 1995. She is a board-certified behavior
analyst, focuses largely on the areas of behavior and autism, and is the
project manager for Pennsylvania’s Early Childhood Positive Behavior
Interventions and Supports initiative. Before joining EITA, Susan held
various positions with Snyder, Union, Mifflin Child Development’s Head Start
Program, including coordinating the components on mental health and
disabilities. Her educational background includes a B.A. in Social Welfare
from Shippensburg University and M. Ed. in Rehabilitation Counseling from
Pennsylvania State University.

USING PENELOPE? NEED HELP?
Penelope Q & A sessions are available upon request for all PAT Affiliate
programs in Pennsylvania. Contact Alexia Brown for more information
or to schedule a session.

Mondays and Tuesdays

February 10 – 11 | Camp Hill, Pa.
May 4 – May 5 | Homestead, Pa.
June 22 – 23 | Camp Hill, Pa.
_____________________________

PAT Foundational

Mondays through Wednesdays
For new subscribers
March 9 – 11 | Langhorne, Pa.
March 23 – 25 | Grove City, Pa.
April 20 – 22 | Homestead, Pa.
June 1 – 3 | Camp Hill, Pa.
_____________________________

PAT Foundational &
Model Implementation

Mondays through Fridays
For new parent educators and
supervisors of affiliate programs
March 9 – 13 | Langhorne, Pa.
March 23 – 27 | Grove City, Pa.
April 20 – 24 | Homestead, Pa.
June 1 – 5 | Camp Hill, Pa.
_______________________________

Model Implementation

APRIL CHILD ABUSE
PREVENTION MONTH
Will your organization be doing a special activity
to increase awareness of child abuse and to address
ways of reducing abuse and neglect? Share your
activities with your implementation support
technical assistant and on the Pennsylvania Parents
as Teachers Facebook page or at the Pennsylvania
Strengthening Families Facebook page.
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Thursdays and Fridays

March 12 – 13 | Langhorne, Pa.
March 26 – 27 | Grove City, Pa.
April 23 – 24 | Homestead, Pa.
June 4 – 5 | Camp Hill, Pa.
If you have any questions regarding
registration for PAT trainings, please
contact Jennifer Esposito.

Safe Kids Corner

Family Support Team
Family Support at Center for
Schools and Communities
provides training and technical
assistance to Parents as Teachers
providers, Children’s Trust Fund
grantees and the Strengthening
Families Leadership Team.
Karen Shanoski
Family Support and Community
Engagement Director
(717) 763-1661, ext. 139
Rijelle Kraft
Family Support Managing
Coordinator
(717) 763-166, ext. 221
Jennifer Esposito
Family Support
Data Coordinator
(717) 763-1661, ext. 161
Katherine Noss
Family Support Technical
Assistance Coordinator
(717) 763-1661, ext. 104
Alexia Brown
Family Support Technical
Assistance Coordinator
(717) 763-1661, ext. 146
Kimberly Taylor Carmo
Family Support and
Community Engagement
Administrative Assistant
(717) 763-1661, ext. 215
Pennsylvania Parents as Teachers
at Center for Schools and
Communities
Children’s Trust Fund
Strengthening Families
Family Support at Center for
Schools and Communities
275 Grandview Avenue
Suite 200, Camp Hill, PA 17011
(717) 763-1661
www.center-school.org

From Safe Kids Worldwide

www.pasafekids.org

WANT TO SHARE YOUR STORY?
Please send your success stories or program news to share in future News Briefs to
Kimberly Taylor Carmo or join us on Facebook at Pennsylvania Parents as Teachers
or visit Pennsylvania Strengthening Families.
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