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Starting the succession process

AMILY BUSINESS succession is a
process that takes place over
many years, notes Rick
Brandt, Ph.D., an executive
consultant with Corporate Psych-
ology Resources in Atlanta. The
more time you spend on succession
planning now, Brandt advises, the
smoother the transition will be for
everyone involved. He suggests
these steps to help you get started:
1. Start today. Successors should
be identified long before they are
needed. Five vears in advance is
good; ten vears is better. Talk about
succession with your family business
colleagues early and often—not only
contingency plans for the leader’s
sudden death or eventual retire-
ment, but also development and
preparation of emerging and future
leaders (family and non-family).
2. Establish a team. Include your
attorney, your accountant and other
key professionals. Advisers can pro-

vide insight into the strengths of

emerging leaders in the company,
and opportunities for these people to
develop their skills.

3. Identify key positions. There
should be a succession plan in place
for all critical positions, including

roles that are key to the success of

the organization (e.g., key account
managers) and individuals who
retain valuable “company memory.”

4. Define competencies. Docu-
ment the skills, knowledge and char-
acteristics needed for success in
critical roles. This is frequently
accomplished through job descrip-
tions. A concise set of competencies
helps people understand the behav-
iors expected of future leaders.

5. Identify candidates. You may
want vour children to take over the
business, but do they have the com-
petencies, skills and motivation to
do so? Assess individual strengths
and weaknesses in an objective and

data-driven manner, and
identify individuals who
are most likely to succeed.

6. Groom the suc-
cessor(s). Once candi-
dates have been identified,
create individual develop-
ment plans for each. The
plans should be a combi-
nation of formal training,
self-study, mentoring and
performance manage-
ment. Provide opportuni-
ties for them to fulfill their
personal and career goals, including
possible employment outside the
family business as appropriate.

7. Discuss your plans with all
parties involved. Eliminate surpris-
es by letting your family and man-

Brandt: Taking
time now saves
heartaches later.

details of your succession
plan, such as who will take
over and why. The more
vou disclose about your
succession plan, the easier
it is to deal openly with
high-potential employees’
concerns about their
career opportunities.

8. Review and update
succession plans regular-
ly. Succession plans should
not be placed on a shelf to
gather dust. They should
be modified to account for changes
in family members' and employees’
lives, the culture of the business and
the external business environment.
If you have had a major change in
your personal life, revise your suc-

agement team know the general cession plan immediately. FB}
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Where They Do Business
Family Business Magazine's Global Directory of Advisers is
the one-stop shop for family business owners and managers
looking to make product and service buying decisions.

If you market or sell to family-owned and family-controlled
companies, you can include your message cost-effectively and
efficiently, in print and online, for a full year.

For details, consultation and pricing, contact:

Barbara Wenger, (215) 405-6072

- bwenger@familybusinessmagazine.com
- www.familybusinessmagazine.com
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