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Introduce Ken

28 years founded

300+ clients

Small/large

Start up corp.s

Profit non profit 

Military govt/

FAMILY



Strategic planning

Organization infrastructure/development 

	management/leadership

	information management

	planning

	processes (operations, estimating, project management, sales process, service delivery process etc.-

	human resources/people mgmt

	customer management /satisfaction etc 



When we deal within organizations and specifically management and leadership the issue is succession and that is topic of today…

Within the leadership of the organization beyond the current leadership practices….what is the future leadership of the org and have we planned succession…



So today…



What is Succession Planning? What is Succession Planning? 

A strategy and management plan for A strategy and management plan for 
implementing the next generation of implementing the next generation of 

ownership. ownership. 
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Plan for it and succession will be a controlled event

 Allow it to be an unplanned occurrence brought on by an outside force



Either way FACE THE MUSIC…The music will stop one day and it is your choice 



If it is going to be a controlled event by YOU then you need to develop an informed strategy and a plan to follow…

As engineers you would never approach a project without a strategy and a meticulous plan right…so same same!



Who does Succession Planning?Who does Succession Planning?

Family owned companies with upcoming Family owned companies with upcoming 
generationsgenerations

Partners Partners 
•• Burnt outBurnt out
•• RetiringRetiring

EntrepreneursEntrepreneurs
•• No family member interest but employee interestNo family member interest but employee interest
•• Planning to sellPlanning to sell

Large corporations at all levelsLarge corporations at all levels
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ADD to potential successors who want and need to know their position in the company and how they can engage in the future again in a planned way.  



Why Succession Planning?Why Succession Planning?

•• Protect company assets and valuationProtect company assets and valuation

•• Perpetuate the family businessPerpetuate the family business

•• Determine optimal exit strategyDetermine optimal exit strategy

•• Lower cost and improve efficiencyLower cost and improve efficiency

•• Avoid burn out Avoid burn out 

•• Ensure a smooth leadership transferEnsure a smooth leadership transfer
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WHY – There is not enough time in the day to deal with day 2 day…much less plan for something that may never happen…unfortunately you have no control and there are countless stories of the worst and or unexpected – don’t want to drag down the discussion but endless stories of health, financial demise etc. that come at business owners…



Protect assets  - Estate taxes alone can be between 20% - 55% of taxable estate if owner dies the liability is tremendous.  You’ve spent you entire career avoiding debt and/or paying it down…so how can you plan now to prevent that from happening if the worst scenario happens



Perpetuate family business…emotional but also intellectual knowledge/capacity in the family that is/can be a tremendous asset



Evaluate all options critically – Big is Better in Engineering so ok let’s prepare to sell now as it is coming and that may be a great option – unemotionally of course…



Avoid burn out…lets identify a YOUNG energetic successor now so in 5 years I have off loaded the responsibility and can feel great about staying on in the capacity that I would like to ….there is another like and I don’t want to be choke chained to the business because it will not survive without me…I want to do the fun stuff and let others carry on the hard work! 



Lower cost…as you all know there is a tremendous cost to management turnover…hiring costs, training costs lost productivity when someone leaves…if you can figure out a way to retain key management in the company vs. having them leave and take all of their intellectual capital with them that is huge…succession planning will allow you to identify key employees and develop them and motivate them to stay with the company for the long term benefits…When key employees walk out the door they take the insight knowledge and experience of the company that is invaluable and you have to make sure that doesn’t walk



Ensure smooth…if their is an abrupt departure of the key leader there can be a ripple throughout the customer/partner base that says what will happen now with him/her gone and puts at risk the trust, goodwill respect that haws been built up over decades.  It takes time for key partners to transfer that trust goodwill and that needs to be planned over time not over night.



When to do Succession Planning? When to do Succession Planning? 

NOWNOW

It is never too early It is never too early 

It can be too lateIt can be too late



How to do Succession Planning?How to do Succession Planning?
Determine succession goals and strategyDetermine succession goals and strategy

Integrate succession with Strategic Plan Integrate succession with Strategic Plan 

Develop succession management plan/processDevelop succession management plan/process

Sell the business

Transfer management team (internal, external)

Develop next generation
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Start with succession goals….sell the business in 10 years or great team important to provide the opportunity to transfer to them

Does that make sense with the strategic direction of the business….well if the strategy is to become multi disciplined firm then what skills do we need now to ensure that the team that will take over ownership will have those technical skills as well as management skills.  So when we are hiring we are not just hiring for technical skills but for management skills, project mgmt. skills, biz dev…  IF the strategy however is to maintain a strong position in your civil niche then very different stay small…different skills…different culture different succession potential



Less than half of you said you had a Strategic Plan…somewhat bucket….so encourage you to go back and say what is the strategic direction of the company and so now what are the skills required to pull that off…



Management Transfer Management Transfer 
Best PracticesBest Practices

Clarifying strategic vision, values and objectivesClarifying strategic vision, values and objectives

Determining organizational needs, critical roles and skill setsDetermining organizational needs, critical roles and skill sets

Assessing and identifying possible successors (family, Assessing and identifying possible successors (family, 
management, outside hires)management, outside hires)

Communicating succession opportunity with key employeesCommunicating succession opportunity with key employees

Developing appropriate skills/experiences Developing appropriate skills/experiences –– the Planthe Plan

Measuring and managing performanceMeasuring and managing performance
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As we said the strategic direction…



What are the org. needs and roles and skill sets needed….if we are going to shift from private development sector to government sector primarily…what do we need in terms of people that have those relationships to pull that off.  Different skills…



Identify those people family, management and/or need to go outside…



Once they are identified …need to be open with them  HUGE motivator.. Can’t believe he left…well he didn’t know! 



Development plan is key…formal training, mentoring/shadowing, job responsibilities/assignments….

Formal plan for exiting leader as well…this is where leaders need to LET GO….allow them to take it on and allow them to make mistakes….very hard, but how many times can you remember messing up and how valuable way that to you in your development…Plus, you need to get used to letting there reins go and getting a LIFE.  Often so wrapped up in job it becomes identity…so now what when I retire….well practice it over time…get used to it deal with it.



Measuring and managing …performance review processes are key they need to be formal and structured and meaningful







Common PitfallsCommon Pitfalls
Limited sense of urgency and/or perseveranceLimited sense of urgency and/or perseverance

Limited leadership support Limited leadership support 

Not fully understanding the financial ramificationsNot fully understanding the financial ramifications

Losing objectivityLosing objectivity

Making assumptions Making assumptions 

Succession not integrated with strategic planSuccession not integrated with strategic plan
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Limited sense of urgency and/or ignoring the problem ….face the facts…the time will come



Leadership waffling – it is important but don’t have her go to that training seminar because we have a job that she needs to be on 



Financial ramifications – get professional help in key areas – legal, financial, insurance experts are critical as far reaching issues that make tremendous impacts



Losing objectivity – The team or that individual can do it I know it….I can make them into a good leader…

			 Emotionally I have spent my life in this venture I will do anything to keep it part of the family…

			Third party objective advice and counsel is critical again



Making assumptions -  How could that partner quit to join another firm…didn’t he know he was in line to be the next generation of leaders? 



The succession team was engaged, but turns out didn’t have skill sets to pull of the strategy…



Case Study: External Management Case Study: External Management 
Transfer Transfer 

SituationSituation
Professional services firmProfessional services firm

Senior partner retiring in Senior partner retiring in 
33--5 years5 years

Senior partner principal Senior partner principal 
rain makerrain maker

Strong reputation and Strong reputation and 
growth potentialgrowth potential

Four partners assumed Four partners assumed 
potential successorspotential successors

Succession PlanSuccession Plan
Assessed partners Assessed partners 
leadership skills business leadership skills business 
development skillsdevelopment skills

Determined skill gaps in Determined skill gaps in 
partnerspartners

Conducting search and Conducting search and 
hired external partner(s)hired external partner(s)
and/or companies with and/or companies with 
skill setsskill sets



Case Study: Internal Management Case Study: Internal Management 
Transfer Transfer 

SituationSituation
Large corporation Large corporation 

Senior leaders approaching Senior leaders approaching 
retirement retirement 

No structured performance No structured performance 
management or trainingmanagement or training

CEO makes all key CEO makes all key 
decisionsdecisions

Five year Strategic Plan Five year Strategic Plan 
drives companydrives company

Succession PlanSuccession Plan
Identified skills to support Identified skills to support 
Strategic PlanStrategic Plan

Identified high potential Identified high potential 
managers with base skillsmanagers with base skills

Provided tools for growth Provided tools for growth 
and developmentand development

Defined individual Defined individual 
development plans to development plans to 
prepare for successionprepare for succession



Case Study: Family Management Case Study: Family Management 
TransferTransfer

SituationSituation
First generation seeking First generation seeking 
retirementretirement

Second generation in chargeSecond generation in charge

Third generation emerging Third generation emerging 
with no career pathswith no career paths

Family business/mom & pop Family business/mom & pop 
cultureculture

Succession Plan ElementsSuccession Plan Elements
Created a family constitutionCreated a family constitution

Developed retirement funding Developed retirement funding 
planplan

Developed a structured Developed a structured 
operating styleoperating style
•• JobJob\\ descriptionsdescriptions
•• Performance managementPerformance management
•• Process managementProcess management

Defined a third generation Defined a third generation 
career development plancareer development plan



Case Study: ESOP ConversionCase Study: ESOP Conversion
SituationSituation

Owner has no family Owner has no family 
membersmembers

Owner ready to retireOwner ready to retire

Strong management in Strong management in 
placeplace

Industry leader, strong Industry leader, strong 
performanceperformance

Strategically driven Strategically driven 

Succession PlanSuccession Plan

Continue maximizing Continue maximizing 
growth and valuegrowth and value

Involving general manager Involving general manager 
and key staff in succession and key staff in succession 
planningplanning

Evaluating ESOPEvaluating ESOP

Acquisition pendingAcquisition pending



Case Study: DivestitureCase Study: Divestiture
SituationSituation

Second generation owned Second generation owned 
and operatedand operated

Owner is burnt outOwner is burnt out

Significant untapped Significant untapped 
growth potentialgrowth potential

Significant management Significant management 
capabilities untapped capabilities untapped 

Sons are not an alternativeSons are not an alternative

Succession PlanSuccession Plan
Developed a 5 year strategic Developed a 5 year strategic 
planplan

Provided manager training Provided manager training 
and career path to include and career path to include 
promotionpromotion

Upgraded reporting and Upgraded reporting and 
tracking processestracking processes

Identifying buyers within a 3Identifying buyers within a 3--
5 year period  5 year period  



Succession Planning Next Steps?Succession Planning Next Steps?
Bucket 1:  Hopelessly worried stageBucket 1:  Hopelessly worried stage
•• Commit to getting startedCommit to getting started
•• Succession education among key playersSuccession education among key players
•• Succession options and financial ramifications understoodSuccession options and financial ramifications understood

Bucket 2:  Kinda Sorta Bucket 2:  Kinda Sorta –– Somewhat stageSomewhat stage
•• Strategic plan defined and integrated with successionStrategic plan defined and integrated with succession
•• Organizational needs definedOrganizational needs defined
•• Key people engaged (family, partners, management)Key people engaged (family, partners, management)

Bucket 3:  Plan in Place Bucket 3:  Plan in Place -- Implementation stageImplementation stage
•• Persevere when bumps in roadPersevere when bumps in road
•• Remain committedRemain committed
•• Measure and monitor performance and progress to planMeasure and monitor performance and progress to plan



Bottom LineBottom Line
Succession planning Succession planning 

is critical to protecting business assetsis critical to protecting business assets

requires a commitmentrequires a commitment

involves key playersinvolves key players

is never done too earlyis never done too early

reaps high rewardsreaps high rewards
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