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*E’rhlcs

*Governance and Boqrd Structure
*Strategic Planning



*Admlnls’rro’rl e dervice

( *Performance and Quqll’ry Improvemen’r (PQI)



® Draft or qddf an “Emerge adership Plan” to address delegation of

duties and authority whenever there is an unexpected transition




Btekeholders

before, during and « e

( ® On board dellberq’rely help new s’rqff/board feel confident




THE ACCLAIMED NEW YORK TIMES BESTSELLER

10th ANMNIVERSARY EDITION

Our Iceberg |
Is Melting

oI JOHN KOTTER

HOLGER RATHGEBER



6 Create or d
7 Never let up until the need to change is f|rmly

established

8 Ensure the vision will not be overcome by stubborn,

%

hard-to-die traditions, naysayers or old ways of doing
things

|

THE MEIAI?‘ED HH" I’OJH’ HF{'SE STSELLER

10th ANNIVERSARY EDITION

Our Iceberg
Is Melting

JOHN KOTTER

HOLGER RATHGEBER

p055|ble Lp“[l"




STEP-BY-STEP PROCESS

Executive
Director

. Review/Update Current

Organizational Chart

. R - Chief Operations Program
2. Consider vital positions Officer Caardistar

within the Board of Directors

Volunteer
Coordinator

Advocate Advocate
Supervisor Supervisor

Board of
Directors

Grant
Coordinator

Advocate
Supervisor
















LN
)

STEP-BY-STEP PROCESS

High Potential/High Performance High Potential/Poor Performance )

High potential/high performance people Find ways to improve the performance of
are highly promotable and should be high potential/poor performance
included in the talent pool for pivotal employees to improve their potential for

positions. Aim to keep employee turnover promotion. Determine if they are
low in this category committed to learning new skills, motivated
to improve and if development will
increase their performance

Low Potential/High Performance Low Potential/Poor Performance

Keep people in the low potential/high Seek to improve the performance of people
performance category in their current in this category and determine their
position. Motivate them to maintain their | commitment to your organization is worth
performance and focus on their the investment to help them improve
development plan to increase their
potential










|limitations

‘experience, rotations

qnd fllllng in ga

( ® Determine backup plan and cross-training




ment & leadership

experien e ndrai: ing /development skills,

knowledge of finance,

r



* Commune ternal and external

® Cross train staff to fill in some duties and on-board training for interim
ED




o Develop trar Lolpl - 9/ g

( ® Share completed succession plan with board and staff




_I__ll'i'r

Jelel J |c'6’ring a planned
transition, Ch support a nonprofit CEO

® National Council of Nonprofits

"




Mike Angs’rdd’r B I ' Rosalind Alston

(f qn s’rqd’rmlke24 mail.com Ralston(@itwincedars.or


mailto:angstadtmike24@gmail.com
mailto:Ralston@twincedars.org
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