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Succession Planning Approach 
OVERARCHING OBJECTIVE - CREATE A SELF SUSTAINING PROCESS 

 

CREATE A LAYERED APPROACH TO THE ORGANIZATION CHART 

OPTIMIZE THE HIRING PROCESS 

USE A TRAINING PROGRAM TO TAKE ADVANTAGE OF THE LAYERS 
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Layered Organization 

3 



Layered Organization 
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Trainee 



Hiring Policy 

Internal Position only advertised in-house 
Unless qualified candidates are not available 

Helps with morale and hopefully buys loyalty 

Filling jobs takes longer 

All Hiring Committees are Peer Committees 
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Main Objective 
Try to keep employees within the department 



Training Program 
 Phase I – Design Program 

  

  

  

 Phase II- Develop the Training Program and Training Materials 
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Implementation Procedure 
Craftsperson has 18 months to complete the Program 

Existing or new employee paid up to 6 hours of overtime per week to take the modules 
after hours  
After 18 months: 
Upon completion the employee performance evaluation form is modified to add a criteria that states 

“certified for the job” and receives an “exceed the job requirement” score 

 If not certified the employee receives a “does not meet the minimum job requirement” score 

These scores are averaged in with the other essential job requirements for the position.  

Once certified for their current position they can pre-certify for any other position  
No Pay 

Pre-certification for another position is the employee’s own personal investment 

Get preference for a job 
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Additional Incentive 
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Plus framed certificate indicating 
certification for the position 

signed by AVP 

Pins handed out by the Director with Photo Opportunity at each phase 
In front of Peers 



PP-MM-II Curriculum 
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